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Abstract 

Syairah Aimi Binti Shahron 

 

A Study On Employee’s Intention To Adopt Green Practices At The Workplace 

In The Context Of The Hotel Industry 

 

Keywords: hotel industry, organisational commitment, pro-environmental 

behaviour at home, social bond theory, spill-over effect, structural equation 

modelling, theory of planned behaviour  

 

This study aims to examine the effect of organisational commitment and 

employee’s pro-environmental behaviour at home on their intention to adopt 

green practices at the workplace in the context of hotel industry, by taking the 

theory of planned behaviour as a conceptual framework. Hotel employees play 

a critical role that affects customers' experiences, which then affects the overall 

hotel performance. However, the mechanism that affects their behavioural 

intention has yet to be investigated properly. Thus, a survey was conducted to 

collect the data from employees working in green and non-green hotels in 

Malaysia. Overall, there were 407 responses received, which represented a 

response rate of 55.75 percent. Then, a set of hypotheses was tested using 

the structural equation modelling. The empirical results indicate that 

organisational commitments have a positive effect on the attitude for engaging 

in a green behaviour and subjective norm, which in turn influenced employees’ 

intention to adopt green practices at work.  Meanwhile, employees’ pro-

environmental behaviour at home has an indirect impact on employee’s 

intention to adopt green practices in the workplace through their attitude for 

engaging in a green behaviour, subjective norms, and perceived behavioural 

control. The findings lead to a theoretical contribution by incorporating another 

theory into the theory of planned behaviour, which is the social bond theory 

through organisational commitment and spill-over effect through pro-

environmental behaviour at home. Subsequently, a practical recommendation 

from this research is attainable to policy makers and hotel providers in order 

for them to understand and increase employees’ willingness to adopt green 

practices at the workplace. 
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CHAPTER 1 

INTRODUCTION 

 

1.1 Introduction 

 

In the last few decades, there has been a global concern on the preservation 

of the natural environment (Kim et al. 2019). According to Kim et al. (2019), to 

acknowledge this concern, each industry has incorporated environmental 

protection practices into their current operations. This issue has also 

encouraged the hospitality industry to be more environmental-friendly in their 

operations (Hu et al. 2010). Existing studies in the hotel industry have 

approached environmental research mainly from two key stakeholders: the 

customers and the employees (Kim et al. 2019). However, most of the previous 

studies concentrated on customers’ intention to participate in the green 

programme, but very few studies looked into the environmental practices of 

hotels and their employees’ environmental behaviour (e.g., Chou 2014; Wells 

et al. 2016; Chan et al. 2017).  

 

It is imperative to understand employee’s behaviour because implementing 

environmental programs usually require the support and involvement of hotel 

employees (Chan et al. 2017). Firstly, their close relationship with the 

customers (Buil et al. 2016) affects customers’ perceptions on the quality of 

the green hotel, and it has a direct influence on customers’ green preferences 

and activities (Bastič and Gojčič 2012).  Secondly, employees are the critical 

factor in most programs since they are the ones who are directly or indirectly 

involved in performing the green tasks that have been designed by their 

employers (Jesitus 1992; Daily and Huang 2001; Murillo-Luna et al. 2007). 

Furthermore, by implementing green practices, employees need to perform 

additional environmental job tasks, such as cutting condemned lines into 

smaller pieces for other uses in the housekeeping department, which will affect 

their present job duties (Green Hotelier 2002). Thus, the study on employees’ 

behaviour requires attention because the successful implementation of green 

practices relies on employees’ cognitive and affective understandings of 

different environmental programs (Kollmuss & Agyeman 2002).  
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It has also been suggested in previous studies (e.g., Cramer and Roes 1993; 

Temminck et al. 2015; Yoon et al. 2016) that in order to implement and achieve 

the status of the green organisation, organisational commitment from 

employees is required across all levels. If employees hold a strong 

commitment towards the organisation, they will be more willing to focus their 

behaviour on the activities that are in line with the organisational goals and 

values, such as green practices (Temminck et al. 2015). However, at present, 

only limited research have tested both the organisational commitment and 

employee’s pro-environmental behaviour (Daily et al. 2009; Temminck et al. 

2015; Yoon et al. 2016). Still, these previous studies only focus on 

organisational citizenship behaviour towards the environment, which only 

involves an employee’s voluntary environmental activities. 

 

In addition, Manika et al. (2015) argue that if individuals adopt green practices 

at home, they are much more likely to adopt green practices in the workplace, 

even at a lower level. However, only a few studies (e.g., Marans and Lee 1993; 

Manika et al. 2015; Wells et al. 2016) have attempted to make direct 

connections between home behaviour and workplace behaviour.  These 

studies suggest that environmental behaviour at home has a positive spillover 

effect on environmental behaviour in the workplace. Although the spillover 

effect between pro-environmental behaviour at home and pro-environmental 

behaviour at the workplace has been found (Marans and Lee 1993; Manika et 

al. 2015; Wells et al. 2016), the study on spillover effect in environmental 

settings receives very little attention, and none of the previous studies has 

attempted to investigate the mechanism that could facilitate this spillover 

effect. 

 

This study attempts to investigate the factors that lead to employee’s intention 

to adopt green practices in the context of the hotel industry. The theory of 

planned behaviour will be adopted as the foundation of the theoretical 

framework in this study. The theory of planned behaviour emphasises the 

importance of attitude, subjective norm, and perceived behavioural control in 

predicting behaviour intention, and has been widely used in environmental 

behaviour studies to examine the antecedents of pro-environmental 
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behaviour. This study will also incorporate the employee’s organisational 

commitment and employee’s pro-environmental behaviour at home with the 

theory of planned behaviour framework to develop a comprehensive 

theoretical framework on employee’s intention to adopt green practices and 

empirically test the newly developed framework using the structural equation 

modelling. These issues will be addressed accordingly in this thesis.  

 

The introductory chapter of the thesis discusses the background of the study, 

research gaps and the expected contributions, its research questions, and 

objectives. Finally, this chapter also provides a brief outline of the thesis.  

 

 

1.2 Background of the study 

 

Over the years, there is a growing concern over environmental issues such as 

pollution, non-renewable resource depletion, and global warming worldwide 

(Lee et al. 2010; Han and Yoon 2015; Suki and Suki 2015), which 

organisations  cannot escape from its contribution to these environmental 

problems (Kasim 2009). Although the business is important, it has been 

revealed that organisations have been the source for more than 70% of the 

world’s greenhouse gas emissions since 1988 (Riley 2017). This situation has 

led organisations to actively seek ways to minimise their exposure to 

environmental risks and take a proactive approach to environmental 

management (Phan and Baird 2015). Furthermore, in present years, reducing 

the carbon emissions is a fundamental goal for the transition towards more 

sustainable human societies, and it is reflected in the goals and political 

strategies of authorities and government worldwide (Dumitru et al. 2016). As a 

result, more organisations integrate the concept of environmental 

sustainability into their business strategies (Ambec and Lanoie 2008) or 

introduce ‘green’ technology to their organisation (Temminck 2013).  

 

In addition, the societal concern of the adverse impacts of global warming 

leads to an increase in institutional pressures on organisations to develop and 

adopt green practices (Tate et al. 2010). Institutional pressures consist of 
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coercive, normative, and mimetic pressures (DiMaggio and Powell 1983; 

Sarkis et al. 2011; Zhu et al. 2013). The coercive pressure is considered as an 

important factor that drives environmental management practices (Zhu et al. 

2013).  In this instance, government agencies are examples of influential 

groups that may affect the actions of an organisation (Rivera 2004; Zhu et al. 

2013). For example, the increasing demands from the environmental law and 

regulation had put pressure on the organisation to look for environmental-

friendly alternatives in their daily operations (Claver-Cortés et al. 2007; Collins 

et al. 2010; Chan et al. 2014). On the other hand, the normative pressure 

causes organisations to respond to the social legitimacy concerns in 

organisational practices (Zhu et al. 2013). This pressure may be exerted by 

external stakeholders such as customers who are increasingly demanding for 

eco-friendly products and services (Park and Seo 2006; Yoon et al. 2016). In 

addition, activities by environmentally conscious groups also provide another 

form of normative pressures faced by organisations (Li et al. 2018). Finally, 

mimetic pressure occurs when an organisation imitates the actions of their 

successful competitors in the industry (Zhu et al. 2013).   The institutional 

pressure from these different stakeholders has had a tremendous impact on 

the organisation in order to become an environmental-friendly entity 

(González-Benito and González-Benito 2006; Bremmers et al. 2007). 

 

Subsequently, previous research had also found that an organisation who 

does adopt the green practice in its operations has not only improved its 

environmental performance but simultaneously increased its financial and 

operational performance (Zhu et al. 2013). In addition, Zhu et al. (2013) argue 

that environmental management practices could directly or indirectly improve 

financial performance through environmental and operational performances. 

For instance, Scandic Hotels recovered from their downfall through a 

transformation into green service, with a 12% reduction of the energy and 

water consumption, and a 25% reduction of its waste volume (Goodman 

2000). Besides that, improved environmental performance allowed this hotel 

to rebound from a total loss of SEK 369 million in 1992 to a total profit of SEK 

171 million in 1997 (Goodman 2000).  In 2014, its sales growth increased by 

37.4% (Scandic Hotel 2015). In terms of the operational performance, Porter 
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and Linde (1995) investigated the product yield of 20 different waste 

prevention activities and concluded that those activities help to increase 7% of 

the average yield in the organisation. 

 

However, like any other practices, the implementation of green practices is 

hindered with issues and barriers such as the lack of support from the 

government (Hao 2015; Chan et al. 2018), higher costs (Ball and Abou Taleb 

2011; Chan et al. 2016; Chan et al. 2018), insufficient financial fund (Lee and 

Klassen 2008; Darko and Chan 2017; Chan et al. 2018), stakeholders 

resistance to change (Chan et al. 2016) and limited amount of information on 

environmental assets (Slunge and Loayza 2012; Darko and Chan 2017). 

Among all these factors, the significant barrier relates with employees’ 

reluctance to change and adopt green practices (Kassinis and Soteriou 2003).  

Their aversion to green practices is due to their doubt and misunderstanding 

about their management’s real purpose of adopting it (Chan et al. 2014) and 

also due to their lack of knowledge to manage changes (Shrivastava 1995; 

Lee and Klassen 2008; Isaksson and Huge-Brodin 2013). Furthermore, in a 

green programme, employees are usually required to do extra tasks in order 

to preserve the environment and at the same time improve organisational 

performance. These additional requirements and workloads can be 

intimidating to some employees who have a lack of understanding about 

environmental issues.  Thus, it makes them uncomfortable and reluctant to 

change and adopt green practices. Therefore, investigating employees’ 

attitude and behaviour towards environmental programs is imperative in 

influencing the organisation’s adoption of green practices (Chan et al. 2014). 

However, there are fewer investigations conducted to study the effects of 

employee behaviour towards environmental improvements in an organisation 

(e.g., Martín-Tapia et al. 2008, Greaves et al. 2013; Buhl et al. 2016).  

 

It could be concluded that many environmental frameworks, concept papers 

and articles have focused mainly on the manufacturing industry, with limited 

attention given to the service industry, and particularly the hotel industry 

(Ngniatedema et al. 2014; Rezapouraghdam et al. 2018). Even though the 

service industry has begun to focus on environmental research, there is less 
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attention given to this type of research (Foster et al. 2000).  A plausible 

explanation might be associated with the pollution intensity level generated by 

the service industry that is practically lower than the manufacturing industry 

(Echevarria and Ho 2000; Rosenblum et al. 2000). However, the volume of 

pollution due to a large share of gross domestic product is also significant and 

continue to increase along with the service sector growth (Rosenblum et al. 

2000). Also, a significant proportion of demand for manufacturing products is 

from service industries (Salzman 2000). Therefore, the green practice 

adoption by service industry could help with the act of minimising pollution 

directly and also indirectly through the reduced demand for manufacturing 

products (Rosenblum et al. 2000). 

 

The tourism industry, which is one of the service providers, has evolved and 

moved forward to become more environmental-friendly entities with increasing 

awareness and demand for green practices and sustainability among service 

providers (Hu et al. 2010). The link between tourism and the environment has 

been associated with the rise of the sustainability debate (Hall and Page 2009).  

After the Rio Earth Summit in 1992, the environmental and social impacts of 

the tourism industry have been the focus of many global discussions (Graci 

2009).  This presents opportunities for service providers to capitalise on these 

trends by adopting strategies geared towards environmental responsibility. 

There has also been a growing concern from the customers as they 

experienced an increased awareness of environmental damage and excessive 

consumption of goods, energy and water.  Thus, the customers demanded a 

more environmental-friendly environment in the tourism industry (Jauhari et al. 

2007; Mbasera et al. 2016). 

 

The tourism industry itself is multi-sectors, and one of the sectors is the 

hospitality sector. As a component of tourism, the hospitality sector plays a 

major role in environmental deterioration, although its impacts have not been 

as profound as those of automobiles, airlines and cruise ships (Timothy and 

Teye 2009). To date, hotels are one of the highest sources that contribute to 

environmental pollution in the tourism industry (Knowles et al. 1999; 

Bohdanowicz and Martinac 2007; Mbasera et al. 2016).  This is done through 
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the consumption of a considerable amount of resources and energy on earth 

(Chen and Chen 2012). Furthermore, Bohdanowicz and Martinac (2007) also 

argued that ‘75% of environmental pollution is caused by the hotel industry, 

from over-consuming energy, water, and materials while operating business’. 

On the other hand, in industrialised and developed states, the tourism industry 

has continued to provide economic and employment benefits not only in the 

tourism industry but also in other related sectors such as construction, 

agriculture and telecommunications (UNWTO 2018). Furthermore, hotel 

entities that have successfully adopted green practices experienced and 

enjoyed the benefits such as the reduction of hotel’s expenses through the 

reduction of the energy, water and waste (Eldermerdash and Mohamed 2013), 

more revenues through the improvement of destination quality which attracts 

more customers (Anuwichanont et al. 2011), differentiation from competitors 

(Hays and Ozretic-Došen 2014), good reputation and positive brand effects 

(Chen and Chen 2012). Therefore, it is imperative to align the growth and 

impacts of this industry on the world’s economy and the environment. This is 

to ensure that there is a balance between their efforts to maximise the 

economic growth, and their accountability to minimise the damages made to 

the environment.  

 

 

1.3 Research gaps and the expected contributions 

 

Against the background discussed in the previous section, the issues of 

employees in green practices are often overlooked in previous literature (Wells 

et al. 2016). However, it is universally accepted that employees’ involvement 

is crucial to organisational “greening”, and the adoption of policies leading 

towards more environmentally sustainable business operations (Ramus and 

Killmer 2007; Daily et al. 2012; Paillé et al. 2013; Renwick et al. 2013; Paillé 

et al. 2014).  Thus, the initial gap in this study is concerned with the lack of 

study on employees in green literature.     

 

The next argument focuses specifically on the tourism and hospitality research 

area, where existing studies had already explored into the customers’ 
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perception on the barriers and challenges in the implementation of a 

programme, their willingness to change or to participate in the programme, but 

none had explored into the environmental practices of hotels and their 

employees’ environmental behaviour, except for a few cases (Chou 2014; 

Wells et al. 2016; Chan et al. 2017).  Chan et al. (2017) highlight that 

employees’ pro-environmental behaviour has not been thoroughly explored in 

previous studies. Authors in the field of hotel industry such as Chan et al. 

(2017), Wells et al. (2016), and Chou (2014) argued that the research on 

employee’s pro-environmental behaviour at the workplace is underdeveloped. 

They further criticised that most of the hospitality and green studies focus more 

on a macro level such as board and management groups while ignoring the 

micro-level and employees. Although these authors had highlighted the gap, 

no one takes a sole responsibility to fill the gap. Therefore, it is imperative for 

researchers to explore into this gap in order to expand the knowledge from 

existing literature.  In addition, further empirical studies should concentrate on 

employees’ behaviour in the context of the hotel industry. Thus, this research 

attempts to propose a model of the factors that influence employees’ intention 

to adopt green practices in the organisation, specifically employees in the hotel 

industry.  

 

At the meantime, several previous research offer empirical insights into the 

influence of organisational commitment on employees’ reactions to 

organisational changes (e.g., Madsen et al. 2005; Kwahk and Kim 2008) which 

include changes to green behaviour (e.g., Daily 2009; Temminck et al. 2015; 

Yoon et al. 2016).  However, in the context of green studies, less attention is 

given to evaluate the effect of organisational commitment on employee’s green 

behaviour. Furthermore, the psychological processes underlying this 

association remain underspecified (Straatmann et al. 2018). Hence, it is 

unclear about how and to what extent is organisational commitment influenced 

by employees’ psychological reactions to specific organisational changes such 

as green practice. Previous studies debated that the relationship between 

organisational commitment and behavioural intention could be explained 

through the social bond theory and the theory of planned behaviour (Ifinedo 

2014). It is justified that the social bond theory is applied to measure social 
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bonding in organisations and is closely related to subjective norms and 

additionally, the attitude towards behaviour gains benefits from the social 

information and interactions in the workplace (Robinson and O’Really-Kelly 

1998; Thomas and Griffin 1989).  Thus, it is expected that where greater 

bonding exists, favourable attitudes towards organisational goals are properly 

followed (Steers 1977; Chan et al. 2005; Hazari et al. 2009; Guo et al. 2011; 

Ifinedo 2014). Therefore, this study integrates the theory of planned behaviour 

with the social bond theory, given that social bonds influence job-related 

behaviours (Chan et al. 2005; Guo et al. 2011; Ifinedo 2014). Thus, the third 

notable gap concerns with the inexistence of previous studies that could be 

referred to determine if organisational commitment affects employee’s 

intention to adopt green practices at work through the social bond theory and 

theory of planned behaviour. 

 

The next argument focuses on pro-environmental behaviour at the workplace, 

where most of the previous works on pro-environmental behaviour had 

focused only on being pro-environmental at home (Wells et al. 2016). They 

had ignored the pro-environmental behaviour in the organisations (specifically 

focusing on employee pro-environmental behaviour), or the potential spillover 

effects between the home and the workplace (Wells et al. 2016).  In the initial 

phase, it is assumed that employees’ environmental behaviour in the 

workplace would be similar to their home environmental behaviour (Andersson 

et al. 2005).  However, a general assumption and the spillover effect should 

be adequately addressed. One of the main reasons is because of the financial 

interest. It is disputed that individuals have a different financial interest in the 

workplace as they do at home, which makes them less concerned with the 

energy usage since devices at the workplace are often shared by multiple 

employees (Siero et al. 1996; Carrico and Riemer 2011). Only a few studies 

have attempted to establish a connection between home and workplace 

behaviour (Marans and Lee 1993; Manika et al. 2015). Even though the study 

on spillover effect in the environmental setting can be traced back to the early 

‘90s, the number of research related to this issue is still very limited (e.g., 

Marans and Lee 1993; Lee et al. 1995; Daneshvary et al. 1998). Therefore, 

this study seeks to add knowledge to this body of research by examining this 
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relationship. Thus, the fourth research gap concerns about the limited number 

of previous studies that could be referred to determine if pro-environmental 

behaviour at home affect employee’s intention to adopt green practices at work 

through the concept of spillover.  

 

In addition, there is also a gap in terms of the inexistence of previous studies 

that could be referred to determine if the predictors of the theory of planned 

behaviour constructs (attitude towards green behaviour, subjective norm, 

perceived behavioural control) might mediate the association between pro-

environmental behaviour at home and the intention to implement green 

practices at work. Although the theory of planned behaviour construct has not 

yet been tested as the mechanism of pro-environmental behaviours spillover, 

Margetts and Kashima (2017) have already suggested that psychological 

mechanisms could be a motivator to spillover the process in pro-environmental 

behaviour. Hence, this study attempts to investigate the links between home 

and workplace pro-environmental behaviour, and psychological mechanisms 

underlying this relationship.  

 

Due to the significant functions of employee’s organisational commitment and 

employee’s pro-environmental behaviour at home to the behavioural intention, 

this study proposes an extension of the theory of planned behaviour to identify 

the factors that affect employees’ green practices adoption in the workplace 

by incorporating the social bond theory through organisational commitment 

and spillover effect through the pro-environmental behaviour at home. 

Furthermore, there is no known research in hospitality or green studies which 

investigated the theory of planned behaviour constructs as a mediator, to 

partially or fully explain the relationship between employee’s organisational 

commitment and employees’ behavioural intention. Also, there is no known 

research which investigated the mechanisms that motivate the spillover effects 

on home pro-environmental behaviour to increase or decrease the pro-

environmental behaviour at work. Thus, this is considered as one of the 

overlooked fields in the tourism and hospitality industry and a relatively new 

area in the green studies research and employee’s pro-environmental 

behaviour.  
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In general, this research contributes to both the theory and literature of 

sustainable tourism and hospitality, workplace environmental behaviours, and 

the theory of planned behaviour in various ways. This study will contribute to 

the body of existing literature in several ways. Firstly,  this study is expected 

to propose and empirically validate a theoretical model to identify the factors 

that affect employee’s green practices adoption at the workplace in the context 

of the hotel industry. This is considered a relatively new angle of research in 

the tourism and hospitality industry, on hotel employee’s pro-environmental 

behaviour. Therefore, it is expected that this research will empirically 

contribute to both the theory and the literature of sustainable tourism and 

hospitality, service industry, organisational research and also workplace 

environmental behaviours. 

 

Secondly, directing the current research towards exploring into employee’s 

behavioural intention using the theory of planned behaviour is considered to 

be appropriate in order to expand the knowledge from the existing theoretical 

perspective by concentrating on employee’s behaviour in the context of the 

hotel industry. Thirdly, this research is also expected to contribute to the theory 

of planned behaviour literature by extending the theory, by incorporating the 

insight with the social bond theory through organisational commitment. At the 

same time, this research also augments the theory of planned behaviour by 

incorporating it with the spillover effect through pro-environmental behaviour 

at home. This is the first research that makes an attempt to integrate these 

three components (theory of planned behaviour, social bond theory and 

spillover effect of pro-environmental behaviour at home) together.  

 

Finally, this research is anticipated to contribute practically to several 

stakeholders. It is expected that the empirical findings in this study will provide 

guidelines for the managers to strategize their action to attract more 

employees to get involved in the hotel’s green practices adoption voluntarily. 

The results from this empirical study could also assist the government and the 

hospitality industry in understanding employees’ view of green hotels, and also 

provide some constructive recommendations to them. Specifically, the results 

of this study will also help the World Tourism Organisation (UNWTO) and 
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government agencies worldwide to build a guideline in encouraging 

employees in the hotel industry to become environmental-friendly. 

 

 

1.4 Research questions 

 

The main research question for this study is what is the extent of the 

organisational commitment and spillover effect of an employee’s pro-

environmental behaviour at home in influencing their intention to adopt green 

practices at the workplace in the context of the hotel industry, by taking the 

theory of planned behaviour as the cornerstone of the conceptual framework? 

This study specifically addresses the following research questions: 

 

1. What are the effects of the theory of planned behaviour constructs 

(attitude for engaging in a green behaviour, subjective norm and 

perceived behavioural control) on employee’s intention to adopt green 

practices in the context of the hotel industry? 

2. How does an employee’s organisational commitment affect employee’s 

intention to adopt green practices at the workplace in the context of the 

hotel industry? 

3. How does an employee’s pro-environmental behaviour at home affect 

the employee’s intention to adopt green practices at the workplace in 

the context of the hotel industry? 

 

 
1.5 Research objectives 

 

This study primarily aims to investigate the organisational commitment and 

spillover effect of an employee’s pro-environmental behaviour at home on 

green practices adoption at the workplace in the context of the hotel industry 

by taking the theory of planned behaviour as a conceptual framework. 

Specifically, the objectives of this study are:  
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1. To examine theoretically the relationship between the theory of planned 

behaviour constructs (attitude for engaging in a green behaviour, 

subjective norm and perceived behavioural control) on employee’s 

intention to adopt green practices at the workplace. 

2. To empirically examine the effect of attitude for engaging in a green 

behaviour, subjective norm and perceived behavioural control on 

employee’s intention to adopt green practices at the workplace in the 

context of the hotel industry. 

3. To develop and empirically test the extended theory of planned 

behaviour by incorporating the roles of employee’s pro-environmental 

behaviour at home and organisational commitment in employee’s 

intention to adopt green practices at the workplace. 

4. To empirically examine through what mechanisms and to what extent 

employee’s organisational commitment affects attitude for engaging in 

a green behaviour, subjective norms and perceived behavioural control 

ultimately leading to the intention to adopt green practices at the 

workplace in the context of the hotel industry. 

5. To empirically examine through what mechanisms and to what extent 

employee’s pro-environmental behaviour at home affects attitude for 

engaging in a green behaviour, subjective norms and perceived 

behavioural control ultimately leading to intention to adopt green 

practices at the workplace in the context of the hotel industry. 

 
 
1.6 Organisation of the study 

 

The remainder of the chapters is structured as follows. The next chapter, 

Chapter 2, provides a review of the literature surrounding the issues of green 

practices adoption in the context of the services generally and the hotel 

industry in specific. This chapter also provides an insight into the factors that 

affect an employee’s intention to adopt green practices at work. Then, Chapter 

3 provides a theoretical explanation using the theory of planned behaviour as 

a basis and the development of hypotheses relevant to this study. It aims to 

build a theoretical foundation for the research through a critical review of the 
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existing theory and relevant literature on the research topic. The chapter ends 

by revealing a specific framework from the expansion of the theory of planned 

behaviour model to fill the research gap, which is to examine the predictors of 

employee’s intention to adopt green practices at work. Chapter 4 presents the 

data collection and research methods embraced in researching the predictors 

of employee’s intention to adopt green practices, while Chapter 5 reveals the 

research result and findings. Chapter 6 provides a detailed discussion of the 

findings, where it discusses the major findings of the study in the context of the 

past literature aligned with the conceptual model from which the hypotheses 

are derived. Finally, this chapter also summarises the major findings of the 

current research, together with the limitations and directions for future studies 

on the predictors of employee’s intention to adopt green practices specifically 

in the hotel industry. This chapter will also discuss the implication of this 

research to the body of knowledge and practitioners. 
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CHAPTER 2 

LITERATURE REVIEW 

 

2.1 Introduction 

 

As the previous chapter discusses the issues and research gaps that arise 

regarding green practices in the services industry, particularly hotel industry, 

employee’s pro-environmental behaviour in the context of hotel industry, and 

factors that might affect their intention to adopt green practices, this chapter 

continues with the further discussions on the past studies surroundings this 

topic. To capture the issues discussed, the literature review chapter is 

organised as follows:  this chapter begins with a discussion on the 

environmental sustainability practices in the tourism and hospitality industry. 

Then, the literature continues with the discussion on employee’s pro-

environmental behaviour in the context of the hotel industry followed by 

employee’s intention to adopt green practices at the workplace. Finally, the 

chapter ends with the introduction of the theory of planned behaviour, 

organisational commitment and spillover effect of employee’s pro-

environmental behaviour at home. 

 

 

2.2 Environmental sustainability practices in the tourism and 

hospitality industry 

 

The tourism and hospitality industry has become the most important industry 

in every country as it creates a wide array of job opportunities for locals and 

also as it earns foreign exchange from foreign tourists (Aminudin 2013). A 

report by the World Travel and Tourism Council (2018) revealed that the 

tourism and hospitality industry has created 319 million jobs worldwide and 

contributed US$8.8 trillion of the world’s GDP. This amount is equivalent to 

10.4% of the world’s GDP and 1 in 10 jobs is related to tourism and hospitality 

(World Travel and Tourism Council 2018). Unfortunately, while becoming a 

key driver for socio-economic progress, the tourism and hospitality industry 

has also been one of the causes for environmental destruction (Joseph et al. 
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2016) and has been considered as one of the least sustainable economic 

sectors in the world (Gössling et al. 2009).  

 

As natural resources and the physical environment are the most important 

assets in the tourism and hospitality industry (Knowles et al. 1999), ignorance 

of environmental protection is self-destructive. Therefore, the adoption of 

green practices is vital for the hospitality sector, which has a responsibility to 

contribute to environmental conservation (Kasim 2009; Chou et al. 2012). It is 

logical that the tourism and hospitality industry has to take responsibility for the 

impact they give to the environment, as well as contribute to sustainable 

development for the improvement of the society for which they conducted the 

business (Krozer 2008; Gössling et al. 2009). These arguments strengthen the 

need for further analysis in the area of the tourism and hospitality industry. 

 

Among the various sections of tourism and hospitality, it is considered that the 

hotel industry contributes a large amount of negative impact on the 

environment. Firstly, it is because they use excessive resources (Bohdanowicz 

and Martinac 2007) such as energy, water and non-durable goods (Chan et al. 

2014; Noor and Kumar 2014). Hotel facilities rank among the top five in terms 

of energy consumption in the commercial building sector (U.S. Energy 

Information Administration 2018). Secondly, according to a statistics by the 

Green seal (2012), the average of hotel purchased products was massive, 

which could be compared as one week of the hotel products’ purchased were 

more than one hundred families typically do in a year. Thirdly, the primary aims 

of the hotel is to provide comfortable services such as providing their 

customers with hot water at bathroom; food and drinks; linens and towels 

changing programs; lighting; air conditioning; limousines; water and swimming 

pools; and this makes the industry directly or indirectly destroy the environment 

(Noor and Kumar 2014). Finally, although a hotel produces no gross 

environmental pollution and consumes comparatively few non-renewable 

resources, the environmental impacts on the hotels are visible when 

considered collectively (combinations of the various hotel in the same area) 

(Nezakati et al. 2014). Thus, based on these arguments the study of green 

practices in the hotel industry is necessary, desirable and useful in taking a 
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step for the reduction of these negative impacts that they produce which could 

harm the environment. 

 

Diamantis and Ladkin (1999) indicate that the adoption of green practices 

would promote environmentally sustainable development in the hospitality 

industry. Also, empirical studies have demonstrated that the adoption of green 

practices by the hospitality industry could also achieve economic benefits 

(Álvarez et al. 2001; Eiadt et al. 2008; Blanco et al. 2009; Chen and Chen 

2012; Singal 2014), competitive advantages (Goodman 2000; Pereira-Moliner 

2015), and customer satisfaction and loyalty (Kassinis and Soteriou 2003). In 

terms of economic benefits, the report from the Department of Environment 

(DOE) UK reveals that by applying green practices, any household or 

organisation could reduce the energy saving up to 20% (Yusof and Jamaludin 

2013). Additionally, Butler (2008) also mentioned that the green hotel providers 

could gain profit by lowering the cost of energy, waste, water, emission cost, 

operational and maintenance cost. Meanwhile, Manaktola and Jauhari (2007) 

find that the eco-friendly hotels benefit from fulfilling customers’ needs in the 

marketplace and also lower the operational costs through the reduction of solid 

waste, energy and water consumption.  Finally, Punitha and Rasdi (2013), 

Chen and Chen (2012) and Rahman et al. (2012) argue that being green in 

today’s marketplace will improve the brand image of the hotels. Therefore, 

based on the enormous potential benefit that they might receive if they 

successfully implement green practices, further investigation should be 

conducted to motivate hotels to implement it. 

 

 

2.3 Employee’s pro-environmental behaviour in the hotel industry 

 

The hotel industry struggles to decrease the level of environmental threats and 

become more environmentally friendly due to the continuous environmental 

problems they had contributed (Jones et al. 2014). Although the main target is 

for an organisation to adopt green practices, the role of individual employees 

is also equally significant (Lamm et al. 2015). Indeed, the hospitality industry 

requires team cooperation and assistance among co-workers (Chen 2016). 
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Compared to other industries, the hotel industry tends to be labour-intensive 

where most of the activities depend on the human touch to meet the 

expectations of their customers (Hayes and Ninemeier 2008; Barreda et al. 

2016; Berezina et al. 2016). Therefore, hotel employees are significant 

stakeholders who often play a critical front-line role that affects customers' 

experiences, which impact the hotel performance, including its financial 

success (Su and Swanson 2019). However, the studies on the environmental 

practices of hotels and their employees’ environmental behaviour remain 

unexplored and often overlooked (Chou 2014).  

 

Furthermore, one of the research conducted in the Malaysian hotel industry by 

Yusof and Jamaludin (2014) that investigated the barriers in green practices 

implementation, finds that one of the barriers is the difficulty in managing and 

training the employees to change to green practices. According to the authors, 

some employees have less commitment towards green practices, and they 

tend to resign easily because of the extra work and training that they have to 

perform. However, this exploratory research only listed the barriers in general 

without looking in-depth into why the employees are reluctant to change. 

Furthermore, these findings are based on the case studies, and further studies 

of the empirical analysis are required to generalise the result. Other studies 

that also found employees as the barrier in green practices adoption were 

Chan 2008, Shi et al. 2008, Walker et al. 2008, Zhu and Geng 2010, Massoud 

et al. 2010, Murillo-Luna et al. 2011, and Eldermerdash and Mohamed 2013. 

Once the barrier had been determined, it is then important to identify the 

determinant factors that could stimulate this barrier so that this barrier could 

become the opportunity or asset for hotel providers to successfully implement 

it. Although the employees as a green practices adoption barrier are well 

established in the literature, only very few studies have empirically studied the 

factors that make them become eager to participate in an organisation’s green 

practices adoption (Ture and Ganesh 2014). Thus, it is worth to further 

investigate this issue by empirically analyse the factors that might affect 

employees’ intention to adopt green practices in their workplace.  

 



 19 

Nevertheless, most of the hospitality research has commonly focused on 

customer behaviour in green hotels and managerial perceptions; it has mostly 

overlooked employees’ perceptions and behaviours relating to green practices 

(Chan 2013; Yoon et al. 2016). For instance, Teng et al. (2018) identified the 

key factors affecting customers’ behavioural intention to stay in a green hotel 

and their willingness to participate with the hotel’s environmental-friendly 

practices. Meanwhile, Rahman and Reynolds (2016) examine consumer’s 

biospheric values with the mediating effect of the willingness to sacrifice for 

the environment to affect their behavioural intention. Lita et al. (2014) also 

study the factors that influence local customers’ attitude and behaviours on the 

green practices in the Indonesian hotel industry. Other studies such as Han 

and Kim (2010), Han et al. (2011), Berezan et al. (2013), Gao and Matila 

(2014), Han and Yoon (2015), Mohd-Suki and Mohd-Suki (2015), Tanford and 

Malek (2015), Teng et al. (2015), Verma and Chandra (2016), Su et al. (2017), 

Yusof et al. (2017), Han and Hyun (2018), Han et al. (2018), Liu et al. (2018), 

Martinex Garcia de Leaniz et al. (2018), Gil-Soto et al. (2019), and Lim et al. 

(2019) also focus on customers of the green hotel in their research. 

Meanwhile, the other common areas of studies on green practices among the 

hotel industry include the perception of the managers towards environmental 

management, for instance, Kirk (1998), Okeiyi et al. (2005), Prayag et al. 

(2010), Chan (2013), Yusuf and Jamaludin (2013), and Wesselink et al. 

(2018). Unfortunately, those studies did not investigate and had overlooked 

the aspect of employees’ behaviour in the adoption of green practices.  

 

Notwithstanding the abundance of research observing the customer’s and 

manager’s pro-environmental behaviour in the hotel industry, there is still room 

for further exploration of employees’ engagement in pro-environmental 

behaviour in the workplace. The known body of research that specifically 

examines hotel employees in the context of green practices are Tsai et al. 

(2012), Aminudin (2013), Kim and Choi (2013), Eldermerdash and Mohamed 

(2013), Zengeni et al. (2013), Chan et al. (2014), Chou (2014), Kim et al. 

(2016), Wells et al. (2016), Chan et al. (2017), Gligor-Cimpoieru et al. (2017), 

Rezapouraghdam et al. (2017), Chan et al. (2018), Zientara and Zamojska 

(2018), Tian and Robertson (2019), and Su and Swanson (2019). However, 
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among these research, only few studies empirically report on employee’s pro-

environmental behaviour at the hotel industry such as Chan et al. (2014), Chou 

(2014), Kim et al. (2016), Wells et al. (2016), Chan et al. (2017), Masa’deh et 

al. (2017), Rezapouraghdam et al. (2017), Zientara and Zamojska (2018), Tian 

and Robertson (2019), and Su and Swanson (2019). Table 2.1 shows the 

details of their studies.  

 

While previous articles already produced significant results showing several 

factors that could affect employee’s pro-environmental behaviour at the hotel 

industry, these studies are limited by methodological and substantive 

weaknesses, including non-generalisable and sampling data, and limited 

measures of pro-environmental behaviour. Firstly, the instrument’s items 

employed in some of the studies might not fit the study or sample study. For 

instance, Kim et al. (2019) investigate the impact of ecological behaviour on 

hotel environmental performance. The authors constructed the seven-item 

scale for hotel environmental performance from Ilinitch et al. (1998), Melnyk et 

al. (2003), and Paillé et al. (2014) to be answered by employees. Although this 

is a good instrument item, not all employees gained access or were familiar 

with the performance of their hotel. Thus, asking them about their hotel’s 

performance could lead to incorrect answers. Similarly, Tian and Robertson 

(2019) in their study had created employee’s pro-environmental behaviour 

instruments using organisational citizenship behaviour towards environment 

items by Lamm et al. (2013). However, in the literature review and theoretical 

background, the authors did not mention and define employee’s pro-

environmental behaviour as organisational citizenship behaviour towards the 

environment. This could lead to the incorrect measure and would not serve the 

variable in truth because organisational citizenship behaviour towards the 

environment only involves voluntary behaviour. Next, Masa’deh et al. (2017) 

who collected the data on tourists’ perception on environmentally-friendly 

activities, have taken the employees as a sample, which is not at all 

representative of the tourists. Although they argue that employees could 

understand the tourist perception through their interaction and communication 

with the tourists, not all employees had direct contact with the employees. 
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Departments such as finance and accounting, engineering and human 

resources do not communicate directly with their customers.  

 

Secondly, sample size problems could also raise questions about the 

significance of the results. For example, Zientara and Zamojska (2018) only 

managed to get the approval from 12 hotels in all over Poland to conduct a 

survey to their employees. Similarly, Masa’deh et al. (2017) also faced the 

same limitation, where only 151 employees out of 1121 total population of hotel 

employees in Aqaba, Jordan were willing to take part in their study. While both 

of these studies make a good empirical study, with such a small sample size, 

it is difficult to generalise the findings to the larger population.  

 

Thirdly, the methodological problems that arise in the research could also 

create negative arguments about the results obtained. For example, Zientara 

and Zamojska (2018) conducted a study to explore the antecedents of 

organisational citizenship behaviour for the environment. Although they had 

mentioned in the literature that the star ranking is a strong predictor of the 

hotel’s environmental engagement, still they had only collected the data from 

employees in four and five-star hotels. Furthermore, this is also a questionable 

data as the sample for this study only involved low-ranking employees. 

Similarly, Masa’deh et al. (2017) had taken participants only from the five-star 

hotel in Jordan as a sample in their study to examine the impact of employee’s 

perception of implementing green supply chain management on hotel’s 

economic and operational performance. Also, Rezapouraghdam et al. (2017) 

only collected the data amongst five-star’s hotel employees in North Cyprus. 

They argued that the larger, and more upscale hotels have a higher propensity 

to engage in environmental practices compared to the smaller ones. This 

argument shows that they are only interested in collecting the data among 

green hotels. Thus, by ignoring the low-ranking hotels in all of these studies, 

potentially different responses from employees could not be analysed, and the 

result of their study could only lead to it being partially generalisable. 
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Meanwhile, a study by Chan et al. (2017) had involved employees from hotels 

all over Hong Kong.  While this is a good sample, the problem lies with the 

sample selection. The sample only involved employees from international 

hotels, which overlooked the local hotel providers. Therefore, this is also a 

questionable data as the sample for this study only involved international hotel 

employees, and the results of this study could not be generalised. Similarly, 

Chou (2014), selected the sample only from the green hotels in Taiwan. By 

excluding the non-green hotels in his survey, potentially different responses 

from employees could not be examined, and the result becomes partially 

generalisable. 

 

Finally, Kim et al. (2019) used an online questionnaire to collect the data 

among hotel employees. Although this data collection method could expedite 

the data collection time and save the cost compared to a paper questionnaire, 

not all hotel employees have access to the computer during their working 

hours. Employees in food and beverage, housekeeping, maintenance, and 

security departments rarely use a computer in the office. Thus, this method 

could limit the types of employees that can participate in their survey.  
 
In conclusion, research in employee’s green practices adoption in hospitality 

and tourism journals is not new, and its concept of it has been around for a 

couple of years, but it has never received much attention. A research gap is 

addressed due to the fact that employee’s intention to adopt green behaviour 

has not been deeply explored and empirical studies are scarce, with focus only 

centering upon the perception and descriptive exploratory analyses. Although 

adopting green practices in managerial and customer level is important, the 

role of individual employees is also equally significant (Lamm et al. 2015), the 

implementation will be impossible without employees’ active participation 

(Jenkin et al. 2011). Furthermore, the empirical studies provided by previous 

literature contain some limitations in terms of the instrument items, replicability, 

sample, and generalisability of result that could be improved in future studies. 

Thus, more research is required to understand the factors that affect 

employees’ engagement in such behaviours. 
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Directing the current investigation towards exploring into this gap is considered 

to be appropriate in order to expand the knowledge from the existing literature 

by concentrating on employee’s behaviour in the context of the hotel industry. 

Furthermore, limited research has investigated the hospitality workforce, 

despite the hospitality industry dominating the world economy and creating 

more job opportunities globally. Therefore, from the hotel employee’s view, this 

research attempts to propose a model of factors that influences employee’s 

intention to adopt the green practice in the organisation, specifically the hotel 

industry. This research contributes to both the theory and the literature of 

sustainable tourism and hospitality, workplace environmental behaviours, and 

the theory of behavioural intention.  
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Table 2.1: Past studies on hotel employees related to pro-environmental behaviour 
Author(s)/Year Context Variable(s) Findings  Direction for future research 
Su and 
Swanson (2019) 

Hotels 
located in 

China 

Independent 
• Corporate social 

responsibility 
Mediators 
• Organisational trust 
• Organisational 

identification 
• Employee well-being 
Dependent 
• Green behaviour 

• Corporate social responsibility has a 
significant direct impact on organisational 
trust, organisational identification, employee 
well-being, and employee green behaviour.  

• Organisational trust has a direct significant 
relationship with employee’s well-being and 
employee green behaviour.  

• Organisational identification has an effect 
on employee well-being and employee 
green behaviour.  

• Employee well-being positively affects 
employee green behaviour.  

• A significant indirect effect was identified for 
corporate social responsibility on employee 
green behaviour via organisational trust and 
employee well-being.  

• A significant indirect effect was found for 
corporate social responsibility on employee 
green behaviour through organisational 
identification and employee well-being.  

 
 

• To study each dimension's role 
in the model developed in this 
research. 

• To study other constructs (e.g., 
job satisfaction, organisational 
commitment, perceived 
organisational support) to 
provide additional insights into 
the relationship between an 
organisation and its 
employees.  

• To test the recent model in 
other cultural settings to better 
assess the generalisability of 
the provided findings.  

 

Tian and 
Robertson 
(2019) 

Casinos and 
hotels in 
China 

Independent 
• Perceived corporate 

social responsibility 
Moderator 
• Empathy 
Mediator 
• Organisational 

identification 
Dependent 
• Voluntary pro-

environmental behaviour 

• Perceived corporate social responsibility is 
positively related to organisational 
identification. 

• There is an interaction effect of empathy on 
the relationship between perceived 
corporate social responsibility and 
organisational identification.  

• Organisational identification is positively 
related to pro-environmental behaviour.  

• There is interaction effect of empathy on 
the indirect relationship between perceived 
corporate social responsibility and pro-
environmental behaviour through 
organisational identification.  

• To replicate the findings in 
other organisational contexts 
and cultures.  

• To adopt experimental and/or 
longitudinal designs to test the 
hypotheses. 

• To obtain ratings of employee’s 
pro-environmental behaviour 
from multiple sources.  

• To determine the extent to 
which employees engage in 
the same pro-environmental 
behaviours examined in the 
current research at home. 
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 Doing so would provide 
insights into the extent to which 
employees engage in these 
behaviours as a result of any 
potential spillover effects.  

• To replicate these findings 
using more workplace-specific 
measures of pro-environmental 
behaviour.  

 
Zientara and 
Zamojska 
(2018) 

4 and 5-stars 
hotels 

located in 
Poland 

Independent 
• Employee’s 

environmental values 
• Affective organisational 

commitment 
Moderator 
• Organisational climate 
Dependent 
• Organisational 

citizenship behaviour for 
environment 

• Organisational climate had a direct impact 
on organisational citizenship behaviour for 
the environment. 

• Organisational climate also had a 
moderating effect on the relationship 
between employee’s environmental values 
and affective organisational commitment. 

• Employee’s environmental values and 
organisational commitment positively 
related to organisational citizenship 
behaviour for environment. 

• To conduct a longitudinal 
design to establish the cause-
and-effect associations.  

• To find out via multilevel 
structural equation models  
whether values or affective 
organisational commitment 
play a mediating role between 
organisational climate and 
organisational citizenship 
behaviour for environment or 
whether the climate mediates 
the linkage between values 
and organisational citizenship 
behaviour for environment.  

• To operationalize the climate at 
a unit level other than an 
organisation as a whole (e.g. 
team).  
 

Chan et al. 
(2017) 

International 
hotels in 

Hong Kong 

Independent 
• Environmental knowledge 
Mediators 
• Environmental concern 
• Environmental awareness 
Dependent 
Ecological behaviour 

• Environmental knowledge positively 
influences environmental concern and 
ecological behaviour.  

• Employee’s environmental awareness 
mediates the relationship between 
environmental knowledge and 
environmental concern. 

• To conduct a longitudinal study 
or experimental design 
incorporating environmental 
knowledge, awareness, 
concern, and ecological 
behaviour. 

• To investigate if demographic 
factors, such as gender, age, 
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• Both environmental awareness and 
environmental concern appear to mediate 
the relationship between environmental 
knowledge and ecological behaviour.  

 

and education level will 
influence hotel employee’s 
ecological behaviour to 
implement green practices.  

• To replicate the study in other 
Asian countries to prove the 
validity.  

 
Masa’deh et al. 
(2017) 

Aqaba hotel, 
Jordan 

Independent 
• Internal environmental 

management 
• Green information 

system 
• Green purchasing 
• Tourists perception 
• Environmentally friendly 

activities 
• Employees emotional 

behaviour 
• Environmental legislation 
Dependent 
• Economic performance 
• Operational performance 
 

• Green information systems, employee 
emotional behaviour and environmental 
legislation affected hotels’ economic 
performance. 

• Internal environmental management, green 
purchasing, tourist perceptions and 
environment-friendly activity did not affect 
hotels’ economic performance.  

• Also, hotels’ economic performance 
positively impacted hotels’ operational 
performance.  

 

• To use a different sample 
group covers in different areas 
in Jordan or the region. 

• To assess the model using a 
large sample from different 
areas.   

• To take into account the local 
community emotional 
behaviour and perception of 
implementing green supply 
chain management and 
intention to participate in green 
activities.  

 

Rezapouraghda
m et al. (2017) 

Hotels in 
North Cyprus 

Independent 
• Workplace spirituality 
Mediator 
• Employee’s 

connectedness to nature 
Moderator  
• Environmental 

awareness 
Dependent 
• Organisational 

citizenship behaviour for 
environment 

• There is a significant positive relationship 
between workplace spirituality and 
organisational citizenship behaviour for 
environment, and also the connectedness 
to the nature.  

• There is a significant positive relationship 
between connectedness to nature and 
organisational citizenship behaviour for 
environment.  

• Connectedness to nature partially mediated 
the impact of workplace spirituality on 
organisational citizenship behaviour for 
environment. 

• To replicate the proposed 
model in other settings.  

• To consider type of contact 
with nature and its frequency 
are also determining factors.  

• To differentiate between the 
emotional and cognitional 
connectedness  

• To identify the antecedents of 
workplace spirituality and their 
contributions to the 
organisations’ sustainability.  
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• Environmental awareness augments the 
positive impact of workplace spirituality on 
the organisational citizenship behaviour for 
the environment.  

 
Wells et al. 
(2016) 

Hotels in Iran Independent 
• Generativity 
• Employee attitude to 

water and energy saving 
at home 

• Employee attitude to 
water and energy saving 
at work 

• Employee energy and 
water saving behaviour 
at home 

Dependent 
• Employee energy and 

water saving behaviour 
at work 

• There is a partial mediation effect of 
generativity on employee’s attitude to water 
and energy saving at work through 
employee attitude to water and energy 
saving at home. 

• Employees' attitudes to water and energy 
saving at home and in the workplace 
positively influence their behaviour at home 
and the workplace.  

• Employee’s attitude to water and energy 
saving at work fully mediates the 
relationship between employee’s attitude to 
water and energy saving at home and 
employee’s energy and water saving 
behaviour at work.  

• There is a direct effects of generativity on 
employee energy and water saving 
behaviour at home and employee energy 
and water saving behaviour at work.  

• There is a partial mediation effect of 
generativity on employee energy and water 
saving behaviour at home through 
employees' attitudes. 

• The results also show that employees' 
attitudes fully mediate the relationship 
between generativity and employee energy 
and water saving behaviour at work.  

• Finally, the results fail to confirm that 
Employee’s energy and water saving 
behaviour at home has a direct effect on 
employee’s energy and water saving 
behaviour at work.  

 

• To include a longitudinal 
design, perhaps assessing an 
internal social marketing 
intervention using both 
qualitative and quantitative 
methods.  

• To measure the actual 
behaviour, as well as making 
comparisons between reported 
and actual behaviours. 

• To examine the relationships in 
different nations and cultures 
and make comparisons 
between them.  

• To examine a wide range of 
behaviours such as recycling 
and transporting to understand 
any spillover effects between 
behaviours.  

• To use a stratified sampling 
technique  

• To use a qualitative approach 
to understand why some of the 
hypotheses were not 
supported.  

• To assess potential consumer.  
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Kim et al. (2019) Hotel in 
Phuket 

Independent 
• Green human resource 

management 
Mediator 
• Organisational 

commitment 
• Eco-friendly behaviour 
Dependent 
• Environmental 

performance 

• Green human resource management of 
green hotels, non-green hotels, and the 
combined sample have a positive and 
significant impact on organisational 
commitment.  

• Green human resource management 
positively and significantly influences eco-
friendly behaviour in non-green hotels and 
the combined sample, while there is no 
significant effect in the green hotel. 

• The positive effects of organisational 
commitment on eco-friendly behaviour are 
significant across the three samples.  

• Green human resource management has 
positive and significant effects on 
environmental performance in non-green 
hotels and the combined sample, and there 
are no significant associations in the green 
hotel. 

• Eco-friendly behaviour of green hotels, non- 
green hotels, and the combined sample 
positively and significantly influence 
environmental behaviour.  

• Green human resource management on 
environmental performance was fully 
mediated only by the sequential mediators 
of organisational commitment and eco-
friendly behaviour in green hotels, while 
those in non-green hotels were partially 
mediated.  

 
 

• To collect the data from 
supervisors or co-workers to 
rate employees’ eco-friendly 
behaviour.  

• To conduct research on 
different cultural contexts.  

• To integrate other factors as 
determinants of eco-friendly 
behaviours in the workplace.  

• To search for appropriate 
individual personal variables 
including self-efficacy.  

• To include more organisational 
factors, such as supervisory 
support behaviours. 

 

Chan et al. 
(2014) 

Hotel in 
Hong Kong 

Independent 
• Environmental 

knowledge 
• Environmental 

awareness 
• Environmental concern 

• Environmental knowledge is positively 
related to ecological behaviour.  

• Environmental awareness is positively 
related to ecological behaviour.  

• Environmental concern is positively related 
to ecological behaviour.  

• To use a longitudinal or multi-
wave design to evaluate causal 
claims. 

• To include more objective 
measures, such as supervisor 
or co-worker evaluations.  
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Mediator 
• Ecological behaviour 
Dependent 
• Employee’s intention to 

implement green 
practices 

• Higher level of ecological behaviour would 
lead to a higher degree of intentions to 
implement green practices in hotels.  

• Ecological behaviour partially mediates the 
effects of environmental knowledge, 
environmental awareness and 
environmental concern on employees’ 
intentions to implement green practices in 
hotels.  

 
 

• To conduct a research in a new 
cultural setting to assess the 
generalisability. 

• To examine other possible 
variables that might affect the 
effectiveness of green 
practices implementation, such 
as hotel star rating or gender.  

• To examine the differences 
between front-of-house and 
back-of-house, and different 
levels of hotel employees 
whose intentions to implement 
green practices could be 
triggered by different factors.  

• To collect the data through 
semi-structured interviews, 
focus group interviews and 
Delphi method that can yield 
rich empirical findings.  

 
Chou (2014) Hotel in 

Taiwan 
Independent 
• Individual environmental 

beliefs 
• Personal environmental 

norms 
Moderator  
• Green organisational 

climates 
Dependent 
• Employee’s 

environmental behaviour 

• Personal norms had a significant, positive 
relationship with employees’ environmental 
behaviour, but personal environmental 
beliefs were insignificant.  

• The results showed that green 
organisational climate had a significant 
moderating effect on the relationship 
between personal environmental norms and 
employees’ environmental behaviour. 

• The moderating effect on the relationship 
between individual environmental beliefs 
and employees’ environmental behaviour 
was not significant. 

• To conduct a longitudinal 
research.  

• To focus on the climate 
strength of multiple periods or 
groups. To include supervisor’s 
attitudes as antecedents of 
employees’ environmental 
behaviour.  

• To use organisational 
structure, work environment 
and environmental strategy as 
the predictors of employees’ 
environmental behaviour.  
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2.4 Employee’s intention to adopt green practices at the workplace 
 

According to Goh and Lee (2018), a major gap in the environment-related 

literature relating to hospitality is a lack of studies in the workforce. 

Furthermore, studies incorporating theoretical perspectives in this research 

stream have also been limited (Myung et al. 2012). As such, there is a need to 

integrate theories or theoretical perspectives in this line of research. 

 

In any of the theory for planned behaviour, intentions are considered as the 

predictor of planned behaviour (Krueger et al. 2000). For some cases, the 

intention could be a proxy measure for the behaviour itself. Generally, it is 

assumed that the stronger the intention, the more likely the behaviour will be 

performed (Ajzen 1987). Thus, understanding the antecedents of intentions at 

the same time could also increase the understanding of the behaviour. In 

summary, intentions will predict the behaviour, while in turn, certain specific 

antecedents will predict intention. Thus, intentions could be assumed to serve 

as a channel to better understand the act itself (Ajzen 1991). Now, pro-

environmental behaviours are increasingly oriented towards intentions either 

to improve or protect the environment and ultimately, to change behaviour 

(Mancha et al. 2014). Thus, it could be summarised that intentions serve as 

important mediating variables between the behaviour of green practices and 

their potential antecedents. Past research had suggested that the intention of 

carrying out green behaviours may be affected by several factors, such as 

needs, values, wants, habits, and beliefs (Bird 1988; Lee and Wong 2004). In 

particular, these predictors of intention are also called cognitive variables, also 

known as motivational antecedents by Ajzen (1991). 

 

The theories that are most relevant to identify antecedents for individual’s 

behavioural intention are the theory of reasoned action and the theory of 

planned behaviour. Moreover, these two theories were the major theories that 

embrace a theoretical lens in hospitality studies (Myung et al. 2012).  Both of 

these theories provide appropriate conceptual frameworks of behavioural 

intention. However, the theory of reasoned action has been criticised for its 

limited ability to predict behaviour and its assumption that the individual has 
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complete control over achieving an intention. Some of the criticisms of the 

theory of reasoned action claimed that this theory was specifically designed 

only to predict human behaviours that have complete volitional control. It 

means that, this theory assumed that individuals’ decision making of 

behaviours is derived from the strength of volitional efforts for the specific 

decision making of the behaviour. According to this theory, individuals were 

always rational and motivation-based in their decision-making processes, and 

they tended to make a reasoned choice among various alternatives (Fishbein 

and Ajzen 1975). The critics of this theory believed that in reality, an 

individual’s behavioural intention should also be affected by the surrounding, 

which is non-volitional factor or factors that are beyond their control. 

 

Thus, in order to overcome this weakness, Ajzen (1985) extends the theory of 

reasoned action to incorporate perceived behavioural control which refers to 

the individuals’ perception of the ease in performing a specific behaviour. 

Thus, in the theory of planned behaviour, the intention is not based only on 

volitional factors but also on non-volitional factors. Although the effectiveness 

of the theory of reasoned action in explaining a variety of behaviours has been 

widely validated in previous literature, it is believed that this theory could only 

sufficiently predict a person’s intention under conditions of volitional control 

(Lam and Hsu 2004; Park 2004). It is claimed that the inclusion of perceived 

behavioural control is expected to increase the predictive power of the 

intention model by accounting for individual’s behavioural intention that is not 

under complete volitional control (Ajzen 1991; Lam and Hsu 2004; Lee and 

Back 2007). The theory of planned behaviour predicted that when an individual 

considers a specific behaviour, the intention to engage in that behaviour will 

be higher if the individual’s attitude toward performing the behaviour is positive, 

if there are social pressures to act and if the individual has the capability to 

engage in the behaviour that been considered (Ajzen 1991).  

 

The theory of planned behaviour is already known to improve predictive power, 

and it is widely used in many fields of research investigating social behaviour. 

For instance, an empirical study by Han and Kim (2010) on customer’s 

intention to revisit a green hotel had analysed the predictive power of these 
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two theories. In particular, the results showed that the theory of reasoned 

action provided only a satisfactory model fit, where two predictor variables 

(attitude towards behaviour and subjective norm) explained about 51.9% of 

the total variance in revisit intention. Meanwhile, the theory of planned 

behaviour showed an excellent model fit. The combination of attitude, 

subjective norm, and perceived behavioural control explained approximately 

55.7% of the variance in revisit intention. Thus, the results of the model 

evaluations implied that both of the theory of reasoned action, and the theory 

of planned behaviour could predict hotel customers’ intention to revisit a green 

hotel. However, this study reveals that the theory of planned behaviour has 

more predictive power compared to the theory of reasoned action. 

 

In summary, the theory of reasoned action only focuses on volitional personal 

factors when explaining the formation of individual’s intention, while the theory 

of planned behaviour, examines the influence of personal determinants and 

social surroundings as well as non-volitional determinants on intention (Ajzen 

1985). Therefore, the theory that is deemed appropriate to fill in the gap that 

occurs through the limitation from the previous research and could also 

measure the behavioural intention is the theory of planned behaviour. 

Furthermore, based on the previous research on pro-environmental behaviour, 

the theory of planned behaviour is one of the most referred theories in the field 

of environmental studies (Nye and Hargreaves 2010), and it has proven to be 

effective in explaining various types of environmental behaviour (Steg and Vlek 

2009). Therefore, the theory of planned behaviour forms the conceptual 

framework of this study in that it provides a well-defined structure that allows 

an in-depth investigation of the formation of employees’ intentions to adopt 

green practices at work by simultaneously considering volitional and non-

volitional factors. Furthermore, the result of this study could contribute 

theoretically to hospitality research and add value to the body of knowledge in 

the workplace’s environmental behaviour study.  
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2.4.1 Theory of planned behaviour 
 

Generally, the theory of planned behaviour is a cognitive model of human 

behaviour, in which the central focus is the prediction and understanding of 

defined behaviours (Ajzen 1985). According to Ajzen (1985), the intention is 

the principal predictor of behaviour. It is expected that the individual tends to 

act in accordance with their intention to engage in a behaviour. Thus, intention 

can be viewed as a motivation to engage in a particular behaviour and also a 

representation of an individual’s expectancies about his/her behaviour in a 

given setting.  

 

According to the theory of planned behaviour (Ajzen 1985), personal behaviour 

depends on an individual’s behavioural intention, which is guided and 

predicted by three constructs. These determinants include the attitude toward 

the behaviour, the subjective norm and the perceived behavioural control. 

Attitudes towards behaviour refer to individual feelings of favourability or 

unfavourability toward performing a behaviour. Meanwhile, subjective norm 

refers to the individual perceived desire of significant referents to approve or 

disapprove of that particular behaviour. Finally, perceived behavioural control 

refers to perceptions of internal and external constraints on performing a 

behaviour. In common situation, this theory suggests that a combination of a 

positive attitude towards certain behaviour, increased pressure from social 

influences, and increased control over behaviour will lead to an individual’s 

increased on their behavioural intention (Ajzen 1991). Thus, it could be 

concluded that the appearance of these three antecedents only then will 

stimulate the intentions.  

 

In the domain of pro-environmental behavioural intentions, many researchers 

such as Davis et al. (2009), Chou et al. (2012), Chen and Knight (2014), Wu 

and Wu (2014), and Gao et al. (2017) also applied this theory model as an 

important theoretical basis to understand employee’s intention to adopt green 

practices behaviour. Meanwhile, hospitality research that uses this theory has 

heavily concentrated on consumer intentions such as Han et al. (2010), Kun-

Shan and Yi-Man (2011), and Teng et al. (2015). The details of their studies 
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are shown in table 2.2. However, there are no previous applications of the 

theory of planned behaviour with respect to employee’s green behavioural 

intention or pro-environmental behaviour in the context of the hotel industry 

although it is proven to successfully predict green behavioural intention from 

the lens of consumers in the hotel setting.  
	
Thus, directing the current research towards exploring into employee’s 

behavioural intention using the theory of planned behaviour is considered to 

be appropriate in order to expand the knowledge from the existing theoretical 

perspective by concentrating on employee’s behaviour in the context of the 

hotel industry. Furthermore, besides customers and managerial view, it is also 

crucial to understand the factors that will motivate employees to adopt green 

practices in the organisation, so that, the success level of the green adoption 

could also be increased. Therefore, from the hotel employee’s view, this 

research attempts to propose a model of factors that influences employee’s 

intention to adopt the green practice at the workplace by using a theory of 

planned behaviour as a fundamental model. This research contributes to both 

the theory and the literature of sustainable tourism and hospitality, workplace 

environmental behaviours, and the theory of planned behaviour. 
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Table 2.2: Past studies on theory of planned behaviour in pro-environmental behaviour context  
Author(s)/Year Context Variable(s) Findings  Direction for future research 
Gao et al. (2017) Organisation in 

China 
Independent 
• Attitudes towards energy 

saving 
• Subjective norm 
• Perceived behaviour control 
• Personal moral norm 
• Descriptive norm 
Dependent 
• Intention to save energy 

• The variables such as individual’s attitude 
towards energy saving and perceived 
behaviour control were significantly and 
positively related to individual’s intention to 
save energy in workplaces.  

• Subjective norm has an insignificant effect 
on the intention to save energy in 
workplaces. 

• Personal moral norm and descriptive norm 
also have a significant positive influence on 
individual’s intention to save energy in 
workplaces.  

• To investigate the participants’ 
actual energy saving 
behaviour and evaluate the 
gap between energy saving 
intention and actual energy 
saving behaviour.  

• To collect the data from more 
countries and regions.  

• To include other factors such 
as economic incentive and 
punishment.  

 
Teng et al. (2015) Customers who 

are willing to 
stay at a green 
hotel in Taiwan 

Independent  
• Attitude towards behaviour 
• Subjective norm 
• Perceived behavioural control 
• Altruism 
Dependent 
• Customer intention to visit a 

green hotel 
 

• Customer behavioural intention to choose a 
green hotel was found to predict ability by 
attitude, subjective norms, and perceived 
behavioural control.  

• The subjective norm also significantly 
affects attitude. 

• A direct effect was also found for altruism 
on intention and the relatively strong 
influence of altruism on attitude and 
perceived behaviour control. 

• To include different levels of 
value and the culture of 
respondents. 

• To follow-up on surveys by 
using the actual patronage 
behaviours. 

Chen and Knight 
(2014) 

Electric 
organisations in 

China 

Independent 
• Energy concern 
Mediator 
• Attitude 
• Injunctive norm 
• Perceived behavioural control 
Dependent 
• Employee’s intention to 

conserve energy at work 

• Energy concern was positively related to 
attitudes, perceived behavioural control, 
and injunctive norms.  

• Attitudes was not a significant predictor of 
intentions.  

• Injunctive norms and perceived behavioural 
control had positive effects on the intention 
to save energy.  

• Injunctive norms and perceived behavioural 
control fully mediated the relationship 
between energy concern and intentions.  

• To use longitudinal samples or 
an experimental study would 
help facilitate a clearer 
understanding of the complex 
factors that contribute to 
energy conservation 
decisions.  

 

Wu and Wu 
(2014) 

Executives in 
TOP5000 

organisations in 

Independent 
• Perceived risk 
• Perceived benefit 

• An increase in the perceived risk of green 
management strategies has a negative 
influence on the attitudes of enterprises.  

• To expand the population to 
include small and medium 
size enterprises.  
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China • Justice 
• Perceived moral obligation 
• Control force 
• Control beliefs 
• Attitude 
• Subjective norm 
• Perceived behavioural control 
• Intention to practice green 

management 
• Strategic action related to 

green management 
Dependent 
• Organisational performance 

• Perceived benefits of green management 
strategies show a positive correlation to the 
attitudes of enterprises.  

• Justice related to green management 
strategies is positively correlated with 
supportive subjective norms.  

• Moral obligation is positively correlated with 
subjective norms.  

• Control force is positively correlated to 
perceived behavioural control.  

• Control belief of green management 
strategies is positively related to perceived 
behavioural control.  

• Attitudes of green management strategies 
are positively related to the strategic 
intention behind green management 
strategies.  

• Subjective norms of green management 
strategies are positively related to the 
strategic intention behind green 
management strategies.  

• Perceived behavioural control of green 
management strategies is positively related 
to the strategic intention behind green 
management strategies.  

• Perceived behavioural control of green 
management strategies is positively related 
to the strategic action behind green 
management strategies.  

• The strategic intention behind green 
management strategies is positively related 
to corporate strategic action.  

• The strategic action behind green 
management strategies is positively related 
to organisational performance.  

• To seek greater contact with 
the target companies to 
increase the response rate.  

 

Kun-Shan and Yi-
Man (2011) 

Publics in a 
variety of 
locations, 

Independent 
• Past behaviour 
Mediator 

• Behavioural intention to choose a green 
hotel was found to be predicted by attitude, 

• To shorten the length of time 
allowed for the recollection of 
experiences. 
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including train 
stations, 

supermarkets, 
shopping malls, 

and adult 
education 
classes 

 

• Attitude of visitors 
• Subjective norm 
• Perceived behavioural control 
Dependent 
• Customers’ intention to visit a 

green hotel 

subjective norms, perceived behavioural 
control, and past behaviour.  

• The results also showed that attitude, 
subjective norms, and perceived 
behavioural control all served as partially 
mediating variables in the relationship 
between past behaviour and behavioural 
intention.  

 

Han et al. (2010) Hotel customers 
in US 

Independent 
• Behavioural belief 
• Normative belief 
• Control belief 
• Attitude 
• Subjective norm 
• Perceived behavioural control 
• Service quality  
• Customer satisfaction 
• Overall image 
• Past behaviour 
Dependent 
• Customer’s intention to visit 

green hotel 

• Behavioural, normative, and control beliefs 
to attitude, subjective norm, and perceived 
behavioural control were significant.  

• Attitude, subjective norm, and perceived 
behavioural control were positively and 
significantly associated with revisit 
intention.  

• Service quality had a positive influence on 
satisfaction and attitude.  

• Customer satisfaction and intention was 
significant.  

• Overall image was found to be a significant 
predictor of revisit intention.  

• Frequency of past behaviour was positively 
associated with revisit intention.  

• The relationship between subjective norm 
and attitude was positive and significant. 

• Customer satisfaction and attitude have a 
significant mediating role in the relationship 
between service quality and revisit intention  

• To apply the extended model 
to non-green hotels.  

• To examine green hotel 
customers’ post-decision-
making process in an actual 
green hotel purchase setting  

• To increase the response rate.  
• To add a broader variety of 

variables such as personal 
characteristics, value, and 
self-concepts.  

 

Chou et al. 
(2012) 

Restaurants in 
Taiwan 

Independent 
• Perceived innovation 

characteristics 
• Social influence 
• Perceived behavioural control 
Mediators 
• Attitude towards adopting 

green practices 
Dependent 
• Behavioural intention 

• The relationship of social influence and 
behavioural intention was not supported.  

• The causal relationships between perceived 
innovation characteristics and attitude, as 
well as between attitude and perceived 
behavioural control to the intention of a 
restaurant adopting green practices were 
significant.  

• Perceived innovation characteristics on 
behavioural intention mediated by attitude.  

• To use a larger and stratified 
sample from each restaurant 
type. 

• To follow-up, to conduct in-
depth interviews with the 
respondents to allow for a 
better understanding of the 
reasons and thoughts 
underlying different mind-sets.  
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2.4.2 Other factors affecting employee’s intention to adopt green 
practices 
 

Despite the general usefulness of the theory of planned behaviour, several 

studies had made the efforts to improve the explanatory power of this theory 

by adding additional constructs within the model such as Kun-Shan and Yi-

Man (2011), Chen and Knight (2014), Teng et al. (2015), and Gao et al. (2017). 

Furthermore, Gao et al. (2017) suggested that it might not be beneficial to 

continue applying identical frameworks for future research without any 

additional variables. It is based on their meta-analysis studies on 26 articles in 

the hospitality industry. Therefore, they have suggested that hospitality and 

tourism researchers in the area of environmentally-friendly initiatives must 

either extend the existing models or search for new and more diverse 

frameworks in order to make meaningful theoretical contributions.  

 

Besides that, Ajzen (1991) also permits research to add new variables if they 

find that particular variables could improve the predictive power of intention 

and significance in their current studies. Thus, based on these arguments and 

suggestion, it seems that it is not disrespectful to the original version of this 

theory if more variables are added. In addition, Ajzen (1991) also suggests that 

the three antecedents could also be used as the mediators between additional 

variables and intention. Thus, besides its wide use to predict intention, the 

flexibility of this theory has also attracted the current research to apply this 

theory. This feature is important for this recent research because the previous 

research on hospitality studies also suggest other important factors in 

predicting pro-environmental behaviour. Therefore, by permitting other 

variables to add to this theory, it will fill in the gaps not only in the theory of 

planned behaviour literature but also in the hospitality studies context. The 

additional variables that will be added in this research are organisational 

commitment and pro-environmental behaviour at home. 
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i) Organisational commitment 
 

A good bond between an organisation and employees is already known to 

reduce workplace conflict, improve productivity, increase efficiency, and 

enhance loyalty (Su and Swanson 2019). Thus, understanding the employee-

organisation relationship is critical to the organisation's success (Lee et al. 

2012).  Some previous studies have also stressed the importance of 

organisational commitment in predicting pro-environmental behaviour (e.g., 

Daily 2009; Temminck et al. 2015; Yoon et al. 2016). For instance, Temminck 

et al. (2015) in their study find that the environmental behaviour of an employee 

depends not only on the perceptions and attitudes towards the environment 

but also on their commitment on the organisation. Although these researchers 

had studied the relationship between organisational commitment and 

employee’s pro-environmental behaviour, their study only focused on 

organisational citizenship behaviour towards the environment. Organisational 

citizenship behaviour towards the environment contains only employee’s 

voluntary green behaviour such as sharing the knowledge to prevent pollution 

in the workplace, suggesting solutions aimed at reducing waste, representing 

the organisation at an environmental conference and collaborating with the 

environmental department to implement green technology (Boiral and Paillé 

2012). These behaviours may appear secondary and charitable, whereas 

employee’s pro-environmental behaviour in total also involves activities based 

on the compliance sets by the organisation’s standards and procedures that 

are compulsory to be followed.  

 

Additionally, the environmental management literature also suggests that the 

commitment from employees across all levels in the organisation is crucial to 

obtain green organisation (Cramer and Roes 1993; Topf 2000; Zutshi and 

Sohal 2003). Also, according to Inoue and Alfaro-Barrantes (2015) who review 

the past empirical studies on pro-environmental behaviour at the workplace, 

they have argued that the research on the impact of organisational 

commitment on pro-environmental behaviour is scarce. Thus, it is expected for 

future research to look further into the relationship between organisational 

commitment and pro-environmental behaviour at the workplace. In the 
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meantime, Su and Swanson (2019) also suggest future research to further the 

study on the employee-organisation relationship in the pro-environmental 

behaviour at the workplace by adding organisational commitment variable in 

order to provide additional insights into the relationship between an 

organisation and its employees.   
	
The relationship between organisational commitment and employee’s 

intention to adopt green practices could be explained by the social bond theory 

through the theory of planned behaviour constructs (Ifinedo 2014). The social 

bond theory posits that strong social bonds prevent a person from committing 

negative behaviours or behaviour against their social groups (Herath and Rao 

2009). The theory claims that when people build upon such bonds, their urge 

to indulge in anti-social or anti-establishment behaviours is reduced (Ifinedo 

2014). Under this theoretical framework, weak social bonds caused by 

inadequate socialisation increase the propensity to offend, whereas the 

presence of strong and high-quality social bonds inhibits this propensity. Thus, 

this theory predicts that individual’s weak or broken bonds to society lead to 

delinquent acts (Hirschi 1969). In contrast, the social group with strong bonds 

of attachment and commitment in membership is assumed to increase the 

behaviour consistencies and results in avoiding violations that go against the 

group’s standards (Hawkins et al. 1999). It is argued that when an employee 

bonds with peers and supervisor in the workplace, it is likely that his or her 

personal norms and values will not depart from those of his/her referent 

individuals or groups (Robinson and O’Leary-Kelly 1998). Thus, strong 

organisational commitment leads employees to put forth the effort on the 

organisation’s behalf and accept the organisation’s goals and values, then 

direct their efforts in ways that they perceive will accomplish things that are 

valued by the organisation including green practices. 

 

Although several studies already examine the relationship of organisational 

commitment and behavioural intention through the theory of planned 

behaviour constructs, the number is limited, and none of these studies had 

observed this relationship in the context of the hotel industry. Furthermore, the 

connection between organisational commitment and behavioural intention in 
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terms of employee’s green behaviour has also yet to be examined. Meanwhile, 

several previous studies that could be found on organisational commitment in 

the context of the hotel industry focus only on the relationship of organisational 

commitment and employee’s turnover intention such as Lam et al. (2002), 

Chew and Wong (2008), Yang (2008), Zopiatis et al. (2014), and Brien et al. 

(2015). No known research in hospitality studies was found to relate 

organisational commitment to green practices adoption or the theory of 

planned behaviour framework.  

 

Previous studies that could be found to link organisational commitment with 

the theory of planned behaviour constructs but in other industries and context 

of studies were Herath and Rao (2009), Ifinedo (2014), Kaur and Mahajan 

(2014), and Alleyne et al. (2015). Among these studies, only Kaur and Mahajan 

(2014) examined the indirect effect of organisational commitment on 

behavioural intention through attitudes, subjective norm and perceived 

behavioural control in the context of turnover intention, while Ifinedo (2014) 

only tests on the attitudes and subjective norm to influence the relationship of 

organisational commitment and behavioural intention in the context of 

employee’s information systems security policy compliance intention. The 

author argued that the constructs of the social bond theory through 

organisational commitment explicitly measure social bonding in organisations; 

thus, they are closely related to subjective norms. In addition, social bond also 

creates social information and interactions in the workplace which significantly 

benefits the attitude towards the behaviour; thus, the author argued that where 

greater bonding exists, favourable personal attitudes of what a co-worker or 

an organisation considers important often follow and a committed employee 

will tend to find it agreeable and expedient to follow what significant others do 

in his/her work environment. Other than these studies, other previous studies 

tend to expect the direct effect of organisational commitment and behavioural 

intention. Thus, the dichotomy owing to inconsistent findings sets plausibility 

and calls for further investigation.  

 

In summary, organisational commitment is a vital element of employee attitude 

because it leads to employees’ altruistic or prosocial behaviour, for example, 
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organisational citizenship behaviour (O’Reilly and Chatman 1986; Balfour and 

Wechsler 1996; Carmeli 2005). However, previous studies have not yet 

considered employees’ eco-friendly behaviour as an outcome variable of 

organisational commitment except for organisational citizenship behaviour 

towards the environment. Also, organisational commitment is less investigated 

as a determinant of behavioural intention. With this in mind, and through the 

importance of the functions of organisational commitment to the behavioural 

intention, this current study proposes a new theoretical model to identify the 

factors that affect employee’s green practices adoption at the workplace. This 

is considered an overlooked field in the tourism and hospitality industry and a 

relatively new area of research in the green studies research, and employee’s 

pro-environmental behaviour. 

 

 

ii) Spillover effect of pro-environmental behaviour at home 
 

In addition, several past research also suggested that the behaviour at home 

can have an effect on the behaviour at the workplace and it is related to the 

spillover effect. According to the spillover effect, the environmental behaviour 

at home will affect the environmental behaviour in the workplace (Manika et al. 

2015). It is because, people may assume that the conditions that lead to earlier 

behaviour will also exist in the present situation and they can simply repeat the 

behaviour without bothering to verify any assumption (Aarts et al. 1998). 

Although a relationship between pro-environmental behaviour at home and 

pro-environmental behaviour at the workplace has been found from the 

previous study (e.g., Marans and Lee 1993; Tudor et al. 2008: Manika et al. 

2015), the study on spillover effect in environmental settings has received very 

little attention in the academic literature. 

 

Several social psychological theories have been used to explain the effect of 

spillovers (Truelove et al. 2014) such as the dissonance theory, self-perception 

theory and goal-activation theory. Firstly, according to the dissonance theory, 

an individual tends to avoid inconsistencies in their beliefs, attitudes, and 

behaviours (Eagly and Chaiken 1993). For instance, if they had already 



 43 

performed a pro-environmental behaviour at one place, they will has a 

tendency to perform another pro-environmental behaviour in order to avoid the 

inconsistencies. Secondly, the self-perception theory predicts that if a person 

starts behaving environmentally friendly in one area, that person’s attitudes 

and self-image are likely to change because of the increases in his or her 

preparedness to behave environmentally friendly in other areas (Bem 1972). 

This theory also argues that people use their behaviours as ‘cues to their 

internal dispositions’. For instance, the implementation of pro-environmental 

behaviour may encourage changes in people’s values and identity, which then 

may lead to further behavioural changes that are in line with their revised 

values and identity (Whitmarsh and O’Neill 2010).  

 

Thirdly, the goal-activation theory argues that performing a deliberate, 

environmentally beneficial action may activate a pro-environmental goal, 

especially when there are salient environmental reasons for performance 

(Thøgersen and Noblet 2012). Moreover, performing a specific pro-

environmental behaviour may also facilitate learning about more general 

environmental challenges (Thøgersen and Crompton 2009). Thus, people may 

show more concern for the environment and more willingness to engage in 

other pro-environmental behaviours. Similarly, Cornelissen et al. (2008) also 

state that the positive spillover from one pro-environmental behaviour to 

another pro-environmental behaviour is likely to occur when people are aware 

that those pro-environmental behaviours were complementary to each other in 

achieving the environmental sustainability goals. Thus, the hypothesis that 

pro-environmental behaviour has a tendency to spillover into another pro-

environmental behavioural domain could be explained by these three theories. 

 

The evidence on spillover related to the pro-environmental behaviour is limited 

in today’s research, with conceptual discussions have mainly been found in 

Thøgersen and Crompton (2009), Lo et al. (2012), Truelove et al. (2014), and 

Dolan and Galizzi (2015).  For example, Truelove et al. (2014), for instance, 

conducted a study on spillover effect, aiming to provide a comprehensive, 

interdisciplinary review to clarify the conditions under which positive or 

negative spillover might be expected. They conclude that whether people are 
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more, less, or equally likely to perform a pro-environmental behaviour following 

an initial pro-environmental behaviour depends on elements such as the 

decision-mode people use to take their initial pro-environmental behaviour, the 

attribution people give for the reason they performed the initial behaviour, and 

the characteristics of the behaviours themselves. Meanwhile, Dolan and 

Galizzi (2015) propose a conceptual framework within which a broad range of 

‘behavioural spillovers’ can be systematically interpreted when applying 

behavioural science to policy challenges. These several studies only produced 

a conceptual paper, thus there is still a need for empirical investigation into this 

phenomenon (Ha and Kwon 2016). Therefore, the present research will fill in 

the gap by adding the empirical evidence to this small body of research. 

 

Elsewhere we have argued that the likelihood of environment-friendly conduct 

spreading from one behaviour to another depends on how closely the 

behaviours are associated in the person’s mind and that the association is 

related to their perceived similarity (Ölander and Thøgersen 2000). It is worth 

mentioning that pro-environmental behaviour in households differs from pro-

environmental behaviour in workplaces in several ways (Dumitru et al. 2016). 

Firstly, the costs of consumption are different in the household and at work 

context where employees do not have to pay for the cost of consumption at 

work (Sorrell and Dimitropoulos 2008). Secondly, a number of members in the 

workplace is too many than household, which makes incentives to energy 

saving in the workplace are not so readily apparent and less effective (Lokhorst 

et al. 2015). Thirdly, it also argued that communication in the workplace is also 

differed compared to the household, where at work employees communicate 

in groups based on department or job responsibility, which might reduce their 

sense of individual responsibility (Lokhorst et al. 2015). Thus, it is interesting 

to investigate how employee’s pro-environmental behaviour at home could 

affect their intention to adopt green practices at the workplace and what 

mechanism is needed to explain this relationship. 

 

In terms of the spillover effect of pro-environmental behaviour at home and 

pro-environmental behaviour at the workplace, empirical studies that had 

tested on the spillover effect of employees and work are those by Marans and 
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Lee (1993), Tudor et al. (2008), Manika et al. (2015) and Wells et al. (2016). 

For instance, Marans and Lee (1993), in their study on determinants of 

recycling behaviour, have found a clear relationship between household 

recycling and recycling at work among Taiwanese employees. Similarly, Tudor 

et al. (2008) discover that environmental management practices at home 

strongly correlated with sustainable waste management behaviour at work. 

Also, a study on the antecedents of energy-saving behaviour at the workplace 

by Manika et al. (2015) claims that energy-saving behaviour at home was 

found to be positively and significantly related to energy-saving behaviour at 

work. Wells et al. (2016) in their study argue that, theoretically, the spillover 

effect occurs because of the individual’s desire to act consistently- this is the 

reason why environmental behaviours are positively correlated except for the 

cases where behaviours are not seen as similar or closely associated 

(Thørgersen 2004). 

 

However, another critical issue that has not been explored a great deal in 

research is what causes the spillover to work. In other words, the mechanisms 

underlying the spillover of pro-environmental behaviours have not been 

identified yet. No existing work could be located on whether the predictors of 

the theory of planned behaviour could be a mediator on the employee’s pro-

environmental behaviour at home and the intention to implement green 

practices at work. Although the theory of planned behaviour constructs has yet 

to be tested as the mechanism on pro-environmental behaviours spillover, 

Margetts and Kashima (2017) already suggest that psychological mechanisms 

could be a motivator to spillover process in pro-environmental behaviour. 

Furthermore, some studies have proposed mechanisms that are expected to 

trigger pro-environmental spillover such as self-identity, the motivation to 

behave consistently, moral obligation, feeling of worry or fear, goal-directed 

and resource-enabled (Thøgersen and Crompton 2009; Thøgersen and Noblet 

2012; Truelove et al. 2014; Truelove et al. 2016; Margetts and Kashima 2017). 

Unfortunately, this mechanism has not yet been investigated in the context of 

spillover effect of pro-environmental at home and pro-environmental at the 

workplace. Thus, this study aims to use the extended theory of planned 

behaviour model which includes employees’ attitude toward green behaviour, 
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subjective norms, perceived behavioural control, as the mediators to pro-

environmental behaviour at home in predicting employee’s intention to adopt 

green practices. 

 

Although there were previous studies that already identified the direct effect of 

the spillover effect between pro-environmental behaviour at home and pro-

environmental behaviour at the workplace, several limitations exist in these 

previous studies. First of all, most of the research on the spillover effects have 

tended to focus on the limited samples such as Wells et al. (2016) who 

conducted the survey only on the hotels that allowed their employees to carry 

out water and energy-saving behaviours, and these hotels were also assessed 

on whether or not there was appropriate infrastructure for employees to 

engage in these environmentally friendly behaviours. In other words, this study 

selected only green hotels for their study. In addition, Tudor et al. (2008) only 

collected the data amongst employees in a large organisation. By excluding 

the non-green organisations, and small and medium organisations in their 

survey, this makes the results only partially generalisable.  

 

Secondly, despite evidence of their research findings, the small sample size 

has made it impossible for some research to also generalise the result. For 

instance, a study by Manika et al. (2015) only managed to collect 120 

questionnaires and their sample also unbalanced for multigroup analyses. 

Besides that, the small sample size could also limit the use of more advanced 

statistical tools.  Thirdly, there is research on the spillover effect of pro-

environmental behaviour at home and pro-environmental behaviour at the 

workplace that uses an inappropriate term for this variable. For example, 

Marans and Lee (1993), in their study, for example, view household recycling 

as an antecedent for the recycling behaviour at work. However, the authors 

defined household recycling as “prior experience” in their research framework. 

This term could create a misunderstanding amongst readers. Furthermore, the 

definition of “prior experience” is more related to past behaviour or habits in 

general, compared to the specifically pro-environmental behaviour conducted 

at home.  
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Besides that, the inconsistencies of the results obtained also create gaps and 

call for more studies. For instance, although the majority of the correlational 

studies provide evidence of the positive spillover between pro-environmental 

behaviour at home and pro-environmental behaviour at the workplace, the 

study by Wells et al. (2016) and Littleford et al. (2014) had found contradictory 

results with other prior works namely Marans and Lee (1993), Tudor et al. 

(2008), and Manika et al. (2015). Wells et al. (2016) had conducted a study to 

identify the spillover effects of employee’s water and energy-saving behaviour 

at home on their water and energy-saving behaviour at the workplace among 

hotel employees in Iran. However, the finding from this research showed that 

there is no direct spillover effect between water and energy-saving behaviour 

at home and water and energy-saving behaviour at the workplace. Similarly, 

Littleford et al. (2014) found that pro-environmental behaviour in the home 

setting did not carry over into the pro-environmental in the workplace setting. 

Based on these two controversial and inconsistent findings on the spillover, it 

is interesting to see which result will be applicable if it applies to the hotel 

industry and if interventions are needed to support this relationship. 

 

As a conclusion, the spillover effect of employee’s pro-environmental 

behaviour and their intention to adopt green practice in the workplace is less 

investigated empirically. With this in mind and some limitations identified from 

the previous empirical study on the direct spillover effect of employee’s pro-

environmental behaviour home and pro-environmental behaviour at the 

workplace, this current study proposed an empirical model to identify the 

spillover effect of employee’s pro-environmental behaviour at home and their 

intention to adopt green practices at the workplace. Furthermore, the 

inexistence of previous study that investigated the mechanism that could 

facilitate this spillover effect also leads this research to propose the theory of 

planned behaviour constructs as the mediators for the spillover effect between 

pro-environmental behaviour at home and employee’s intention to adopt green 

practices at the workplace. This is considered a neglected field in 

organisational research, and also the spillover effect of pro-environmental 

behaviour is a relatively new area of inquiry in the tourism and hospitality 

industry. 
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2.5 Conclusion 

 

In this chapter, this study is able to examine and detect gaps in the hospitality 

literature, wherein inadequate and insufficient studies have been conducted, 

particularly in the side of employee’s perspectives towards green practice 

adoption. This study also attempted to search for theories and models 

proposed for the employee’s pro-environmental behaviour in general, and in 

the context of the hotel industry in particular. In this chapter, the recent study 

also managed to determine the main theories and frameworks of behavioural 

intention and highlight the importance of other factors such as organisational 

commitment and pro-environmental behaviour at home to be included in the 

framework. Therefore, the next chapter will discuss in detail each of the 

antecedents, hypotheses development and also propose the theoretical 

framework for this research. 
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CHAPTER 3 

HYPOTHESES DEVELOPMENT 

 

3.1 Introduction 

 

The previous chapter has briefly discussed the theory of planned behaviour, 

and its constructs as well as the organisational commitment and pro-

environmental behaviour at home as extended variables to this theory. 

Therefore, this chapter will further discuss in detail the theory of planned 

behaviour and how all the predictors could be integrated and could affect the 

employee’s intention to adopt green practices at work. The hypotheses and 

theoretical framework will also be presented in this chapter. This chapter 

begins with a discussion on the theory of planned behaviour, and its 

applicability on tourism and hospitality research. It is followed by the discussion 

and hypotheses development on the theory of planned behaviour constructs. 

Finally, this chapter will also elaborate on the effect of the additional variables 

on the overall proposed theoretical framework. 

 

 

3.2 Background of theory of planned behaviour 

 

In predicting the hotel employee’s behaviours, one of the most influential and 

well-supported theories to determine human behaviour is the theory of planned 

behaviour. The way these concepts are defined allows for the prediction and 

understanding of behaviours in specific contexts. According to the theory of 

planned behaviour, behavioural intention is a function of three factors; namely, 

attitude towards the behaviour, subjective norm and perceived behavioural 

control (Fishbein and Ajzen 1975; Ajzen and Fishbein 1980). Then, this theory 

also proposed that behavioural intention, along with perceived behavioural 

control, can also be used directly to predict behavioural achievement. The 

theory of planned behaviour has been successfully utilised by past research to 

explain and predict a large number of various behaviours. For instance, 

research on the theory of planned behaviour has been devoted to different 

perspectives such as turnover behaviour (Morris et al. 2005; Kaur and 
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Mahajan 2014), employees’ information systems security policy (ISSP) 

compliance behaviour (Ifinedo 2013), internal and external whistle-blowing 

behaviour (Alleyne 2018), customer’s intention to visit a green hotel (Han et al. 

2011; Teng et al. 2018), commercial and industrial sectors initiatives in 

recycling behaviour  (Mak et al. 2018), office building occupant’s pro-

environmental behaviour (Tetlow et al. 2015; Obaidellah et al. 2018), 

employee’s intention to support organisational change (Jimmieson et al. 2008), 

violation behaviour in aircraft maintenance (Fogarty and Shaw 2010), and 

ethical behavioural intention (Kashif et al. 2017). 

 

However, according to Fishbein and Ajzen (2011), in order to ensure the 

successful application of the theory of planned behaviour in predicting human 

behaviour, two conditions should be met. Firstly, the measures of attitude 

towards behaviour, subjective norm, perceived behavioural control, and 

behavioural intention must be compatible with one another and with the 

measure of behaviour relative to the action involved, the target at which the 

action is directed, and the context and time of its enactment. Secondly, 

attitude, subjective norm, perceived behavioural control, and intention must 

remain relatively stable over time. It is because the changes in these variables 

before the observation of the behaviour will tend to affect their predictive 

validity. Therefore, according to this statement, the instruments’ measurement 

for the determinants of employee’s intention in adopting green practices for 

this study will follow these guidelines to ensure its validity. 

 

 

3.3 The empirical test of the theory of planned behaviour framework  

 

Numerous studies have employed the theory of planned behaviour framework 

to understand consumers’ behavioural intention in the context of the hotel 

industry, but no known research has been found to test and extend this theory 

to explain the behavioural intention on green practices in the context of 

employees working at the hotel industry field. It is essential to look at these 

issues from the lens of employees because, in the services industry, they are 

the ones that communicate directly with customers (Bastič and Gojčič 2012). 
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Furthermore, among other stakeholders, employees are affected the most 

because they do not only have to change their daily work habit, but also they 

are the ones that need to do all the work if the organisation decides to change 

to green organisations (Zientara and Zamojska 2018). In addition, employees 

are the ones who have a better understanding of the production processes, 

which makes them particularly well placed to monitor the compliance with in-

house green procedures and to identify environmentally harmful operational 

activities (Zientara and Zamojska 2018). Thus, it is crucial for any organisation 

that seeks to improve its environmental performance to encourage their 

employees to engage in pro-environmental behaviours. However, research on 

this group of stakeholder is often overlooked (Wells et al. 2016).  

 

Although some researchers in other area had already successfully adopted 

the theory of planned behaviour to determine employee’s intention to 

implement green practices (e.g., Davis et al. 2009; Chou et al. 2012; Greaves 

et al. 2013; Chen and Knight 2014; Wu and Wu 2014; Blok et al. 2015; Gao et 

al. 2017), there is no empirical evidence that applied the theory of planned 

behaviour to investigate the green adoption behavioural intention in the context 

of hotel employees. However, there are few studies on hotel employees 

behavioural intention that applied this theory in other research topics such as 

Wang and Ritchie (2012), Karim et al. (2014), Kang and Rajagopal (2014), 

Chen (2016), Goh and Lee (2018), and Goh and Jie (2019). Therefore, studies 

related to the theory of planned behaviour that were relevant to this study could 

be divided into two main streams. The next two sub-sections will discuss these 

studies more profoundly. 

 

 

3.3.1 Previous studies of the theory of planned behaviour in the context 
of the hotel industry 
 

The previous studies on the hotel industry related to green behaviour that 

incorporated the theory of planned behaviour into their framework were mainly 

from the customers’ perspectives. For instance, Han et al. (2010) employed 

the theory of planned behaviour to explain the hotel’s customer intention to 
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visit a green hotel using the data collected from hotel customers in the United 

States of America. They had argued that factors that led to customers’ 

intentions to visit a green hotel involved both social and non-volitional 

components. Therefore, they claimed that this theory was an appropriated 

theory, and it was employed as their fundamental framework. Besides that, in 

order to prove that the theory of planned behaviour is the best theory to predict 

intention, the study also compared the explanatory power with the theory of 

reasoned action and the extended theory of planned behaviour.  

 

Inspired by Han et al. (2010) that examined customers’ intentions to visit a 

green hotel using the theory of planned behaviour, and Han and Kim (2010) 

that extended the theory of planned behaviour to explain customers’ intentions 

to revisit a green hotel, similarly, Kun-Shan and Yi-Man (2011) also aimed to 

identify factors that influence customers’ intention to visit green hotels in 

Taiwan using the theory of planned behaviour as their fundamental framework. 

However, the authors expanded the study by adding past behaviour as an 

additional factor to determine the intention to visit a green hotel. Their 

argument was based on the suggestion by Ajzen (1988) and past research on 

the tourism industry such as Lam and Hsu (2006), Lee and Choi (2009) and 

Kim et al. (2010).  

 

The recent studies that adapted the theory of planned behaviour from the lens 

of hotel customers were Chen and Tung (2014), Teng et al. (2015), Nimri et 

al. (2017), Park et al. (2017), Chuang et al. (2018), and Verma and Chandra 

(2018). For instance, Verma and Chandra (2018) have incorporated the theory 

of planned behaviour as a fundamental framework with an additional of two 

constructs, which were morality and conscientiousness as the predictors of 

green hotel visit intention among young Indian customers. On the other hand, 

Chuang et al. (2018) incorporated the theory of planned behaviour constructs 

and habit as mediators between sustainability values and behavioural intention 

among Taiwanese customers. Meanwhile, Nimri et al. (2017) used a 

qualitative approach to identify factors that contribute to the customer’s 

purchasing decision of a green hotel in Australia through the lens of the theory 

of planned behaviour. 
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From the customer’s perspective, the theory of planned behaviour seems to 

have been tremendously employed in various countries, and several additional 

factors were already added to better explain the customers’ behavioural 

intention. In addition, through the lens of hotel customers, the predictors of the 

theory of planned behaviour had also been used as mediators in determining 

the behavioural intention. Although from the customers’ perspectives, the 

theory of planned behaviour has been studied in-depth and extensively, no 

known research could be found to integrate the theory of planned behaviour 

on hotel employee’s intention on green practices adoption.  

 

However, the studies on hotel employees’ behavioural intention through the 

lens of the theory of planned behaviour had already been tested in other 

research topics. Table 3.1 summarises the studies related to hotel employees 

behavioural intention that employed the theory of planned behaviour and their 

research topic. For instance, Chen (2016) had used the theory of planned 

behaviour constructs to determine the internal service behavioural intention 

from the hotel’s frontline service personnel’s perspective. They had argued 

that this theory has rarely been applied to the field of the hotel employees, 

although it is widely used in other industries to investigate employee’s 

behavioural intention. Thus, they have taken the initiative to employ the theory 

of planned behaviour by investigating the effects of leader-member exchange 

and co-worker exchange on the internal service behavioural intention and its 

causes.  
 
 
Meanwhile, Wang and Ritchie (2012) focus on the factors that influence 

managers’ crisis planning behaviour in the hotel industry. Wang and Ritchie 

(2010) suggest that the theory of planned behaviour is useful to test the 

psychological factors because it does not only cover most of the psychological 

factors but also helps to identify the determinants of behaviour. However, they 

also criticise that this theory had only been widely used in tourism research 

only to predict consumers’ behaviour, travellers’ decision making and leisure 

behaviour. Then, Kang and Rajagopal (2014) use the theory of planned 

behaviour framework to explore the purchasing of local foods intention among 

the hotel industry’s decision-makers. According to them, the rationale of 
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choosing this theory into their study was based on the previous study that had 

already applied the theory of planned behaviour to predict customers’ 

behaviours on locally purchased food. However, according to them, no known 

research has used this theory to assess the intention to purchase local foods 

in the context of the hotel industry. Thus they had attempted to do so.  

 

Meanwhile, Karim et al. (2014) had proposed a conceptual paper for studying 

the intention of Malaysian hotel managers to implement the Islamic Quality 

Standard for hotels. They had also argued that usually, the theory of planned 

behaviour is used to measure the behavioural intention from the customers’ 

perspectives. These studies verified that the theoretical framework is also 

applicable to be used to investigate the employee’s behavioural intention in 

the hotel industry context. A more recent study by Goh and Lee (2018) and 

Goh and Jie (2019) on the hotel employees’ food waste also criticise that the 

literature that investigated the workforce in the hospitality and tourism industry 

is scarce, compared to other hospitality and tourism areas. Thus, the focus of 

their studies is to explore into the motivational factors of Generation Z’s 

hospitality employees towards their food wastage behavioural intention in the 

hospitality sector using the theory of planned behaviour as a framework. 

 

Since no known research had been found to apply the theory of planned to 

examine hotels employees’ behavioural intention to adopt green practices, it 

is interesting to investigate the results of this theory from their perspectives. 

This is considered an unobserved field in the theory of planned behaviour 

research and a relatively new research area in the context of the tourism and 

hospitality industry, and employee’s behavioural intention context. 

Furthermore, from these past works of tourism and hospitality literature, the 

majority of the authors in their paper criticise that the theory of planned 

behaviour is widely used to investigate only on the consumers’ behavioural 

intention. They had also debated that this theory has rarely been applied to 

investigate employee’s behavioural intention in the field of the hotel industry, 

although it is extensively used in other industries. Although there are studies 

that used the theory of planned behaviour to determine an employee’s 

behavioural intention in the hotel industry context, the number is still very 
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limited. Importantly, none of these hotel studies has integrated the theory of 

planned behaviour with hotel employee’s pro-environmental behavioural 

intention. Based on this research gap, this recent study will adopt the theory of 

planned behaviour to examine employee’s intention to adopt green practices 

at work in the context of the hotel industry. This study will add new knowledge 

and theoretical advancement in the literature of pro-environmental behaviour 

at the workplace and also the theory of planned behaviour. 

 
Table 3.1: Previous studies on the theory of planned behaviour in the context of hotel 
employees in other areas of research 
Author(s)/Year Context Variable(s) Findings  
Goh and Jie 
(2019) 

Food wastage 
behaviour 

Independent 
• Attitudes towards food 

wastage 
• Subjective norm 
• Perceived behavioural 

control 

• The respondents hold 
negative attitudinal factors 
towards wasting food such 
as feeling guilty and 
acknowledging the 
consequences of food 
wastage on the society.  

• The respondents are inclined 
to follow the cultural 
workplace waste norms in 
pursuit of customer 
satisfaction through a fresher 
produce.  

• The reference group of 
friends and colleagues 
dictate their work place 
waste reduction behaviour.  

 
Chen (2016) Internal 

service 
intention 

Independent 
• Leader-member 

exchange 
• Co-workers exchange  
Mediators 
• Attitude of hotel 

service personnel 
towards Internal 
service  

• Subjective norm 
• Perceived behavioural 

control 
 
 
 
 
 
 
 
 

 
 
 

• The internal service 
behavioural intention had a 
significant positive 
correlation with attitudes, 
subjective norms and 
perceived behavioural 
control. 

• Leader-member exchange 
had a significant positive 
correlation with all of the 
other variables.  

• Co-worker exchange had a 
significant positive 
correlation with all of the 
other variables.  

• Age, number of years of 
working experience, and 
monthly income had a 
significant explanatory power 
on internal service 
behavioural intention.  

 



 56 

Wang and 
Ritchie (2012) 

Crisis 
planning 
intention 

Independent 
• Attitude towards 

behaviour 
• Subjective norms 
• Perceived behavioural 

control 
• Past crisis planning 

• Attitude, subjective norms, 
and past crisis experience 
were identified as the key 
factors that influence the 
crisis planning behaviour.  

• Perceived behavioural 
control and behavioural 
intentions were not found to 
be significant.  

• The strongest path 
coefficient was associated 
with subjective norm.  

 
Kang and 
Rajagopal 
(2014) 

Local food 
purchasing 
intention 

Independent  
• Attitudes toward 

purchasing local food 
behaviour 

• Subjective norm 
• Perceived behavioural 

control 

• No statistically significant 
relationships were found 
between types of hotel and 
attitudes and subjective 
norm. 

• Significant relationship was 
found between type of hotels 
and perceived behavioural 
control. 

• Perceived behavioural 
control was significantly 
different between full-service 
hotels and limited-service 
hotels.  

 
 

 

3.3.2 Previous studies of theory of planned behaviour in the context of 
employee’s pro-environmental behaviour in other types of industries  
 

Next, the studies of the theory of planned behaviour framework on employee’s 

behavioural intention to implement green practices at the workplace can be 

found in other industries rather than hotels. Firstly, a study conducted by Chou 

et al. (2012) combines the theory of planned behaviour framework and the 

innovation adoption theory to investigate the attitudinal and behavioural 

decision factors on adopting green practices among employees in Taiwan’s 

restaurant industry. Secondly, Chen and Knight (2014), investigate how 

energy concern influences employees’ intentions to conserve the energy at 

work through the mediation effects of attitudes, perceived behavioural control, 

and injunctive norms from the perspectives of employees in power supplies 

organisations in China. Thirdly, Gao et al. (2017) employed the extended 

theory of planned behaviour to identify the determinants of employee’s energy-

saving behaviour at the workplace in China.  
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A more recent study by Lopes et al. (2019) applies the theory of planned 

behaviour to identify and explore into factors of an energy saving behaviour at 

the workplace among employees in Brazil’s chemical industry. Finally, Li et al. 

(2018) use the extended version of this theory to explain factors that affect 

contractor employee’s construction waste reduction behaviour in China. Other 

authors who conduct pro-environmental behaviour in the workplace research 

through the lens of the theory of planned behaviour framework are Davis et al. 

(2009), Greaves et al. (2013), Lo et al. (2014), Wu and Wu (2014), Blok et al. 

(2015), and Wang (2016). These studies confirm that the theory of planned 

behaviour framework could also be used to investigate an employee’s intention 

to adopt green practices. Unfortunately, none of these studies was found to 

examine employees in the context of the hotel industry. 

 

Furthermore, the results of these studies inconsistent and contradictory to 

each other. Harmonious with the theory, studies such as Li et al. (2019), Blok 

et al. (2015), and Wu and Wu (2014) reveal that all constructs have a 

significant effect on behavioural intention. Meanwhile, Lopes et al. (2019), Gao 

et al. (2017) and Chou (2012) only establish that the attitude towards the 

behaviour and perceived behaviour control affect the behavioural intention. 

Finally, the result by Chen and Knight (2014) states that the behavioural 

intention is only affected by the injunctive norm and perceived behavioural 

control. 

 

In the meantime, the strongest influential construct to affect behavioural 

intention also shows some inconsistency in the results between studies. For 

instance, Chou (2012), Gao et al. (2017), and Lopes et al. (2019) discovered 

that perceived behavioural control is the most influential factor to affect 

behavioural intention. Other studies such as Chen and Knight (2014), Wu and 

Wu (2014) and Li et al. (2019) discover that injunctive/subjective norm has 

greater predictive power to behavioural intention, while Lo et al. (2014) and 

Blok et al. (2015) find that the attitude towards behaviour is the most significant 

construct to affect behavioural intention. 
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From these discussions, the research gap is explored by the non-existent 

research on the workplace literature that employs the theory of planned 

behaviour framework in the context of green practices at the hotel industry. 

Additionally, the gap could also be found from the inconsistency and 

contradictory results of studies on the pro-environmental at the workplace. 

Thus, further empirical analysis is required to investigate this gap.  Therefore, 

this study will help to bridge the gap by examining the theory of planned 

behaviour constructs on employee’s green behavioural intention in the context 

of the hotel industry. It is expected that the results of this empirical study could 

help the hotel providers to understand what affects their employees’ intention 

to adopt green practices and also provide some constructive suggestions to 

them. Theoretically, empirical assessments of these frameworks should 

contribute towards establishing the unique body of knowledge regarding pro-

environmental behaviour at work. Additionally, this study could also be new 

research in this body of research. 

 

 

3.4 The theory of planned behaviour constructs 

 

In the theory of planned behaviour, the intention was expected to be influenced 

by a combination of attitude towards behaviour, subjective norm and perceived 

behavioural control. Ajzen (2011) defines intention as “a person’s readiness to 

perform a given behaviour.” It is stated to represent a person's motivation in 

the sense of his/her conscious plan or decision to perform a specific behaviour 

(Conner and Armitage 1998). It is also claimed to represent an individual’s 

expectancy about a particular behaviour in a given setting and can be 

operationalised as the likelihood to act (Fishbein & Ajzen 1975). According to 

Ajzen (1985), most human behaviours could be predicted based on intention 

because such behaviours are volitional and under the control of intention 

(Ajzen and Fishbein 1980).  

 

In green management studies, the theory of planned behaviour is used to 

explain green behavioural intention, as well as the actual behaviour 

(Michaelidou and Hassan 2010; Lee 2009). There are different types of 
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intention that have been adopted and measured in green studies, which can 

be classified into three common groups which are the behavioural intention 

towards products, services or practices (Tih and Zainol 2012). Specifically, 

green studies on the hotel industry context focus on visiting green hotels such 

as Han et al. (2010), Kun-Shan and Yi-Man (2011), and Teng et al. (2015). On 

the other hand, in green-based studies at work, the intention studies focus on 

sustainable behaviours (Davis et al. 2009; Greaves et al. 2013), the intention 

to conserve energy (Chen and Knight 2014; Gao et al. 2017), and waste 

separation intention (Zhang et al. 2015; Xu et al. 2017). For this study, the 

behavioural intention focuses on hotel employee’s intention to adopt green 

practices at the workplace. 

 

 

3.4.1 Attitude towards behaviour 
 

According to Kaiser et al. (1999), attitudes towards behaviour incorporates 

individual beliefs and value systems, which describes individual perceptions 

that provide a basis for certain behavioural tendencies. In the theory of planned 

behaviour, the attitudes towards behaviour is one of the predictors of 

behavioural intention. According to this theory, an individual with a favourable 

attitude towards a particular behaviour is more likely to perform that specific 

behaviour (Ajzen 1991). Thus, attitudes require individual consideration of the 

outcomes that will happen when performing the behaviour studied. Similarly, 

Meng et al. (2014) also state that attitude needs an individual’s judgement on 

how much he/she approves or disapproves of a specific behaviour. For 

instance, a person who believes that positive outcomes will result from 

performing the behaviour will have a positive attitude towards that particular 

behaviour (Li et al. 2018). Additionally, Eagly and Chaiken (1993) state that 

attitudes might also be affected by an individual’s psychological emotions, thus 

they affect a positive/negative evaluation that arises when an individual 

engages in certain behaviours.  

 

Meanwhile, according to Gao et al. (2017), attitude is the first fundamental 

variable to affect an individual’s behavioural intention in the theory of planned 



 60 

behaviour. Before performing any behaviour, an individual is likely to assess 

the benefits and damages that may result from that behaviour (Chen and 

Knight 2014). Thus, the attitude might not always be positive (Ajzen 1985). It 

could also be negative. The positive attitudes would influence an individual’s 

intention to perform that particular behaviour, while the negative behaviour will 

impede them from implementing it. In general, everybody is allowed to have 

an unfavourable or favourable attitude about something, and their attitude 

might not be similar to what others think. However, these attitudes are not set 

to be fixed. They can change based on the input of new information with 

existing information. This new information might erase the old attitude and give 

rise to a new and entirely different one. Then, based on their expectation on 

the particular outcomes of the specific behaviour that they have to adapt to, 

and whether or not these outcomes are desirable, they will choose whether to 

adopt or ignore the behaviour that they have already evaluated (Ajzen 1991). 

 

In fact, it is suggested that an individual develops attitudes based on the beliefs 

he/she has about a specific behaviour by connecting that behaviour with 

certain consequences (Park and Blenkinsopp 2009). As attitude and behaviour 

become more fixed, the correlation between them will also become stronger 

(Wu and Wu 2014). Similarly, Ajzen (1991) state that an individual’s positive 

attitude toward that specific behaviour strengthens their intention to perform 

that behaviour. In summary, attitude toward the behaviour has a linear 

relationship to the intention (Lopes et al. 2019); the more an individual holds a 

positive thought towards the behaviour, the more likely they will intend to 

conduct this behaviour. Similarly, in the context of green behaviour, it can be 

speculated that if the individual considers that the green behaviour in 

workplaces is significant, valuable and beneficial to reduce the environmental 

impact, he/she will hold a positive attitude and will be likely to form the intention 

to implement this green behaviour.  

 

For this present research, attitudes for engaging in a green behaviour refer to 

a person’s subjective judgments about the positive and negative evaluation of 

the act of green practices. There is evidence from the previous research that 

positive attitudes for engaging in a green behaviour have the strongest effect 
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on the employee’s intention to adopt green practices in the workplace 

compared to negative attitudes. For instance, in the context of workplace 

studies, several green studies on the employees in the workplace, such as 

Chou et al. (2012), Wu and Wu (2014) and Gao et al. (2017) have also noted 

the importance of attitude in predicting individual’s pro-environmental 

behaviour intention in workplace contexts. They have found that positive 

attitudes of their employees affect the employee’s intention to adopt green 

practices at work. Importantly, Lo et al. (2014) and Blok et al. (2015) found that 

the attitude towards behaviour was the most influential construct to pro-

environmental behavioural intention. Therefore, based on the green-studies at 

the workplace, it can be considered that if the individual considers that the 

environmental behaviour in the workplace is significant, valuable and 

beneficial to reduce environmental impact, they will hold a positive attitude and 

they will be likely to form the intention to implement green practices. For this 

study, the attitudes towards behaviour are dedicated to the attitudes for 

engaging in a green behaviour. Thus, it is hypothesised that: 

 

Hypothesis 1: Attitudes for engaging in a green behaviour positively affect a 

hotel employee’s intention to adopt green practices at the workplace. 

  

 

3.4.2 Subjective norm 
 

Next, an individual’s behavioural intention also might be based on the approval 

or disapproval of some people that are important to them (Chen and Tung 

2014). It is assumed that an individual tends to comply with the expectations 

or viewpoints of some important people (Gao et al. 2017). The pressure felt by 

individuals to engage in a specific behaviour is also known as the subjective 

norm (Wu and Wu 2014). Subjective norm is also considered as one of the 

predictors for behavioural intention from the lens of the theory of planned 

behaviour, and the amount of pressure receives from the social reference 

groups may determine the performance and the behavioural outcomes (Ajzen 

and Fishbein 1980). Subjective norms capture the opinions of social reference 

groups (such as family and friends) regarding whether or not the individual 



 62 

should engage in the behaviour. In other words, subjective norms are the 

perceived opinions of significant others who are close or important to an 

individual and who influence his/her decision-making (Park 2000). It also 

implies an individual’s feelings of social pressure from other people or groups 

(Ajzen 1991) and his or her concern with whether significant referents would 

approve or disapprove of that particular behaviour (Greaves et al. 2013).  

 

The theory of planned behaviour considers that subjective norms are 

composed of injunctive norms that most people should obey to perform a given 

behaviour and descriptive norms that refers to the perception of what other 

people are doing (Fishbein and Ajzen 2011). Then, if individuals believe that 

the important other people expect them to involve in specific behaviour, they 

are more likely to complete the behaviour (Wang et al. 2018). It is concluded 

that people are also influenced by the behaviour of others (Stone et al. 2009). 

This influence can create a pressure to conform to the behaviour of members 

of a group or may convey either what most people in that group do in a given 

situation or behaviour that is associated with approval or sanctions by others 

(Stone et al., 2009). Thus, the subjective norm is one of the components that 

may help to explain why people differ from acting in their own self-interest 

(Ajzen 1991). Subjective norms are based on the beliefs about the perceived 

judgement of significant others and the social normative belief regarding the 

specific behaviour as well as the extent to which the individual wishes to 

comply with the demands of others or is concerned with group identification 

(Ajzen 2012).  

 

When examining the relationship between subjective norms and behavioural 

intention, most past research confirms that subjective norms positively affect 

behavioural intention (Taylor and Todd 1995; Tonglet et al. 2004; Han et al. 

2010). In other words, the more positive the person's beliefs about his/her 

peers and people of importance think he/she should engage in the behaviour, 

the stronger their intention to act. Several studies, such as Chen and Knight 

(2014), Wu and Wu (2014) and Gao et al. (2017), have noted the importance 

of the subjective norm in predicting individual’s pro-environmental behaviour 

intention in the workplace contexts. The higher the subjective norm individual 
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perceives, the more likely he or she will perform a behaviour. Moreover, Chen 

and Knight (2014), Wu and Wu (2014) and Li et al. (2018) find that 

injunctive/subjective norm has greater predictive power to behavioural 

intention compared to other constructs. Although other studies such as 

Greaves et al. (2013), Blok et al. (2015), and Li et al. (2018) find that subjective 

norm is not considered as the best predictor, it is still found to be a significant 

impact of subjective norm towards employees’ intention to adopt green 

practices at the workplace. Thus, still, this variable gives an impact on 

individual behavioural intention in green studies in the workplace setting. Thus, 

in this research context, it is also predicted that when significant others think 

that implementing green practices in the workplace is proper behaviour, the 

employees will feel the social pressure to implement green practices, which 

then leads to an increase in their intention to comply with it. Therefore, it is 

hypothesised that: 

 

Hypothesis 2: Subjective norm positively affects a hotel employee’s intention 

to adopt green practices at the workplace. 

 

 

Additionally, it is also argued that subjective norm could also affect the attitude 

towards the behaviour. It is believed that the attitudes that individuals have 

about an issue or act can be influenced by the opinions of significant others 

(Ajzen 2011; Friedkin 2006). Similarly, Hsu and Huang (2012) also state that 

social reference groups can play a key influence on individuals’ beliefs, 

attitudes, and choices because people always turn to particular groups for their 

standards of judgment or when making any considerations. Furthermore, Han 

and Kim (2010) add that people perceived social pressure from referents to 

engage in a certain behaviour, and this perception will then encourage his/her 

positive or negative evaluation of that behaviour. A study conducted by Dinc 

and Budic (2016) also indicates that subjective norm has a strong influence on 

women’s attitude towards entrepreneurship, which is their perception that they 

can create and manage to establish new businesses.  
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Additionally, the relationship of subjective norm and attitudes towards 

behaviour could also be explained through the process of learning, where 

individual learn about attitudes by observing the important people around them 

(Cherry 2019). For instance, when a supervisor significantly promotes a 

particular attitude, an individual is more likely to develop the same attitudes 

(Cherry 2019). Besides that, co-workers also influence employee opinions and 

attitudes (Chiaburu and Harrison 2008). Co-worker support is often associated 

with an increase in work attitudes, which can be achieved when co-workers 

provide task-based assistance, information, or emotional support (Chiaburu 

and Harrison 2008). It is also argued that co-workers might also shape 

individual attitudes by acting as a mentor. In summary, subjective norms can 

influence employee attitudes through various means, including providing task-

related help, information, or affective support.  

 

Furthermore, Chang (1998) finds that adding the path from the subjective norm 

to attitude will also improve the predictive power of the theory of planned 

behaviour. Thus, based on these arguments, within this research, an 

employee’s attitude about green practices at his or her workplace is predicted 

to be influenced by the views of referent individuals or groups. In view of the 

above, the following hypothesis is formulated:  

 

Hypothesis 3: Subjective norm positively affects a hotel employee’s attitude for 

engaging in a green behaviour at the workplace. 

 

 

Meanwhile, Dinc and Budic (2016) claim that the environment in which an 

individual acts and works, as well as his or her family, friends, supervisor, and 

coworkers, significantly impact the way an individual thinks about his or her 

abilities to perform his or her behaviours. It is believed that an individual who 

has high self-confidence and support from their surroundings would also 

create a higher ability to implement a certain behaviour. Additionally, Liden et 

al. (1997) state that the quality of the relationships between leader/supervisor 

and employees determines the amount of physical/mental effort, resources, 
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information, and social support that are exchanged between the leader and 

their employees.  

 

Besides leader and supervisor, the effect of subjective norm on perceived 

behavioural control could also be gained from the coworkers. It is because, 

coworkers can often be an important source of information for employees 

seeking advice, instruction or help when they are uncertain of a particular task 

(Chiaburu and Harrison 2008). Therefore, coworkers could provide an 

individual with information to support or discourage certain activities, including 

green activities. For instance, newcomers in an organisation will seek for 

advice, instruction, and help primarily from coworkers because of their 

perceived similarity (Gibson 2003; Morrison 1993; Seers 1989). Given leaders’ 

positions as role model and coworkers as sources of information, knowledge 

and skill, thus they can influence individual perceived behavioural control.  

 

Thus, employees that have their supervisor’s and colleagues’ support, 

confidence, encouragement, and consideration, are more likely to 

develop/have skills, knowledge and information and to find access to the 

relevant provisions easier, hence their perceptions. A study on women’s 

entrepreneurship behavioural intention by Dinc and Budic (2016) establish that 

the subjective norm has a positive and significant effect on perceived 

behavioural control. They argue that women who have high self-confidence 

and support from their environment tend to have a higher tendency to establish 

new businesses. Thus, it could be expected that the relationship of employees 

with their supervisor, families and other co-workers affect the perception of 

their behavioural control. Therefore, it is expected that the perceived opinions 

of significant others who are close or important to an individual and who 

influence his/her decision-making, affect their perception of control of particular 

behaviour. Therefore, it is hypothesised that: 

 

Hypothesis 4: Subjective norm positively affects an employee’s perceived 

behavioural control at work in the context of the hotel industry. 
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3.4.3 Perceived behavioural control 
 

It is argued that if an individual determines to perform a particular behaviour 

but is facing with a lack of resources, opportunities or past experiences that 

might guide present decision-making, the implementation of intentions will be 

significantly reduced (Fazio and Zanna 1981; Ajzen 1985). According to the 

theory of planned behaviour, perceived behavioural control is another 

important variable to affect an individual’s behavioural intention. Fishbein and 

Ajzen (2011) defined perceived behavioural control as “people’s perceptions 

of the degree to which they are capable of, or have control over, performing a 

given behaviour”. If people think that the resources, knowledge, skills and time 

or opportunity to perform the particular behaviour are favourable, the intention 

to act will also increase. Thus, perceived behavioural control varies across 

situations and actions, which results from a person having varying perceptions 

of the behavioural control depending on the situation. It is stated as the 

individual’s opinion on how hard it would be to perform that specific behaviour, 

thus it affects their beliefs whether or not they have the ability to perform the 

behaviour, and perceive that they have control over the behaviour (Greaves et 

al. 2013). It is expected to increase when individuals perceive that they have 

more resources and confidence (Ajzen 1985; Hartwick and Barki 1994; Lee 

and Kozar 2005).  

 

Perceived behavioural control also refers to the individual’s perceptions, 

whether the personal and situational impediments exist in the performance of 

the behaviour. These impediments consist of self-efficacy and controllability. 

Self-efficacy is defined as an individual’s feeling of being capable of performing 

the behaviour (Bandura, 1986). Meanwhile, controllability refers to the external 

factors such as time, resources and technology, which could facilitate or inhibit 

the performance of the specific behaviour. Thus, it could be summarised that 

perceived behavioural control measures the perception of how well one can 

control factors that may facilitate or impede the actions needed to perform a 

specific behaviour (Han et al. 2010). Both internal factors (e.g. skills, abilities, 

knowledge and adequate planning) and external factors (e.g. time, opportunity 

and dependence on the cooperation of others) are beyond the control of 
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individuals and thus can affect the control over intended behaviour (Davies et 

al. 2002). Therefore, the more resources and opportunities individuals believe 

they possess and the fewer obstacles they anticipated, the greater perceived 

control on that particular behaviour.  

 

In a workplace setting, Chou (2012), Blok et al. (2015) and Lopes et al. (2019) 

discover that perceived behavioural control is the most influential factor to 

affect employee’s behavioural intention at the workplace. In addition, although 

perceived behavioural control is not found as main predictors in studies like 

Chen and Knight (2014), Wang (2016), Gao et al. (2017), and Li et al. (2018), 

still, the perceived behavioural control is found as a significant predictor for the 

behavioural intention. Therefore, it is summarised that for individuals who feel 

at ease and have relevant knowledge and skills to adopt green practices in 

workplaces, they will be more likely to form the intention to adopt green 

practices. Thus, based on the arguments and past studies, it is hypothesised 

that: 

 

Hypothesis 5: Perceived behavioural control positively affects a hotel 

employee’s intention to adopt green practices at the workplace. 

 

 

3.5 The components of the extended theory of planned behaviour  

 

According to Ajzen (1991), the theory of planned behaviour is open for 

modification, either by altering the original paths in theory or adding extra 

predictors if it can be estimated that the extra predictor can capture a more 

significant proportion of the variance in intention after the original theory of 

planned behaviour constructs have been considered. In addition, the 

insufficiency of this theory has received significant attention with suggestions 

of additional constructs, which might be useful to improve the model’s 

predictive power. This modification process is described as theory broadening 

and deepening (Perugini and Bagozzi 2001). This theory has been revised in 

various contexts including hospitality studies (e.g., Kun-Shan and Yi-Man 

2011; Chou et al. 2012; Chen and Tung 2014; Teng et al. 2015; Chen 2016). 
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Previous studies had made the efforts to expand the theory and had enhanced 

the ability to predict human behaviour in a given context by capturing a greater 

proportion of the variance in the intention that is not sufficiently accounted for 

by the original theory of planned behaviour. However, Ajzen (2011) states that 

although it is open for modification, certain criteria should be met by any 

proposed additional determinant to the theory. Firstly, the proposed variable 

should be behaviour-specific; that is, it should be possible to define and 

measure the proposed factor. Secondly, the variable considered should be 

possible to be developed as a causal factor determining the intention and 

actual behaviour. Thirdly, the proposed variable must conceptually be 

independent from the theory’s existing predictors, and it must be applicable to 

a wide range of behaviours studied. Finally, the variable considered should 

also consistently improve the prediction of the intentions or behaviour. 

Therefore, based on these criteria and past studies on employees, green 

practices and the hotel industry, two variables are considered to be added in 

this research framework, which is organisational commitment and pro-

environmental behaviour at home. 

 

 

3.5.1 Organisational commitment 
 

From a theoretical perspective, it has been suggested that commitment stands 

as one of the most important factors that contribute to employees’ support to 

organisational change (Conner and Patterson 1982; Conner 1992; Klein and 

Sorra 1996; Armenakis et al. 1999; Coetsee 1999). Specifically, employees’ 

affective commitment has been suggested as a crucial antecedent for 

employees’ reactions to organisational changes (Peccei et al. 2011). 

Meanwhile, in the context of environmental management literature, it has also 

been emphasised that the commitment of an employee is crucial to a 

successful adoption of green practices in the organisation (Cramer and Roes 

1993). It is because of employees who hold a strong commitment towards the 

organisation will be more willing to change their behaviour towards activities 

that are in line with the organisation’s goals and values, including sustainability 

(Temminck et al. 2015). Therefore, it is believed that employees who are 
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committed to an organisation will devote more time and effort to their work, 

including tasks they are not formally required to do (Yoon et al. 2016), such as 

the organisation’s green practices. While there are studies that support the 

relevance of affective commitment for change management (Iverson and 

Buttigieg 1999; Ng et al. 2010; Straatmann et al. 2018), research on affective 

commitment and employees’ reactions to change is still limited (McKay et al. 

2013).  

 

In addition, the commitment from employees is crucial to ensure the successful 

implementation of the organisational policies and plans (Abdul Rashid et al. 

2003). A certain level of commitment among employees is required to ensure 

a successful implementation of the organisational strategies and actions 

(Abdul Rashid et al. 2003). Furthermore, in today’s competitive environment, 

organisations that have committed employees will gain benefits not only 

through successful implementation of organisation’s goals and green activities 

but also they will increase revenues, reduce costs, build market share and 

improves the bottom lines (Kaur and Mahajan 2014). Previous research has 

also successfully proven that strong organisational commitment improves 

organisational performance (Prutina 2016; Straatmann et al. 2018). As such, 

another important construct that may shed light on employee’s intention to 

adopt the green practice at the workplace is employee’s commitment to the 

organisation. Unfortunately, at present, limited studies have shown an interest 

in this topic let alone, tested the connection of organisational commitment and 

green practices. 

 

In hospitality study, most of the research of organisational commitment were 

mainly related to employee’s turnover intention such as Kalidass and Bahron 

2015, Kang et al. 2015, Gatling et al. 2016, Lim et al. 2017, organisation 

citizenship behaviour (e.g. Yoon et al. 2016; Kartika et al. 2017), and 

organisational performance (e.g., Abdul Rashid et al. 2003; Patiar and Wang 

2016; Domínguez-Falcón et al. 2016). However, none of this research has 

been found to investigate pro-environmental behavioural intention. 

Additionally, organisational commitment has also been incorporated recently 

into various theoretical models to capture organisational change. Temminck et 
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al. (2015) include commitment as a central component in their model of 

organisational citizenship behaviour towards the environment. Similarly, Yoon 

et al. (2016) include commitment as a key variable in their theoretical model of 

system readiness for change. Furthermore, some of the researchers on 

organisational commitment have already incorporated commitment into the 

theory of planned behaviour. Although there is a number of studies that already 

examine the relationship of organisational commitment with the theory of 

planned behaviour constructs, the number is very limited (e.g. Herath and Rao 

2009; Ifinedo 2014; Kaur and Mahajan 2014; Alleyne et al. 2015; Straatmann 

et al. 2018). Furthermore, none of these studies has observed this theory in 

the context of the environmental management study. Moreover, among these 

studies, the connection between organisational commitment and behavioural 

intention in terms of employee’s green behaviour has yet to be examined. 

 

Furthermore, although some previous research offers empirical insights into 

the influence of organisational commitment on behavioural intention (e.g. 

Madsen et al. 2005; Kwahk and Kim 2008), the psychological processes 

underlying this association still remain underspecified (Straatmann et al. 

2018). Only studies by Ifinedo (2014), Kaur and Mahajan (2014) and 

Straatmann et al. (2018) have attempted to show that employees’ 

psychological reactions serve as a mediator, partially explaining the 

relationship between affective organisational commitment and behavioural 

intention. Straatmann et al. (2018) argue that past research works on a direct 

effect of affective organisational commitment and change-supportive 

intentions have already helped to organise organisational changes more 

successfully; however, understanding the psychological processes underlying 

this effect might allow the design of more effective and complete interventions. 

Moreover, Armenakis et al. (1993) argue that practitioners would also benefit 

from research that examines the mediation because it could “provide 

organisations with more levers to proactively foster employees’ change 

support instead of reactively overcoming change resistance”. As such, their 

studies shed some first light on the underlying psychological processes linking 

affective organisational commitment and employees’ behavioural intention. 

However, the mediation found in their study also demonstrates the need for 



 71 

further research to fully understand how employees’ commitment influences 

the formation of employee’s behavioural intentions since none of these studies 

investigates the context of pro-environmental behaviour. The high resolution 

and theoretical foundation of the psychological reactions provided by the 

theory of planned behaviour can help researchers and practitioners to better 

identify the predisposition of the theory of planned behaviour constructs on 

employee’s behavioural intention specific to green behaviour (Straatmann et 

al. 2018). 

 

Previous studies have suggested that the relationship between organisational 

commitment and the theory of planned behaviour constructs could be 

explained through the social bond theory (Ifinedo 2014). Generally, the social 

bond theory describes the binding ties or social bonding that individuals have 

with their group. Initially, the social bond theory was conducted to identify the 

causes of delinquency and criminal behaviour in the society (Maddox and 

Prinz 2003), and it had been used extensively in social or criminal justice fields. 

The social bond theory claims that an individual is more likely to depend on 

himself/herself when the group he/she belongs to is weak (Hirschi 1969). In 

contrast, the social group with strong bonds of commitment in membership is 

expected to increase the behaviour consistent with the other group members 

and this results in them avoiding violations that go against the group’s 

standards (Hawkins et al. 1999). Recently, this theory has made progress with 

other types of research, including behavioural intention, and it has reported 

findings that are generally supportive of the theory. According to this theory, in 

the context of an organisation, it could be specified that the commitment to the 

organisation might keep individuals away from delinquent behaviour because 

they may not want to jeopardise their organisational goals. Furthermore, it is 

expected that social bonds, especially prosocial ones to the organisation, can 

insulate employees from the influence of antisocial forces and behaviours, 

keep them away from deviant values and subcultures, and nurture positive 

sentiments toward conventional institutions, including the organisation. 

According to Hirschi’s (1969) assumption, people who have stronger bonds 

with the social group will be more likely to conform to the group rules. This 

theory also emphasises that in the context of organisations, committed 
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individuals are likely to invest more time and energy to seek for success in their 

career advancements; meanwhile, they will not take the risk of breaking the 

rules, which will diminish their career aspirations (Cheng et al. 2013). Thus, 

committed people are less likely to deviate (Cheng et al. 2013). 

 

Hirschi (1969) through the social bond theory, presents four bonds which are 

attachment, commitment, involvement, and beliefs. The theory postulates that 

when people build upon these bonds, their desire to engage in anti-social or 

anti-establishment behaviours is reduced. According to this theory, attachment 

occurs when someone is sensitive to the opinion of others concerning their 

behaviour. Thus, it is assumed that when an individual is more attached to 

others (i.e., family and friends), they are more likely to follow their society’s 

norms. Meanwhile, commitment can be shown when individuals commit, 

where they care about what they might lose if they want to commit delinquent 

acts. Then, Hirschi (1969) proposes that involvement can be shown when 

individuals who are busy with nondelinquent activities would have less 

opportunity to commit to the behaviours that violate the society’s norms. 

Finally, Hirschi (1969) also proposes that people who have a greater belief in 

their society’s norms would be more likely to follow the norms. Meanwhile, the 

organisational commitment highlighted in this study covers affective 

commitment, and it fits reasonably well into these four social bond elements. 

Allen and Meyer (1990) represent an affective commitment as “an emotional 

attachment to the organisation such that the strongly committed individual 

identifies with, is involved in, and enjoys membership in, the organisation”.  

 

Thus, from the social bond theory, it is claimed that the attitude towards 

behaviour benefits significantly from the element of attachment through social 

information and interactions between members in the group (Robinson and 

O’Really-kelly 1998 and Thomas and Griffin 1989); thus, it is predicted that 

whenever greater attachment exists, social information and interactions 

between members occur, which then leads to favourable personal attitudes 

towards what a teammate or an organisation considers necessary (Steers 

1977; Chan et al. 2005; Hazari et al. 2008; Guo et al. 2011). In contrast, if the 

attachment between people in the organisation is weak, it tends to create an 
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unfavourable personal attitude towards that behaviour. Furthermore, Mowday 

et al. (1979) also characterise organisational commitment as a strong belief in, 

and a sense of acceptance of, an organisation’s goals and values, a 

willingness to exert the effort on behalf of the organisation, and a strong desire 

to maintain membership in the organisation. Thus, it is assumed that when an 

employee with a strong commitment in their organisation’s values and goals, 

including those related to green practices issues forms and maintains positive 

attitudes about the importance of such rules and guidelines, and then this 

attitude will lead them to increase their intention to adopt green practices in 

their workplace. Thus, based on this argument, it is hypothesised that: 

 

Hypothesis 6: The attitude for engaging in a green behaviour fully mediates 

the relationship between organisational commitment and a hotel employee’s 

intention to adopt green practices at the workplace. 

 

 

Meanwhile, the social bond theory through the elements of attachment also 

argues that the more committed employees are to conventional others and 

also the organisation, they are less likely to break the norms and societal laws. 

According to Hirschi (1969), individuals with strong and stable attachments to 

others within the groups are believed to be less likely to violate their group 

norms. In contrast, an individual with weak attachments is not concerned with 

the wishes of others in the groups, and thereby he or she is inclined to deviate 

from the group expectations. Furthermore, employees who are attached to 

their organisations and build strong ties to colleagues tend to uphold values of 

importance to their organisations (Steers 1977; Robinson and O’Leary-Kelly 

1998; Casper and Harris 2008).  Thus, a committed employee will find that it 

is a requirement and it is pleasant to follow the beliefs and values from 

significant others in his/her work environment (Thomas and Griffin 1989; 

Robinson and O’Really-kelly 1998; Casper and Harris 2008). In addition, it has 

been shown that employees who are sharing a similar level of commitment as 

other members are less likely to engage in counterproductive behaviours if 

others are not engaged in such behaviour (Thomas and Griffin 1989; Meyer 

and Allen 1991; Higgins et al. 2006; Herath and Rao 2009).  
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Therefore, it is expected that a committed employee with acceptable personal 

values will have a strong attachment to his or her organisational objectives, 

then he or she will find it agreeable, and expedient to follow norms from 

significant others in his/her work environment (Thomas and Griffin 1989; 

Robinson and O’Leary-Kelly 1998; Casper and Harris 2008). Thus, if an 

individual is already attached to one's groups, organisations, or community 

institutions, that particular individual is less likely to deliberately engage in 

behaviours which would harm or distress the attachments. Therefore, it could 

be expected that employees with a strong commitment with the organisations 

will follow their reference groups’ values and goals and then, indirectly 

increase their intention to adopt green practices.  Hence, the following 

hypothesis is proposed: 

 

Hypothesis 7: Subjective norm fully mediates the relationship between 

organisational commitment and a hotel employee’s intention to adopt green 

practices at the workplace. 

 

 

High level of commitment is associated with the involvement between 

individual employees and the organisation. According to the social bond 

theory, the element of involvement leads employees to have a high level of 

perceived behaviour control as it facilitates individuals with regard to 

information gathering, skill development concerning green practices. 

Employees' involvement is shaped through knowledge sharing, collaboration, 

intervention and experience, which then increases the level of awareness and 

knowledge, which is a significant aspect of perceived behavioural control. 

Moreover, Flores et al. (2014) add that the lack of awareness or knowledge 

among employees is caused by a low level of involvement. Thus, it is believed 

that resources and mechanisms among people arise in the daily involvement 

of individuals in activities with their friends and associates. Furthermore, the 

extent of information sharing within a group is believed to differ according to 

how an individual is attached to the group in terms of a common identity and 

common bonds. 
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Thus, it is expected that employees with a higher commitment through the 

element of involvement and attachment in the social bond theory are likely to 

share information, knowledge and skills; this will the increase their perceived 

behavioural control to help their organisation achieve the goals. Berberoglu 

and Secim (2015) and Dirani (2009) support this argument stating that 

employees with a higher level of commitment are expected to be more 

motivated and to perform at the highest levels of their work. Therefore, based 

on the arguments from the previous research, it is hypothesised that: 
 
 

Hypothesis 8: Perceived behavioural control fully mediates the relationship 

between organisational commitment and a hotel employee’s intention to adopt 

green practices at the workplace. 

 

 

3.5.2 Pro-environmental behaviour at home 
 

Past studies argued that in order to overcome environmental problems 

effectively, individuals must not only adopt a single environmentally-friendly 

behaviour, but they have to perform multiple pro-environmental behaviours in 

everyday life (Steg and Vlek 2009; Whitmarsh and O'Neill 2010). Therefore, 

the challenge facing today’s societies also includes finding ways to encourage 

individuals to adopt multiple pro-environmental behaviours in their daily 

lifestyle. One way to achieve this is through a positive spillover effect between 

pro-environmental behaviours (Thᴓgersen 1999; Thᴓgersen and Ӧlander 

2003; Whitmarsh and O'Neill 2010).  

 

Spillover effect occurs when the performance of one pro-environmental 

behaviour leads to the performance of another pro-environmental behaviour 

(Thᴓgersen 1999). This relationship could be explained through the concept 

of catalytic behaviour (Ha and Kwon 2016). Catalytic behaviour in the context 

of pro-environmental behaviours is defined as performing one pro-

environmental behaviour, which contributes to the adoption of another pro-

environmental behaviour. Meanwhile, Truelove et al. (2014) further describe 
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the spillover effect as an effect of an intervention on subsequent behaviours, 

which is originally not targeted by the intervention.  

 

Looking from another perspective, spillover effect could occur in this scenario- 

when people perceive that they have acted environmentally-friendly in the 

past, they are likely to create stronger environmental self-identity (Chaiken and 

Baldwin 1981; Poortinga et al. 2013; van der Werff et al. 2013) and greater 

moral obligation to continue acting environmentally-friendly in the future (van 

der Werff et al. 2013). Furthermore, according to Thᴓgersen (2004), if 

individuals fail to see that the two behaviours are linked with a common goal, 

they may experience cognitive dissonance when trying to link one pro-

environmental behaviour with another. Likewise, when people are aware of the 

fact that those pro-environmental behaviours are complementary to each other 

in obtaining the primary goal of environmental sustainability, they are likely to 

perform multiple pro-environmental behaviours.  

 

Thus, according to the spillover effect, performing additional pro-environmental 

behaviour play an important role to create the intention to adopt another pro-

environmental behaviour. In the context of the workplace’s pro-environmental 

behaviour, prior studies had suggested that pro-environmental behaviour at 

home can spillover into the workplace (Lo et al. 2012; Wells et al. 2016). It is 

expected that by performing pro-environmental behaviour at home, it will also 

lead employees to perform it at their workplace through the effect of spillover. 

Therefore, another important construct in determining employee’s intention to 

adopt green practices at the workplace is their pro-environmental behaviour at 

home.  

 

A growing body of research has examined behavioural spillover, focusing on 

how the performance of one pro-environmental behaviour influences another 

pro-environmental behaviour at the workplace (Truelove et al. 2014). However, 

only a few studies have made a comparison between home and workplace 

behaviour suggesting that the overall experience of recycling in the home has 

a positive effect on recycling in the workplace (Marans and Lee 1993), energy-

saving behaviour at home has a positive effect on energy saving behaviour at 
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work (Manika et al. 2015), and water-saving behaviour at work can be affected 

by water-saving at home (Wells et al. 2016). However, some of the research 

did not find any relationships between these two pro-environmental 

behaviours, such as Wells et al. (2016). Therefore, research on spillover 

effects have generated mixed and at times, conflicting results. This is important 

to be further investigated since a greater understanding of this issue would 

suggest the most appropriate way forward to encourage a more sustainable 

behavioural approach to tackling the growing environmental problem globally. 

Therefore, this research seeks to add to this small body of research, by 

examining this relationship and it is expected that home environmental 

behaviours will have an effect on work environmental behaviours and that a 

spillover effect will occur. 

 

Although little empirical research has been conducted to test the existence of 

spillover effects between pro-environmental behaviours, some have proposed 

the mechanisms expected to trigger pro-environmental spillover such as self-

identity, the motivation to behave consistently, moral obligation, feeling of 

worry or fear, goal-directed and resource-enabled (Thøgersen and Crompton 

2009; Thøgersen and Noblet 2012; Truelove et al. 2014; Truelove et al. 2016; 

Margetts and Kashima 2017). Most of the works that test these mechanisms 

relate to pro-environmental behaviour generally, but not specifically on the pro-

environmental behaviour at home and work. To the best of author’s 

knowledge, no known research has investigated the theory of planned 

behaviour constructs on spillover effects of the home pro-environmental 

behaviour to increase or decrease the pro-environmental behaviour at work. 

Although the theory of planned behaviour constructs has yet to be tested as 

the mechanism on pro-environmental behaviours spillover, Margetts and 

Kashima (2017) already suggest that psychological mechanisms could be a 

motivator to the spillover process in pro-environmental behaviour. Hence, this 

study makes an approach to address more comprehensively the links between 

home and workplace pro-environmental behaviour, and psychological 

mechanisms underlying this relationship. This will contribute to the extension 

of the prior literature. 
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According to Poortinga et al. (2013), people develop their own attitudes from 

observing their own behaviour. It is claimed that the attitude change will occur 

if the behaviour they adopt is successful and shows a positive impact. A 

possible side effect of a successful behavioural adoption is associated with 

attitude and behaviour changes which then may lead to further behavioural 

responses (Poortinga et al. 2013). This means that engagement in pro-

environmental behaviour may encourage changes in people's attitudes, which 

then may lead to further behavioural changes in line with the revised identity 

(Whitmarsh & O'Neill 2010). Thus, if people implement pro-environmental 

behaviour at home, they may see themselves as being more conscious in 

engaging in green behaviour, and thus it may trigger them to adopt it at their 

workplace. 

 

Besides that, Thøgersen and Ölander (2003) also claimed that the stronger 

the values or beliefs an individual holds, the more they will behave consistently 

as desired in different areas. It means that one’s performance of certain 

behaviour can stimulate their generally positive attitude towards the main 

object, and this attitude that will function as a motivational force will encourage 

similar behaviour changes and maintenance. Applying this to the pro-

environmental behavioural context, previous experiences with pro-

environmental behaviour (pro-environmental at home) may inspire an 

employee to be more concerned about environmental issues. Then, this 

environmental motivation will make the employee’s performance of pro-

environmental behaviour spread to other similar activities, such as the 

implementation of pro-environmental behaviour in the workplace. Thus, it is 

hypothesised that: 

 

Hypothesis 9: Attitude for engaging in a green behaviour fully mediates the 

relationship between pro-environmental behaviour at home and the hotel 

employee’s intention to adopt green practices at the workplace. 

 

 

Besides that, it is also believed that social motivations also influence an 

individual who acts consistently. It is claimed that, when people are 
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inconsistent with their views or behaviours, they will be at risk from their 

observers such as the supervisor and co-workers who see them as hypocritical 

or two-faced (Suh 2002; Abrahamse and Steg 2009). Therefore, it is not 

surprising that people are often motivated to present a consistent image of 

themselves to others and also to make a positive impression on others 

(Tedeschi and Rosenfeld 1981). Furthermore, the experience of psychological 

benefits such as the praise by family members, friends, supervisors and co-

workers received from practising one environmental behaviour stimulates an 

individual’s desire to implement another pro-environmental behaviour (Swim 

and Bloodhart 2013; Schultz et al. 2007). This is because praising will generate 

positive emotions, which could facilitate associations between one pro-

environmental behaviour to another pro-environmental behaviour (Fiedler 

2001).  

 

Since pro-environmental behaviour is one of the behaviours that could be 

witnessed by others, the desire to adopt additional pro-environmental actions 

in the future could be motivated by the desire to project a positive, moral, and 

consistent image to others. Therefore, based on these theoretical views it 

could be seen that when the employees already perform the pro-environmental 

at home, they are more motivated to maintain the perception of the society or 

people from the surroundings, which then leads the employee’s intention to 

perform pro-environmental behaviour at work.  In the theory of planned 

behaviour framework, the antecedent that values what is acceptable and 

permissible behaviour in a group and society is known as the subjective norm 

(Fishbein and Ajzen 2011). Therefore, the next hypothesis is proposed as 

follows: 

 

Hypothesis 10: Subjective norm fully mediates the relationship between pro-

environmental behaviour at home and a hotel employee’s intention to adopt 

green practices at the workplace. 

 

 

Finally, Ajzen (1991) claims that the frequent repetition of a type of behaviour 

can lead to the formation of a habit, and that, in turn, a habit can increase a 
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person’s perceived control of a particular type of behaviour. Therefore, it is 

claimed that perceived behavioural control would affect the relationship 

between individual pro-environmental behaviour at home and an employee’s 

intention to perform the pro-environmental behaviour at work. Additionally, the 

mediation effect of perceived behavioural control could also be explained 

through the learning-by-doing process. According to Bandura (1986), when an 

individual performed a particular behaviour, they may develop the relevance 

of skills, awareness, knowledge and self-efficacy through learning by doing the 

process of that behaviour. Similarly, in the context of pro-environmental 

behaviour, Thøgersen 1999, and De Young 2000 also argues that when 

performing an environmentally-friendly behaviour, a person may gain the 

knowledge and skills, which will increase the likelihood for this person to 

perform another pro-environmental behaviour. Steinhorst et al. (2015) further 

propose that knowledge and skills for behaving environmentally-friendly may 

also activate another common behaviour. 

 

Moreover, Thøgersen (2004) argues that the degree to which two behaviours 

are similar in one person’s mind might differ from the way they are perceived 

as similar in another’s person mind. Those with environmental knowledge may 

think of behaviours as similar (for example both waste management at home 

and waste management at workplace fall under the pro-environmental 

practices) whereas those with low knowledge may not see the same 

behaviours are connected (Truelove et al. 2014). Bergquist et al. (2019) then 

suggest that behaviours that require similar resources are more likely to be 

performed with another behaviour compared to behaviours that require 

different resources. Thus it could be assumed that an individual that already 

performs pro-environmental behaviour at home might gain the knowledge 

about the behaviour, which increases their perceived behavioural control on 

that behaviour, then will lead their intention to adopt another pro-environmental 

behaviour. 

 

Thus, those with high perceived behavioural control through environmental 

information, skills, and knowledge might be more likely to engage in positive 

effect merely because they recognise the behaviours as related. Therefore, 
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this present study is also intended to study the mediation effects of perceived 

behavioural control on the relationship between pro-environmental behaviour 

at home and an employee’s intention to perform the pro-environmental 

behaviour at the workplace. Thus, based on the arguments on past behaviours 

and catalytic behaviours, it is hypothesised that;  

 

Hypothesis 11: Perceived behavioural control fully mediates the relationship 

between pro-environmental behaviour at home and a hotel employee’s 

intention to adopt green practices at the workplace. 

 

 

3.6 Conclusion 

 

In summary, this study tests the following hypotheses shown in figure 3.1, 

which are constructed based on prior empirical literature and also the theory 

of planned behaviour. In addition, the hypotheses are formulated based on the 

connections between the dependent variable, independent variables and 

mediators. The dependent variable, independent variables, mediators and 

hypotheses development lead to the construction of a research model as 

illustrated in Figure 3.1.  
 
 

 

 

 

 

 

 

 

 

 

 
Figure 3.1: Research Framework 
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From this figure, three constructs, which are the attitude for engaging in a 

green behaviour, subjective norm and perceived behavioural control, are 

proposed to directly affect employee’s intention to adopt green practices at 

their hotel. Meanwhile, both organisational commitment and employee’s pro-

environmental at home are expected to indirectly affect employee’s intention 

to adopt green practices through attitudes for engaging in a green behaviour, 

subjective norm and perceived behavioural control. Thus, attitudes for 

engaging in a green behaviour, subjective norm and perceived behavioural 

control are also functioning as a mediator in this current research. The next 

chapter will further elaborate on the research methodology for collecting the 

data to test this model. 
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CHAPTER 4 

METHODOLOGY 

 

4.1 Introduction 

 

In the previous chapter, the theoretical explanation and hypotheses 

development on the predictors of employee’s intention to adopt green 

practices at the workplace are discussed. In order to respond to all of these 

issues and test the theoretical framework developed, the methodology is 

designed appropriately to ensure that all the issues could be covered. 

Therefore, this chapter describes the research process, the rationale of the 

research design and the method used.  Besides that, this chapter is also 

designed to identify suitable measures and empirically assess the validity and 

reliability of the constructs included in the conceptual framework (attitudes for 

engaging in a green behaviour, subjective norm, perceived behavioural 

control, organisational commitment, employee’s pro-environmental behaviour 

at home, employee’s intention to adopt green practices at the workplace). This 

chapter is divided into several sections. The first section includes a research 

philosophy that provides general information about the method chosen.  The 

next sections describe in detail the location of the study, population of study, 

unit of analysis, the instrument’s design, pre-test and steps in conducting the 

data collection. 

 

 

4.2 Research philosophy 

 

In determining the methodology for research, it is suggested that one firstly 

concentrates on the philosophical approaches. Research philosophy enables 

the researcher to decide which methodology should be employed, and also 

why it is chosen (Saunders et al. 2009). In general, research philosophy 

explains the world from the researcher’s way of thinking. Then, this point of 

view will affect the research strategy and methods to be adopted for further 

analysis.  Research philosophy is referred as a system of beliefs and 

assumptions about the development of knowledge (Saunders et al. 2009). 
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Guba and Lincoln (1982) emphasise that research philosophy is the most 

important aspect in research, as it is the fundamental belief system which 

provides a guideline to the research. Thus, the understanding of philosophical 

assumptions will help the researcher to decide which approach is most 

applicable to the research topic and then aid the researcher to choose a 

research strategy suitable for implementing the research. Two major research 

philosophies have been identified, namely positivism and interpretivism 

(Galliers 1991). 

 

This study is designed to be a positivism approach. Since this research is 

about the testing of several hypotheses that had been developed in the 

previous chapters to find the relationship between variables, thus the 

positivism approach is the most suitable philosophical approach. It is because 

the positivist might look for causal relationships in the data to create law-like 

generalisations like those produced by scientists (Gill and Johnson 2002). In 

general, the positivist approach believes that reality is stable and can be 

observed and described from an objective viewpoint without interfering with 

the phenomena being studied (Levin 1988). Furthermore, positivists will focus 

on discovering observable and measurable facts and regularities, and on only 

phenomena that can be observed and measure would lead to the production 

of credible and meaningful data (Crotty 1998). Thus, this is the most suitable 

approach, and thus, it will be employed for this study. 

 

 

4.3 Research design 

 

Once the philosophy has been decided, the next stage is to explore the 

research design suitable for this study. The positivism approach in research 

commonly reflects the use of quantitative methods (Mason 2002); thus this 

research employs a quantitative methodology in order to obtain a 

comprehensive data which will lead to a testing of hypotheses and then to the 

development of a  more robust conclusion after the hypotheses have been 

accepted or rejected.  
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According to Creswell (1994), quantitative research consists of a formal 

objective and a systematic procedure, where usually numerical data are used 

to acquire information about the world. Quantitative research is appropriate for 

this research because it is often used for theory testing, which is one of the 

main concerns of this research (Cooper and Schindler 2008). Quantitative 

research also allows for hypothesis testing, which involves the relationships 

among numerous variables. Newman et al. (1998) argue that the quantitative 

approach is the most appropriate method to confirm or not confirm that 

hypothesis. Quantitative research works by generating statistics through the 

use of large-scale survey methods such as questionnaires or structured 

interviews. The advantages of using this type of research are that it would 

reach many people, and the contact with those people is usually much quicker 

than it is in qualitative research. Therefore, for this research, a quantitative 

approach is employed to allow for the complete analysis to obtain the answer 

to the research questions.  

 

In addition, researchers also prefer to distinguish research as either a non-

experimental or experimental research method. An experimental research 

approach is a type of research methodologies that involve direct manipulation 

of an independent variable (Price et al. 2015). Meanwhile, the non-

experimental research approach is a group of research methodologies that 

examine the relationship among variables (Price et al. 2015). Non-

experimental research approach does not rely on manipulating variables. 

Rather, it makes observations about how variables are related to one another 

and then how they describe the findings. Thus, this study is much more related 

to the non-experimental research approach. Furthermore, the non-

experimental research approach is observational and the results intended are 

descriptive. There are six main types of non-experimental research methods, 

namely; ethnography, naturalistic observations, case study, archival research 

and survey research (Bhattacherjee 2012). This research employs the survey 

research because it involves gathering information on a variety of issues and 

with regard to behaviour, attitudes or opinion, which could assist this research 

to achieve the research objectives. Furthermore, surveys are also convenient 

to use as they are easy to administer, and responses could be obtained from 
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numerous participants. Finally, survey research provides a wealth of 

information in terms of people’s perception and a given topic. 

 

 

4.4 Location and study samples 

 

The hotel industry has been argued to have hugely contributed to Malaysia’s 

environmental quality problems (Mohamad et al. 2014). Therefore any effort to 

enhance this industry’s environmental performance can result in significant 

advantages to the sustainability of the nation. Thus, selecting Malaysia for the 

investigation of the effect of green practices on sustainable performance 

appears to be an appropriate choice. 

 

Thus, the Malaysian hotel industry is the population of this research. 

Meanwhile, the target population in these study is divided into two, which are 

the green hotel and non-green hotel, and the accessible population is the 

group of hotels that received ASEAN Green Hotel Standard for green hotels 

and Malaysian Association of Hotel (MAH) for non-green hotels. Therefore, the 

sampling frame for the green hotels represents all the hotels in Malaysia that 

are certified by the ASEAN Green Hotel Standard. The reason for choosing 

these hotels is that the ASEAN Green Hotel Standard proves that they have 

engaged in the implementation of green practices and have a good 

understanding on the adoption of green practices. ASEAN Green Hotel 

Standard is one of the valid environmental certification standards among Asian 

countries given every two years to acknowledge a hotel business that takes 

the environmentally friendly issues into their concerns (Nezakati et al. 2015).  

 

Based on the information from this directory, currently, 14 hotels in Malaysia 

have received this award. The hotels are Shangri-La’s Tanjung Aru Resort and 

Spa Kota Kinabalu, Shangri-La’s Rasa Ria Resort Tuaran, Nexus Karambunai 

Kota Kinabalu, Riverside Majestic Hotel Kuching, Miri Marriot Resort and Spa, 

Mandarin Oriental Hotel, The Shangri-La Hotel, Renaissance Kuala Lumpur, 

The Andaman Langkawi, The Shangri-La’s Rasa Sayang Resort and Spa, 

Frangipani Langkawi Resort & Spa, The Zenith Hotel, Borneo Tropical 
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Rainforest Resort and Holiday Inn Resort. Since the numbers are small, all 

these hotels were selected as a target sample. 

 

Meanwhile, the sampling frame for non-green hotels represents all the hotels 

in Malaysia that are registered with the Malaysian Association of Hotel (MAH). 

In addition, the hotel’s location was another crucial criterion for selecting these 

non-green hotels. In order to reduce the bias in terms of the demographics, 

selecting the samples from the same location as the green hotel is appropriate. 

Therefore, after the locations of the green hotels have been identified, the 

nearby hotels were recognised and finally, selected after the Malaysian 

Association of Hotel (MAH) has confirmed whether the hotels are registered or 

not. 

 

 

4.5 Unit of analysis 

 

In this research, an employee is the unit of analysis. An employee is a term 

that refers to an individual who works part-time or full-time under a contract of 

employment, whether oral or written, express or implied, and has recognised 

rights and duties – an employee is also known as a worker in some studies.  

The selection criterion for the targeted unit of analysis is for the employee to 

work in a Malaysian hotel that was selected as one of the samples of this study. 

  

Therefore, in summary, data were collected from hotel employees covering all 

departments and positions in selected hotels in Malaysia. A self-administered 

questionnaire was delivered to the potential respondents using a paper survey. 

Instead of using an online survey, this method is chosen because not all 

employees at the hotel are working with a computer in their daily operations. 

For instance, employees working in housekeeping; food and beverage; and 

security and safety departments do not need to use computers; thus, these 

types of employees rarely have time to use a computer. Therefore, to ensure 

that this study is able to collect the data from various departments in the hotel, 

a paper type of survey seems to be more appropriate. 
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For this study, a convenience sampling is chosen as the sampling method to 

select the hotel employees to participate in this study. The convenience 

sampling technique is the most suitable method due to the limited time and 

cost incurred in this study. Convenience sampling is a statistical method that 

draws the representative data by selecting people because of the ease of their 

volunteering or selecting units because of their availability or easy access. It is 

also considered as a non-probability sampling method. The advantages of this 

type of sampling are the availability and the quickness with which data can be 

gathered. Since the aim of the convenience sampling is easy to access, thus, 

the researcher would continue to invite hotel employees to take part in this 

survey until the targeted sample size was reached. However, one of the 

disadvantages of this method is that the sample might not represent the 

population as a whole, and it might be biased among the volunteers. Therefore 

the researcher might not be able to generalise the findings to the 

entire population. However, the purposive sampling method was adopted 

during the selection of hotels to participate in this study. Therefore, it could be 

assumed that the selection of respondents had already been filtered during the 

early stage of the sampling method. 

 

After the sampling type was decided, then the number of participants that 

would be selected was specified. Since it is not possible to determine the 

number of hotel employees all across Malaysia, the sample size for an 

unknown population is used to calculate the minimum number of participants 

to be included in this survey. There are several approaches suggested by 

previous researchers in determining the sample size for the unknown 

population. For instance, few researchers determine the sample size by the 

nature of data analysis proposed, and they suggest that a minimum of 384 

responses (by estimating a 5% margin of error and a 95% confidence level) is 

sufficient if the study applies EFA, CFA or SEM for the data analysis. This 

number of responses is obtained by using the formula:-  

 

SS = (Z-score)² * p*(1-p) / (margin of error)² 
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Meanwhile, Green (1991) suggests two approaches to determine the minimum 

acceptable sample size. Firstly, if the study wants to test the overall model, 

then the author recommends a minimum sample size of 50 + 8k, where k is 

the number of predictors. For instance, with five predictors in this study, the 

sample size will be 50 + 8(5) = 90. However, if the study wants to test the 

individual predictors, then he suggests a minimum sample size of 104 + k, so 

again taking 5 as the number of predictors, the sample size will be 104 + 5 = 

109. Meanwhile, Roscoe (1975) recommends that the sample size should be 

10 times or more than the number of variables in the study for multivariate 

research. Finally, Harris (1991) suggests that the number of participants 

should exceed the number of predictors by at least 50. Besides that, some 

researchers claim that it is desirable to have at least 300 responses for studies 

that use the Likert scale in their questionnaire. Roscoe (1975) proposes that 

sample sizes larger than 30 and less than 500 are appropriate for most 

research, while for samples that will be divided into subsamples, a minimum 

sample size of 30 for each category is necessary.  

 

Taking consideration from these recommendations, it could be seen that the 

lowest sample size suggested is 30 participants, while the highest is 500 

responses. Since most of the questions in this survey are using a 5-point Likert 

scale, and CFA and SEM will be used for data analysis; thus, minimum 384 

responses is seem to be applicable for this research. Therefore, this number 

of responses is reasonable for this study. To obtain at least 384 participants, it 

is expected that the minimum 10 and 30 are the maximum number of 

employees to be involved in each hotel. Thus, as a conclusion, the maximum 

number of hotels to be invited to this study is 30 if each hotel contributes the 

minimum number of participants. 

 

 

4.6 Questionnaire design 

 

The goal of this questionnaire is to test the extended theory of planned 

behaviour in predicting the employee’s intention to adopt green practices in 

the workplace. It also attempts to test organisational commitment and pro-
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environmental behaviour at home as predictors of employee’s intention to 

adopt green practices in the hotel industry. The questionnaire provides a fast 

and efficient means of gathering information with regard to the respondents’ 

level of position in the organisation.  

 

There are three basic types of the questionnaire, which are closed-ended, 

open-ended or a combination of both. This study employs the combination of 

both types of questionnaires beginning with a series of closed questions, with 

boxes to tick or scales to rank, and then finishing with a section of open-

questions for a more detailed response or additional information that is not 

stated in the closed-ended questions. For this study, a self-administrated 

questionnaire consisting of 7 sections, namely (1) employee’s attitude towards 

green behaviour, (2) subjective norms, (3) employee’s perceived behavioural 

control, (4) employee’s intentions to implement green practices in the 

workplace, (5) employee’s pro-environmental behaviour at home, (6) 

organisational commitment and (7) demographic information, is developed.  

 

In addition, Manika et al. (2015) suggest that inconclusive results of pro-

environmental behaviour by previous research are due to the need for attitudes 

and behaviours to be measured at the same level of specificity. It is generally 

assumed that specific attitudes will predict specific behaviours more accurately 

than general attitudes because they would be at the same level of specificity 

(Vining and Ebreo 2002). Thus, based on the previous literature arguments, 

this study will focus on specific pro-environmental instead of pro-environmental 

behaviour in general. Since the study was conducted in Malaysia, it is 

appropriate to investigate the green practices that are most adopted by the 

hotel sector in Malaysia. According to Yusof and Jamaludin (2013), Malaysian 

hotel providers tend to focus the most in the areas of waste reduction and 

energy reduction. Therefore, all the constructs were explicitly designed to 

capture these two areas of pro-environmental behaviour. 
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4.6.1 Measurement scales 
 

In this study, the survey instruments were developed based on the review of 

the past literature. Specifically, the focus rests on the theory of planned 

behaviour constructs, organisational commitment and pro-environmental 

behaviour at home. However, some items were rephrased to ensure that they 

are clear and easy to understand by respondents at all levels. 

 

4.6.1.1 Employee’s intention to adopt green practices 

 

Firstly, this study was measures the employee’s intention to implement green 

practices in the workplace using two items adapted from Wu et al. (2017) and 

Gao et al. (2017). The items for employee’s intention to adopt a waste 

management program were adapted from Wu et al. (2017) and employee’s 

intention to adopt energy-saving programs were adapted from Gao et al. 

(2017). 

 
Table 4.1: Employee’s behavioural intention scales 
Item Behavioural Intention Scales Citation 
1. I intend to engage in waste management programs in this hotel 

as soon as possible.  
Adapted from Wu et 

al. (2017) 
2. I intend to engage in energy-saving programs in this hotel as 

soon as possible. 
Adapted from Gao et 

al. (2017) 
 
 

4.6.1.2 Attitude for engaging in a green behaviour 

 

Secondly, this study also measures employee’s attitude for engaging in a 

green behaviour, which was divided into three categories, namely behavioural 

beliefs strength, outcome evaluation and direct attitudes as suggested by 

Fishbein and Ajzen (2011).  

 

There were 4 items each in behavioural beliefs strength for waste 

management programs and energy-saving programs that were adapted from 

Gao et al. (2017) and Davis et al. (2009). The items for the outcome evaluation 

were also adapted by Davis et al. (2009), and Gao et al. (2017), but the 
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sentences were rephrased to follow the standard set by Fishbein and Ajzen 

(2011). Finally, both items for direct attitudes towards waste management 

programs and attitude towards energy-saving programs were adapted from 

Wu et al. (2017). In total, 14 items were applied to measure the attitude for 

engaging in a green behaviour, as shown in table 4.2. 

 
Table 4.2: Attitudes for engaging in a green behaviour scales 
Items (Behavioural Beliefs Strength) Citation  
1. My engagement in waste management programs in this hotel 

will help to preserve natural resources. 

Adapted from Davis 
et al. (2009) 

2. My engagement in waste management programs in this hotel 
will help to create a better environment for future generations. 

3. My engagement in energy-saving programs in this hotel will help 
to preserve natural resources. 

4. My engagement in energy-saving programs in this hotel will help 
to create a better environment for future generations. 

5. My engagement in waste management programs in this hotel 
will help to protect the environment. 

Adapted from Gao et 
al. (2017) 

6. My engagement in waste management programs in this hotel 
will help to reduce carbon emission. 

7. My engagement in energy-saving programs in this hotel will help 
to protect the environment. 

8. My engagement in energy-saving programs in this hotel will help 
to reduce carbon emission. 

Items (Outcome Evaluation)  
9. My level of engagement in preserving natural resources is Adapted from Davis 

et al. (2009) 10. My level of engagement in the creation of a better environment 
for future generations is 

11. My level of engagement in protecting the environment is Adapted from Gao et 
al. (2017) 12. My level of engagement in the reduction of carbon emission is 

Items (Attitudes for engaging in a green behaviour)  
13. My level of engagement in waste management practices in this 

hotel is ….. Adapted from Wu et 
al. (2017) 14. My level of engagement in the energy-saving program in this 

hotel is ….. 
 

 
4.6.1.3 Subjective norms 

 

Thirdly, according to Fishbein and Ajzen (2011), the items to measure 

subjective norms can be divided into three categories, which are the motivation 

to comply, injunctive beliefs strength and perceived norm. There were 6 items 

each in measuring the motivation to comply and injunctive belief strength. All 

these items were adopted and modified from Gao et al. (2017) and Wu et al. 

(2017). Meanwhile, to measure the perceived norm, 2 items were added to this 

construct, which was adapted from Gao et al. (2017). In total, 14 items were 

employed to measure subjective norms, as shown in table 4.3. 
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Table 4.3: Subjective norm scales 
Items (Motivation to Comply) Citation 
1. When it comes to matters of waste management programs, I 

want to do what my employer thinks I should do.                                                                                                                                                                 

Adapted from Wu et 
al. (2017) 

2. When it comes to the matter of waste management programs, I 
want to do what my co-workers think I should do.  

3. When it comes to the matter of waste management programs, I 
want to do what my supervisor thinks I should do. 

4. When it comes to matters of energy-saving programs, I want to 
do what my employer thinks I should do. 

5. When it comes to the matter of energy-saving programs, I want 
to do what my co-workers think I should do. 

6. When it comes to the matter of energy-saving programs, I want 
to do what my supervisor thinks I should do. 

Items (Injunctive Beliefs Strength)  
7. My employer thinks that I should engage in the waste 

management programs at this hotel. 

Adapted from Gao et 
al. (2017) 

8. My co-workers think that I should engage in the waste 
management programs at this hotel. 

9. My supervisor thinks I should engage in the waste management 
program of this hotel. 

10. My employer thinks that I should engage in the energy-saving 
programs of this hotel. 

11. My co-workers think that I should engage in the energy-saving 
programs of this hotel. 

12. My supervisor thinks I should engage in the energy-saving 
program of this hotel. 

Items (Direct Perceived Norm Scales)  
13. Most people who are important to me think I should engage in 

the waste management programs of my hotel. Adapted from Gao et 
al. (2017) 14. Most people who are important to me think I should engage in 

the energy-saving programs of this hotel. 
 

 

4.6.1.4 Perceived behavioural control 

 

Fourth, this study also measures perceived behavioural control. This construct 

was measured using 8 items shown in table 4.4, where 4 items were used to 

measure waste management programs, and the other 4 items were employed 

to measure energy-saving programs. All of the items for employee’s perceived 

behavioural control in energy-saving programs were adapted and modified 

from Wu et al. (2017). Meanwhile, the measurement items for employee’s 

perceived behavioural control in waste management programs were also 

employed from Wu et al. (2017). 
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Table 4.4: Perceived behavioural control scales 
Items  Citation 
1. Having the necessary provisions would enable me to engage in 

the waste management programs of this hotel. 

Adopted from Wu et 
al. (2017) 

2. Having enough information would enable me to engage in the 
waste management programs of this hotel. 

3. Having sufficient knowledge would enable me to engage in the 
waste management programs of this hotel. 

4. Having appropriate skills would enable me to engage in the 
waste management programs of this hotel. 

5. Having the necessary provisions would enable me to engage in 
the energy-saving programs of this hotel. 

6. Having enough information would enable me to engage in the 
energy-saving programs of this hotel. 

7. Having sufficient knowledge would enable me to engage in the 
energy-saving programs of this hotel. 

8. Having appropriate skills would enable me to engage in the 
energy-saving programs of this hotel. 

 

 

4.6.1.5 Pro-environmental behaviour at home 

 

Fifth, the construct for employee’s pro-environmental behaviour at home was 

divided into 2 categories, which were waste management program at home 

and energy-saving program at home. For waste management programs at 

home, there were 5 items which were adapted and employed from Tonglet et 

al. (2004) and Zhang et al. (2015). Meanwhile, 6 items were used to measure 

energy-saving programs at home, which were employed from Wells et al. 

(2016). In total, 11 items were employed to measure employee’s pro-

environmental behaviour at home, as shown in table 4.5. 

 
Table 4.5: Employee’s pro-environmental behaviour at home scales 
Items (Waste Management Practices at Home) Citation 
1. At home, I usually separate waste. Adapted from Zhang 

et al. (2015) 2. At home, I always attempt to reduce the amount of waste. 
3. At home, I re-use plastic containers to avoid buying new ones Adapted from 

Tonglet et al. (2004) 4. At home, I re-use glass containers to avoid buying new ones 
5. At home, I have objects repaired rather than buying new ones 

Items (Energy-saving Practices at Home)  
6. At home, I actively try to reduce my electricity consumption. 

Adapted from Wells 
et al. (2016) 

7. At home, I switch off the lights when not needed at home. 
8. At home, I add or remove clothing rather than turning air cond. 
9. At home, I open or close windows rather than turning air cond. 
10. At home, I turn aircond down if I can find other ways to be 

comfortable. 
11. At home, I like turning off entertainment equipment when not in 

use. 
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4.6.1.6 Organisational commitment 

 

Sixth, the measurement for affective organisational commitment that consists 

of 9 items’ shortened version of the 15-item Organisational Commitment 

Questionnaire (OCQ) by Mowday et al. (1979) is used. The selected scale is 

one of the most frequently used and reliable measures of affective commitment 

(Turker 2009). The items that are not part of the affective component were 

eliminated from this study. In total, 9 items, as shown in Table 4.6, were used 

in this study to measure organisational commitment, specifically, affective 

commitment. 

 
Table 4.6: Organisational commitment scales 
Items  Citation 
1. I am willing to put in a great deal of efforts beyond the normal 

expectation to help this hotel be successful. 

Adapted from 
Mowday et al. (1979) 

2. I talk up this hotel to my friends as a great hotel to work for. 
3. I would accept almost any type of job assignment to keep 

working for this hotel. 
4. I find that my values and the hotel’s values are very similar. 
5. I am proud to tell others that I am part of this hotel. 
6. This hotel really inspires the very best in me to perform well in 

my job. 
7. I am extremely glad that I chose this hotel to work over others I 

was considering at the time I joined. 
8. I really care about the fate of this hotel. 
9. For me, this is the best of all possible hotels for which to work. 

 

 
4.6.1.7 Demographic variables 

 

Finally, in addition to the main dependent, independents and mediator 

variables of interest, several demographic variables were included in this 

present study. This is to ensure that the results are reliable and robust; the 

contextual and extraneous variables that might have an impact on the results 

are controlled in this study. The variables are types of hotel, level of green 

adoption, tenure, job position, age, education level and gender.  
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4.6.2 Likert scales 
 

Next, this study employs a Likert scale as an approach to respond to the 

questions asked. In terms of the numbers of response option to be adopted, 

past literature had given a suggestion and argument on this issue. Some of 

the previous research had argued that the commonly used Likert scale is a 7-

point scale. It is because they claimed that a 7-point scale could improve the 

reliability and validity (Churchill Jr. and Peter 1984; Revilla et al. 2014; Barnes 

et al. 2015). However, according to Barnes et al. (2015), although the 7-point 

scale often improves the reliability of the answers, it does not affect the 

principal components analysis.  

 

Furthermore, Lissitz and Green (1975) claimed that the effectiveness of having 

the number of items higher than five would be little. It is due to their empirical 

result on the relationship between 5 and 7-point scale with coefficient alpha. 

They found that the relationship curves flatten out after the number of scale 

points equals to five. Thus, the authors had recommended that future studies 

use not more than five response categories. Then, Revilla et al. (2014) with 

their study on the Agree-Disagree scale confirmed that the more categories an 

Agree-Disagree scale contain, the worse its mean quality is. The result of their 

research shows that when a 7-point Agree-Disagree scale is chosen instead 

of a 5-point Agree-Disagree scale, the mean quality declines by 0.139. 

Additionally, Dawes (2012) also claimed that there are only little differences 

between the 5-point and 7-point format in term of the mean score. Thus, based 

on all of these arguments, it seems that the 5-points scale is more appropriate 

for this study. 

 

Other advantages of using a 5-point scale are that it could be used to increase 

the response rate and response quality, at the same time appearing to be less 

confusing (Babakus and Mangold 1992); comprehensible to respondents and 

enabling them to give their opinions easily (Marton-Williams 1986). Besides 

that, it is also suggested that the present study should use the scaling similar 

to the original authors, as that would be the most valid and reliable method. 

For this study, the scales used by previous researchers vary in between 5-
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point and 7-points of scales, where only three authors namely Wu et al. (2017), 

Wells et al. (2016) and Tonglet et al. (2004)  used 7-points of scales. On the 

other hand, four authors namely Turker (2009), Chen and Knight (2014), 

Zhang et al. (2015) and Gao et al. (2017) use 5-points of scales. Therefore, 

based on the advantages discussed and arguments made by previous 

research, the appropriate point of scale for this study is the 5-point scale. 

 

 

4.7 Reliability and validity  

 

Next, after each measurement’s item has been identified, it is important to 

confirm the quality of the measurement used because the measurement of the 

variables in the theoretical framework is considered to be the main element 

during the research design using the survey method, which it represents all 

the variables that will be examined (Sekaran 2004). For this study, a 

questionnaire is designed to obtain data for employee’s intention to adopt 

green practices at the workplace, pro-environmental behaviour at home, 

attitude for engaging in a green behaviour, subjective norms, perceived 

behavioural control and organisational commitment. Before using the scores 

from any concept for the actual analysis, this research will ensure that the 

variables selected to represent and measure the variables are in an accurate 

and consistent manner (Hair et al. 2007). For quantitative research, 

consistency associates with the term reliability, and accuracy associates with 

validity. 

 

 

4.7.1 Reliability  
 

Reliability is used to measure the stability and consistency in the measurement 

scores (Karlsson 2010). The problem that might occur if there is a lack of 

reliability is that it could introduce random error (Karlsson 2010). Therefore, 

when these issues are adequately addressed at the beginning of the data 

collection, the measurement error could be reduced (Hair et al. 2007). Thus, 

the measurement scales that will be used in this study will be tested before 
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further analysis could be conducted in order to ensure that they have 

acceptable reliability results. The reliability is defined as the degree to which 

research results would be similar if the research were to be repeated in the 

future or with different samples or subjects (Ticehurst and Veal 1999). 

Reliability also shows the stability of replicated measurement or how well the 

items correlate to capture a concept. It also indicates the extent to which the 

measure is without bias and later offers consistent measurement across time 

and across the various items in the instrument (Sekaran 2004). Survey 

instruments are considered reliable if their repeated application results in 

consistent scores (Hair et al. 2007).  

 

In quantitative research, reliability is tested using Cronbach’s alpha (α) and 

can be considered a perfectly adequate index (Sekaran 2004). Cronbach’s 

alpha is a reliability coefficient that indicates how well the items in a set are 

positively correlated to one another (Sekaran 2004). The reliability of the 

research instruments will be higher when the value of Cronbach’s alpha is 

closer to 1 (Sekaran 2004). Generally, Cronbach’s alpha of less than 0.60 is 

considered to be poor, whereas those close to 0.70 are considered acceptable, 

and those over 0.80 are considered to be good (Nunally 1978). Therefore 

before the actual data are collected, this research tests the reliability of each 

item in the variables measure to ensure its reliability was at an acceptable 

value. 

 

 

4.7.2 Validity 
 

On the other hand, validity is defined as the extent to which “a construct 

measures what it is supposed to measure” (Hair et al. 2007). Usually, the 

validation of an instrument requires an empirical investigation as proof, 

depending on the type of validity required (Nunally and Bernstein 1994). There 

are two types of validity applicable to this study; (1) content validity, and (2) 

construct validity. Therefore, to assess the validity of the instrument and the 

construct of the study, the content validity and the construct validity will be 

discussed next. 
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4.7.2.1 Content validity 

 

Content validity can be described as the degree to which a sufficient coverage 

is provided by the measuring instrument on the investigated questions that 

guide the study. Content validity involves consulting a small sample of target 

respondents and experts to pass judgement on the suitability of the items 

chosen to represent the construct (Hair et al. 2007). The content validity of the 

measurement instrument in this study was assessed by requesting four 

research experts in green practices and workplace studies to investigate the 

instruments and provide their feedback for improvement. Then, each item was 

further investigated through the pre-testing of the questionnaire by 15 hotel 

employees. After the questionnaire was reviewed by the experts and hotel 

employees, the required improvement based on their comments and 

recommendations was made to clarify the questions, statement and instruction 

in the questionnaire. The questionnaire was then revised and finalised based 

on the pre-test.  

 

 

4.7.2.2 Construct validity 

 

Meanwhile, construct validity refers to the degree to which a research 

instrument is able to provide evidence based on theory (Cooper and Schindler 

2010). It signifies that empirical evidence made by a measure is in line with the 

theoretical logic of that concept (Zikmund et al. 2009). To assess construct 

validity, two checks have to be performed, which are convergent and 

discriminant validity.  

 

 

4.7.2.2.1 Convergent validity 

 

Convergent validity can be interpreted as the extent to which indicators of a 

specific construct converge or share a high proportion of variance in common 

(Hair et al. 2010). When two measures are hypothesised to show the same 

construct, a strong and significant correlation among these measures 
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proposes that the measures capture contruct. Stronger convergent validity is 

indicated by the correlation closer to 1.0. The intended is not captured well by 

the variables when the convergent validity is weak. Therefore, ambiguity is 

introduced into the result’s meaning when the convergent validity is weak 

(Carlson and Headman 2012). As suggested by Hair et al. (2010), the 

convergent validity can be examined through the testing of the values of the 

factor loading, average variance extracted (AVE) and reliability. 

 

i) Factor loading 

One of the important criteria of validity is the size of the factor 

loading. High loadings of a factor indicate that they converge on a 

common point, the latent construct (Hair et al. 2010). A good rule of 

thumb suggests that standardised loading estimates should be 0.5 

or higher, and preferably 0.7 or higher.  

 

ii) Average Variance Extracted (AVE) 

The average variance extracted is a summary measure of the 

convergence among a set of items representing a latent construct 

(Hair et al. 2010). It is the average percentage of the variation 

explained among the items of a construct. Based on the rule of 

thumb suggested by Hair et al. (2010) when the value of AVE is 0.5 

and higher, the convergence has a good meaning that a latent 

variable is capable of explaining more than a half of the variance of 

its indicators on average. Meanwhile, the AVE less than 0.5 

indicates that more error remains in the items than the variance 

explained by the latent factor structure imposed on the measure.  

 

iii) Composite reliability 

Reliability can be evaluated using composite reliability. Composite 

reliability draws on the measurement error and standardized 

loadings for each item (Shook et al. 2004). Composite reliability 

indicates that the loading of indicators is different, and it can be 

interpreted in the same way as the Cronbach’s Alpha (Henseler et 

al. 2009). The rule of thumb for reliability is that 0.7 or higher 
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indicates good reliability, and between 0.6 and 0.7 may be 

acceptable. 

 

 

4.7.2.2.2 Discriminant validity 

 

Discriminant validity refers to the extent to which the score on a scale does not 

correlate with the scores from other scales designed to measure different 

constructs (Cooper and Schindler 2006). Therefore, high discriminant validity 

shows that a construct is unique (Hair et al. 2010). Moreover, high discriminant 

validity captures some phenomena that other measures cannot. The logic here 

is that a latent construct should explain more of the variance in its item 

measures that it shares with another construct (Hair et al. 2010). Discriminant 

validity should be examined in order to show to what degree the measures in 

the model are different from other measures in the same model. Besides, more 

variance should be shared by a latent variable with its appointed indicators 

than any other variables (Fornell and Larcker 1987). Discriminant validity can 

be examined by way of making a comparison between the square root of AVE 

with the correlation among variables. The variables can be considered as 

distinct theoretical entities when the correlation between distinct variables is 

lower than the square root of AVE (Chin 2010). Chin (2010) suggests that, 

when the square root of the AVE exceeds that of the correlations, the 

discriminant validity is established.  

 

 

4.8 Pre-test 

 

Next, after the questionnaire was developed, a pre-test was conducted before 

the actual data collection to get feedback from a highly controlled sample to 

assess the appropriateness of the instrument used (Lewis et al. 2005). During 

the pre-test, respondents were asked to complete the questionnaire design as 

similar to the actual questionnaire and criticism on the format, content, 

understandability, terminology, and ease and speed of completion (Lewis et 

al. 2005). According to Bryman and Bell (2007), the pre-testing of an 
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instrument is crucial as it will indicate how well the questions flow and improve 

the instrument comprehension, and it allows the researcher to check the 

adequacy of instructions to respondents. The pre-test process is essential to 

establish the instrument’s content validity (Straub 1989).  

 

Karlsson (2010) suggests that during the pilot study, the questionnaire is 

completed by a group of 3 to 4 experts in a similar way as an actual survey 

later. Furthermore, Hair et al. (2007) suggest that during this stage, the pre-

test should also use the small sample of respondents similar to the target 

population and it is completed in a setting similar to the actual research project. 

In addition, Isaac and Michael (1995) and Hill (1998) suggested 10 to 30 

participants for the pilot study in the survey research. At this stage, how the 

respondent fills in the questionnaire and their feedback is recorded. Therefore, 

for the pre-testing, the questionnaire was distributed to 4 research experts in 

green practices and workplace studies and also 15 hotel employees to review 

and assess the instruction and questions used; the scaling format; design and 

arrangement of the questionnaire; and words used to ensure that each part of 

the questionnaire is relevant, clear and unambiguous to the respondents. Their 

comments and feedback were then used to modify some of the questions.  

 

Firstly, the respondents commented on the grammatical errors that appear in 

some of the instructions and measurement items. Therefore, the instructions 

and each of the items were thoroughly revised and rephrased. In addition, the 

grammar was also double-checked using the grammar checker software. 

Secondly, the respondents also suggested that ethnicity is to be included as 

one of the control variables. It is because Malaysia, is a multicultural country 

and through their experience, ethnicity might affect the major findings. 

Therefore, it is appropriate to insert a question on ethnicity in the demographic 

section of the questionnaire.  

 

Thirdly, the respondents also argued about the design of the questionnaire. 

Since there are too many questions in this questionnaire, it might be pleasant 

if the items in each question could be separated, for instance, by using black 

and white alternately to separate them. According to them, using an alternate 
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colour would make the questionnaire look more attractive to fill in. Other than 

that, the respondents will also be more sensitive to each question and will not 

overlook any of the questions. Thus, the design of the questionnaire was 

modified by adding the alternate black and white colour to distinguish the items 

in the same table.  

 

Fourth, the respondents also suggested that the questionnaire is prepared in 

the Malay language because there might be some employees who could not 

read and understand in the English language since English is not a Malaysian 

first language. Thus, the questionnaire was translated into Malay by a bilingual 

researcher, and then another bilingual researcher had back-translated the 

questionnaire into English. Participants were given the freedom to choose 

whether they want to use an English or Malay version of the questionnaire. 

Finally, the respondents were also concerned about the consent form that will 

be given to the target respondents. According to them, it is not a culture in 

Malaysian research to have this type of form. They added that participants 

might feel uncomfortable and unsecured to put their name and sign in that 

form. This situation can cause them not to fill in the questionnaire. They 

suggested that the cover letter itself should be enough and proper to be 

presented to the respondents. 

 

 

4.9 Ethical considerations  

 

Ethical approval was sought from the Chair of the Humanities, Social and 

Health Sciences Research Ethics Panel at the University of Bradford before 

the actual survey was conducted. Ethics approval has been granted by the 

Chair of the Humanities, Social and Health Sciences Research Ethics Panel 

at the University of Bradford on 08 June 2018. This study follows the ethical 

guidelines published by the University of Bradford throughout the data 

collection process. The university obliges all research that involves human 

beings to be approved by the Chair of the Research Ethics Panel prior to data 

collection to ensure that the research is conducted in an ethical manner; that 
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it observes the principles of informed consent, respect for privacy, truthfulness, 

avoidance of conflict of interest and respect for cultural sensitivity.  

 

In this ethical consideration, all participants are aware that their participation is 

voluntary and can be withdrawn at any stage of the research. They are all 

informed about this matter before they participate in the survey. In addition, all 

the questions in this survey are generic. There are no sensitive or personal 

questions except for the demographics data. Moreover, participations are 

treated as anonymous. The principles of privacy and confidentiality are also 

informed to them. For instance, for privacy issues, respondents are informed 

prior to engagement in the data collection process. By participating in the 

survey, they agreed to take part in this research. Participants were allowed to 

withdraw at any time during the data collection process, even after completing 

the survey. They were as well informed that their participation was voluntary 

and they assured that any data gathered would remain anonymous. All of the 

information collected about the participants is kept strictly confidential. No 

information on specific individuals completing the surveys are identified in any 

report or publication that arises from this research thesis.  

 

The data and consent forms will be stored for ten years according to the 

University of Bradford standard research practice. Since this study utilises a 

paper survey, all of the data are kept in the researcher’s locked filing cabinet. 

At the end of ten years, all of the questionnaires, and data will be eliminated. 

Also, the electronic data will be destroyed by having it deleted permanently 

from the system.  

 

4.10 The procedure of data collection 

 

After the modification of the questionnaire had been made based on pre-test 

arguments and suggestions, the actual data was ready to be collected. The 

questionnaires were distributed to the selected hotels between May 2018 and 

August 2018. Table 4.7 showed in-details the procedure in collecting the data 

for this study. 
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Table 4.7: Procedure of the data collection 
Step Action(s)  Tool(s) 

1 Selection of the hotel to conduct a survey. 
 
• 14 hotels that have received the award from 

ASEAN Green Hotel Standard. 
• At least 16 more hotels are selected, which are 

located in the same region with the awarded 
hotels. 

• List of hotels that received 
the ASEAN Green Hotel 
Standard for 2014 & 2016 
and their addresses. 

• Nearby hotels registered 
with the Malaysian 
Association of Hotel. 

2 Contact the person in charge to ask for 
permission. 
• Two approaches were used to contact the 

selected hotels, which were: 
i. In-person method. 
ii. Over the phone method. 

• The cover letter was presented to those selected 
hotels. 

• At the same time, the researcher explained in 
detail on the following issues: 
i. The purpose of data collection, types of 

questions asked. 
ii. Number of employees expected to be 

surveyed,  
- The minimum number is 10 employees. 
- The maximum number is 30 

employees. 
iii. The appropriate place to do the survey,  

- At the employee’s working area or, 
- At any place designated by the 

employer. 
iv. Time to conduct the survey, 

- Break time, lunchtime or, 
- Any time designated by the employer 

v. Expected time for each employee to 
complete the survey, 
- 15 to 20 minutes per employee. 

vi. The confidential information of the data 
obtained. 

• Several copies of the cover 
letter for the hotel. 

• Telephone numbers for the 
hotel that will be contacted 
over the phone. 

3 Appoint enumerator for certain hotel. 
• An enumerator was assigned to the hotels that 

are contacted over the phones and agreed to 
take part in this survey. 

• A briefing was given to the enumerators on the 
procedure to collect the data and also on the 
ethical aspect. 

• Name of potential 
enumerators. 

• Address of those 
enumerators. 

• The contact number of the 
enumerators. 

4 Distribute the cover letter to a potential 
participant. 
• The cover letter consists of information such as  

i. The purpose of data collection, 
ii. The expected time to complete the 

survey,  
iii. Their rights to withdraw from the survey, 
iv. The confidential issue regarding their 

involvement in this survey. 

• Several copies of the cover 
letter for the participant. 

 

5 Provide a questionnaire to those who agree to 
take part. 
• Respondents were requested to complete the 

questionnaire once it was given to them to 
prevent the participants from answering it during 
their working hour. 

• Questionnaire  
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4.11 Data analysis tools 

 

This study employed the Structural Equation Modelling (SEM) for the data 

analysis due to its ability to statistically test the questions. In addition, the 

structural equation modelling is claimed as a powerful quantitative data 

analytical technique which estimated and tested theoretical relationships 

between latent and observed variables, and it can also combine the regression 

and factor analysis at a time (Tabachnick and Fidell 1996). Furthermore, the 

structural equation modelling is also a path analytical method for handling 

multiple relationships and assessing relationships from the exploratory 

analysis to the confirmatory analysis (Hair et al. 2007).  

 

Moreover, the structural equation modelling has become an important and 

favourable technique in green research and has been used to address the key 

factors of green behavioural intention (Kun-Shan and Yi-Man 2011; Chen and 

Tung 2014; Teng 2015); green adoption in the workplace (Chou 2014; Afsar 

et al. 2016; Graves and Sarkis 2018). Finally, this statistical tool had also 

widely been used in testing the predictors in the theory of planned behaviour 

(Wang and Ritchie 2012; Chen and Knight 2014; Gao et al. 2017). 

 

The benefit of using the structural equation modelling is that it takes into 

account the measurement error (Raykov and Marcoulides 2006) and it can 

also test the complex relationships between one or more independent 

variables and one or more dependent variables (Byrne 2010). Hair et al. (2010) 

had emphasised the importance of testing multiple interrelated dependence 

relationships in one model because the interrelated relationships indicate that 

the dependent variable in the path might be the independent variable in 

another equation. Therefore, this current study used SPSS 25 for data input 

and AMOS to analyse the data.  

 

The process of analysing in the structural equation modelling involves two 

steps, which are measurement model and structural model. The measurement 

model is developed to test the fit and construct validity by using the 

confirmatory factor analysis. Once the satisfactory measurement model is 



 107 

obtained, then, the second step, the structural model focus to test the 

relationships between constructs.  

 

 

4.11.1 Measurement model - Confirmatory factor analysis 
 

Measurement model shows how well the indicator variables of theoretical 

constructs relate to one another, and it is measured using confirmatory factor 

analysis. Confirmatory factor analysis is the step to determine how well the 

constructs are measured by the indicators (Gallagher and Brown 2013). Thus, 

confirmatory analysis enables the study to confirm whether or not the 

theoretical measurement model is valid before the constructs could be further 

used for hypotheses testing (Hair et al. 2010). One way to test the validity of 

the measurement model is by searching for the acceptable levels of goodness-

of-fit. Goodness-of-fit measured how well the specified model reproduces the 

observed covariance matrix among the indicator items (Hair et al. 2010). There 

are three general groups of goodness-of-fit, namely absolute measure, 

incremental measure, and parsimony fit measure.  

 

1) Absolute Fit Indices 

Absolute fit indices determine how well a measurement model fits the 

sample data (McDonald and Ho 2002) and demonstrates which proposed 

model has the most superior fit (Hooper et al. 2008). This measure 

provides a basic assessment of how well the theory fits the sample data 

(Hair et al. 2010). Most of the structural equations modelling programs 

provide many different absolute fit indices, but the most widely used fit 

indices are X2 statistic, goodness-of-fit (GFI), root mean square error of 

approximation (RMSEA), root mean square residual (RMR), 

standardized root mean square residual (SRMR), and normed chi-

square.  
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2) Incremental Fit Indices 

Incremental fit indices compare the chi-square value to a baseline model 

(Hooper et al. 2008). Thus, this indices assess how well the estimated 

model fits related to the alternative baseline model referred to as a null 

model (Hair et al. 2010). For these models, the null hypothesis is that all 

variables are uncorrelated (McDonald and Ho 2002). Since this indices 

compared the model fits with another model, it is also known as 

comparative fits indices. Some of the most widely used incremental fit 

measures are normed fit index (NFI), Tucker Lewis Index (TLI), and 

comparative fit index (CFI). 

 

3) Parsimony fit indices 

This indices is designed to provide information about which model among 

a set of competing model is the best based on its complexity (Hair et al. 

2010). More complex models are expected to fit the data better. Although 

the parsimony fit indices can provide useful information in evaluating the 

competing model, it should not be relied by itself (Hair et al. 2010). The 

most widely used index for parsimony fit indices is adjusted goodness of 

fit index (AGFI) and parsimony normed fit index (PNFI). 

 

According to Hair et al. (2010), the measurement model is considered 

achieved the goodness-of-fit if at least one fit indices from Absolute Fit Indices 

(AFI) is achieved and one fit indices from Incremental Fit Indices (IFI) is 

achieved. Table 4.8 provides some guidelines for the fit indices cut-off values. 

The cut-off values are based primarily from the previous research. 
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Table 4.8: Cut-off values for fit indices 
Fit Indices Cutoff Values 
Absolute Fit Indices (AFI) 
Relative Chi-square, c2/df 
(CMIN/DF) 

2:1 (Tabachnick et al. 2007) (<2) 
3:1 (Hair et al. 2010; Kline 2011) (<3) 

Root Mean Square Error of 
Approximation (RMSEA) 

< 0.08 (Bryne 2001; Schumacker and Lomax 2010; 
Kline 2011) 
0.03 < RMSEA <.0.08 (Hair et al. 2010) 

Standardized Root Mean 
Square Residual (SRMR) < 0.08 (Hu and Bentler 1999) 

Incremental Fit Indices (IFI) 

Comparative Fit Index (CFI) > 0.90 (Bryne 2001; Hair et al. 2010; Schumacker and 
Lomax 2010; Kline 2011) 

Bentler-Bonett Normed Fit 
Index (NFI) 

> 0.90 (Bryne 2001; Hair et al. 2010; Schumacker and 
Lomax 2010; Kline 2011) 

Tucker-Lewis Index (TLI) > 0.90 (Bryne 2001; Hair et al. 2010; Schumacker and 
Lomax 2010; Kline 2011) 

Parsimony Fit Indices (PFI)  

Parsimony Normed Fit Index 
(PNFI) > 0.60 (Garson 2009) 

PCFI > 0.60 (Garson 2009) 
  

 

4.11.2 Structural model 
 

After establishing a satisfactory measurement model using confirmatory factor 

analysis, then specifying structural equation models could be started 

(Gallagher and Brown 2013). For this purpose, the measurement model is 

transformed into a structural model. A structural model represents the theory 

with a set of structural equations and the interrelationships of variables 

between constructs (Hair et al. 2010). Specifically, structural model can test 

hypotheses regarding the presence or absence of regression effects among 

the latent variables, test the models that involve the estimation of indirect 

effects to evaluate mediation effects, test the models that involve the 

estimation of interaction effects to evaluate moderation hypotheses, or test the 

models that involve the specification of complex patterns of longitudinal growth 

such as latent growth curve models (Preacher et al. 2008).  

 

The transition from a measurement model to a structural model is done by 

showing a structural relationship. The structural relationship between two 

constructs is represented empirically by the structural parameter estimate, also 

known as path estimate and represented by a single-headed arrow in the 
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model. In the structural model, the constructs are distinguished between 

exogenous and endogenous. The exogenous constructs are similar to 

independent variables, and the endogenous constructs are similar to 

dependent variables (Schreiber et al. 2006). Thus, the theory is tested by 

examining the effect of exogenous constructs on endogenous constructs.  

 

 

4.12 Conclusion 

 

This chapter describes the methodology employed by this study. This study is 

considered as a positivism stance. Then, as a positivist, this study employs a 

quantitative method. The population and unit of analysis for this study consist 

of employees working at the Malaysian hotels. In order to capture a large 

sample, a questionnaire was adopted as a data collection method. Then, the 

measurement of the constructs for this questionnaire was developed based on 

several previous works in the same area. This questionnaire was first pre-

tested by research experts and hotel employees to find flaws and modification 

is made according to the feedback given. Finally, the data obtained through 

the questionnaire will be analysed using structural equation modelling. The 

result of the data analysis will be discussed in the next chapter. 
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CHAPTER 5 

DATA ANALYSIS AND RESULTS 

 

5.1 Introduction 

 

This chapter examines the results of the study. The analyses were obtained 

using both descriptive and inferential statistics. Firstly, the response rate and 

non-response bias were checked before further analysis to ensure that the 

data obtained did not violate any assumptions. Then, the sample 

demographics, as well as characteristics of respondents and hotels, was 

described. The analysis continued with preliminary analysis to check for any 

outliers and normality issues. Then, this chapter will review and discuss the fit 

indices in the structural equation modelling using AMOS. Before testing the 

hypotheses, this chapter will examine the reliabilities and relevant validities of 

the constructs. Finally, this chapter will test the hypotheses to find a possible 

relationship between constructs using the structural equation modelling.  

 

 

5.2 Response rate 

 

The data collection through the questionnaire distribution was conducted for a 

period of 3 months from June 2018 to August 2018. The unit of analysis in this 

study is an individual employee. The listing from ASEAN Green Hotel Standard 

and Malaysian Association of Hotel provides the sampling frame for the target 

population. After contacting all 14 hotels in ASEAN Green Hotel Standard, 7 

of these hotels agreed to participate. Meanwhile, for the non-green hotels, 26 

hotels permitted the collection of the data at their hotel. For the green hotel, 30 

questionnaires were distributed per hotel, while for the non-green hotels, 20 

questionnaires were distributed per hotel. The differences in the number of 

questionnaire distributed between the green hotel and non-green hotel are 

mainly because the number of green hotel is smaller than the non-green hotel. 

Thus, to ensure that the responses between the green and non-green hotel 

employees were more or less the same, the number of questionnaires sent to 
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green hotel was increased. A summary of the response rate is illustrated in 

Table 5.1. 

 
Table 5.1: Response rate 
Description Result 
Total sent 730 
     Green hotel 210 
     Non-green hotel 520 
Total returned 413 
Unusable 6 
Usable 407 
Overall response rate 56.58% 
Usable response rate 55.75% 

 

After sending 730 questionnaires to those selected hotels, this study received 

413 responses. However, 6 respondents had not given their answers on more 

than 50% of the survey items. After excluding those invalid responses, the 

remaining 407 responses were retained, which represented a valid response 

rate of 55.75 percent.  

 

 

5.3 Non-response bias 

 

During the three months of data collection, early and late responses were 

registered; thus, the effect of response bias on the final results can be 

evaluated. Non-response bias is identified as the difference between the 

answers of respondents and non-respondents in the survey questions. 

Amstrong and Overton (1977), suggested that the testing of non-response bias 

could be effectively done through the comparison between early and late 

respondents. Thus, this study will apply this method to test and confirm that 

the non-response bias would not affect the study.  

 

For early response, this study used 30 responses that replied to the earliest 

and the other 30 responses who replied the latest. The differences in the 

demographic data which were considered as categorical data were analysed 

using Chi-square in Crosstabulation. Meanwhile, this study used the 

independence sample t-test to examine the differences in the independent and 
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dependent variables which were obtained through Likert scales (continuous 

data). The non-response bias was analysed using SPSS version 25. 
 
Table 5.2: Table of chi-square test for early response and late response 

Variable Categories Early 
response 

Late 
response 

X2 Sig. 

Age of 
respondents 

Below 25 years old 7 7 0.511 0.774 
21 – 40 year old 19 17 
41 years old and above  4 6 

Gender Male  18 15 0.606 0.436 
Female 12 15 

Race Malay  20 25 4.533 0.209 
Chinese 2 3 
Indian 7 2 
Others  1 0 

Education’s 
level 

Primary/Secondary 
School 

21 13 5.732 0.057 

University’s Diploma 7 9 
Bachelor’s Degree and 
above 

2 8 

Working 
experience 

Less than 2 years 8 15 2.423 0.298 
2 – 5 years 6 8 
More than 5 years 8 5 

 

 

Table 5.2 contains the result for the differences between early response and 

late response for the demographic characteristics. From the result obtained, it 

could be seen that there were no significant differences in the demographic 

characteristics among the early and late responses (p < 0.05). This had 

suggested that the non-response bias was not presented in terms of the 

demographic characteristics of this study. Then, the non-response bias 

continued with testing the differences between independent and dependent 

variables for the early and late responses. Table 5.3 shows the result of the 

independence sample t-test for all continuous variables. 

 
Table 5.3: Table of independent samples t-test for early response and late response  

Variable  
Mean p-value t-value 

Early 
response 

Late 
response 

Attitude for engaging in a green 
behaviour 

12.0667 9.9433 0.121 1.575 

Subjective norm 11.0958 9.4833 0.183 1.349 
Perceived behavioural control 3.3708 3.2833 0.713 0.370 
Organisational commitment 3.5000 3.3593 0.547 0.606 
Employee’s pro-environmental 
behaviour at home 

3.5424 3.4182 0.582 0.554 

Employee’s intention to adopt green 
practices  

3.4667 3.5500 0.720 - 0.360 
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From table 5.3, it could be seen that the results of the independent samples t-

test for early response and late response also showed that none of these 

independent and dependent variables had a significant difference between 

early and late response (p < 0.05). Therefore, based on the result from the 

Chi-square and independent sample t-test, it is concluded that there is no non-

response bias due to the early and late responses in this study. 

 

 

5.4 Descriptive analysis 

 

The data analysis of this study continued with the descriptive analysis. For this 

study, the descriptive analysis is used to describe the respondent’s 

demographic characteristics such as the type of hotel, age, gender, working 

experience (current hotel), ethnicity and education level. The summary of the 

descriptive analysis is shown in table 5.4. 

 
Table 5.4: Demographic characteristics of the respondents 

Respondent’s profile Range 
Frequencies 

N = 407 Percentage 
(%) 

Types of hotel Green awarded hotel 138 33.9 
 Non-green awarded hotel 269 66.1 
Age Below 25 years old 132 32.4 
 26 – 40 year old 213 52.3 
 41 years old and above  59 14.5 
 Unknown 3 0.7 
Gender Male 209 51.4 
 Female 194 47.7 
 Unknown 4 1.0 
Race Malay 297 73.0 
 Chinese 49 12.0 
 Indian 43 10.6 
 Others 16 3.9 
 Unknown 2 0.5 
Education’s Level Primary/Secondary School 184 45.2 
 University’s Diploma 134 32.9 
 Bachelor’s Degree and 

above 
84 20.6 

 Unknown 5 1.2 
Working experiences in 
the current hotel 

Less than 2 years 145 35.6 
2 – 5 years 122 30.0 
More than 5 years 90 22.1 
Unknown 50 12.3 
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Hotel characteristics are an integral part of the analysis to categorise the 

participating employees. However, as noted earlier, only 14 of the hotels in 

Malaysia had received the ASEAN Green Hotel Standard. Therefore, it could 

possibly affect the number of respondents involved in this survey. From the 

statistics in Table 5.4, the number of respondents from the green hotel was 

much lower compared to respondents from the non-green hotel. There is only 

33.9 percent of respondents (n=138) from the green hotel, while the number 

of respondents from the non-green hotel is doubled with a percentage of 66.1 

percent (n=269). 

 

Besides that, table 5.4 also showed that the range of age of the respondent 

was found to be from below 25 years old to above 41 years old. If the quartile 

value is to be considered, 32.4 percent are below 25 years of age (n=132), 

whereas a large number of respondents are 26 to 40 years of age in the 

sample. The lowest age of respondents working in this industry is above 41 

years old, or only 14.5 percent of the total respondents (n=59). An interesting 

feature of this data is that the majority of employees working in the Malaysian 

hotel industry are from a group of young employees. Meanwhile, 51.7 percent 

(n=209) of the employed workers  are men and the rest, 47.7 percent (n=194), 

are women. It showed that quite an equal number of male and female are 

working in this industry. Unfortunately, there 1.0 percent of the respondent 

(n=4) chose not to state their gender preference.  

 

Ethnicity is an important variable in the Malaysian social situation, whereby the 

variable could affect any social or economic phenomenon, and globalisation is 

also not an exception to it. Hence, this study aims at investigating the ethnicity 

of the respondents. Data related to the ethnicity of the respondents are also 

presented in table 5.4. It is quite clear that out of the total respondents 

investigated for this study, an overwhelming majority 73.0 percent of them 

(n=297) were Malay, whereas about 12.0 (n=49) and 10.6 percent (n=43) were 

Chinese and Indian. In a Malaysian 2017 population projection, Malay has 

recorded the highest percentage with 68.6 percent, followed by Chinese 

(23.4%), Indians (7.0%) and others (1.0%). Therefore, it is logical that from the 

given sample very few respondents are Chinese, Indian and others, due to an 
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unavoidable and a unique population of Malaysia and not because of the effect 

of any types of job for this study.  

 

Meanwhile, education is one of the most important characteristics that might 

affect a person’s attitudes and the way of looking into and understanding any 

particular social phenomena. Thus, the response of an individual might be 

determined by his educational status, and therefore, it becomes imperative to 

know the educational background of the respondents. Hence the variable 

‘Educational level’ was investigated in this study, and the data about education 

is presented in table 5.4. From the table, it showed that about 78.2 percent of 

the respondents (n=134) were educated up to diploma level and relatively 

lesser number of them, 20.6 percent (n=84) were educated up to the 

bachelor’s degree and above. It could be seen that the number of respondents 

attaining higher education was very few. It can be concluded that from table 

5.4 above, by and large, the respondents were progressive in education, but 

they were still far away from higher education.  

 

Considering that one of the objectives of the data collection stage is to 

determine the respondent’s intention to adopt green practices in the hotel 

industry, it is only relevant that the respondents are asked of the number of 

years they have been working in their current hotel. This information is crucial 

to see if there is any difference in the respondent’s intention to adopt green 

practices. The results have shown that more than half of the respondents have 

only been working at their current hotel for not more than 5 years, with the 

largest group of respondents, 65.6 percent (n=267) working for not more than 

5 years. The detailed results for this question are shown in the following table 

5.4. It can be seen from the results that there is a high turnover for the hotel 

industry in Malaysia, as employees tend to change jobs within the industry 

after a number of years. This could be due to the nature of the hotel industry, 

which showed a high turnover rate. The percentage of respondents working in 

a hotel for more than 5 years is significantly less compared to the first 2 groups. 

 

Employee’s position in the organisation does have a bearing on his/her 

personality and also the ways they are looking at the situation around him/her. 
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Besides that, the quality of life is also determined by an employee and the 

incomes they derive from it. A position of an individual also socialises him/her 

in a particular fashion, which in turn reflects his/her pattern of behaviours and 

his/her level of understanding of a particular phenomenon. Although all the 

respondents have knowledge about the green practices, they hold positions at 

various levels within the hotels. This offers sufficient coverage of the views of 

persons from a range of positions and a spread of knowledge within their 

workplace. A summary of respondents’ current position is shown in table 5.5. 

 
Table 5.5: Respondent’s current position in their hotel 

Position Frequency (N = 
407) 

Percentage 
(%) 

Manager 21 5.2 
Assistant manager 11 2.7 
Executive/officer 29 7.1 
Supervisor 22 5.4 
Coordinator  5 1.2 
Advisor 1 0.2 
Clerk 19 4.7 
General worker/assistant staff/operator 49 12.0 
Administration 11 2.7 
Chef/Kitchen helper 12 2.9 
Cleaner/housekeeping staff/Bellman/pool 
attendant 

40 9.8 

Despatch 1 0.2 
Gardener  3 0.7 
Receptionist 13 3.2 
Technician 3 0.7 
Waiter/waitress/steward 25 6.1 
Security 17 4.2 
Internship/trainee 10 2.5 
Unknown 115 28.3 

 

 

From table 5.5, it is shown that about 12.0 percent of the total respondents 

(n=49) were employed as a general worker, staff’s assistant and also operator 

whereas nearly about 9.8 percent of the respondents (n=40) were cleaner, 

housekeeping staff, bellman and also pool attendant. Meanwhile, there was 

quite a large number of respondents engaged at the managerial level as a 

manager, assistant manager, executive, supervisor, coordinator and also 

advisor, which was 21.8 percent (n=89). Meanwhile, there was a large number 

of the respondent (28.3%) that fell under in the category of unknown. However, 

not all of the respondents that were in this category had left the question about 

their position blank; some of them only used abbreviations which meanings 
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were difficult for the researcher to figure out, while others mentioned only their 

department without stating their position in that particular department. The 

results of unknown respondents are shown in table 5.6 below. 

 
Table 5.6: Distribution of unknown respondents 

Category Frequency (N = 
115) 

Percentage 
(%) 

Leave it blank 36 31.3 
Use unknown abbreviation 3 2.6 
Only state the department they are currently at   

• Front office and Housekeeping 31 26.9 
• Food and Beverage 11 9.6 
• Management 17 14.8 
• Maintenance 10 8.7 
• Sales and Marketing 4 3.5 
• Event  3 2.6 

 

From this table, it could be seen that only 31.3 percent of the respondents did 

not fill in their positions. For others, 2.6 percent of the respondents (n=3) used 

an abbreviation that could not be understood, and 66.1 percent of the 

respondents (n=76) only mentioned the department they were attached to or 

their job scope, where most of them were from the front office and 

housekeeping department. 

 

 

5.5 Common method variance 

 

Considering the nature of this research and the item characteristic effects, 

common method bias might be a thread and need to take into consideration 

(Zhu et al. 2013). Common method variance is essential when research used 

self-report surveys to collect the overall data from the same participants. These 

surveys usually provide the questions that are used to measure the 

independent and also dependent variables in the data analysis. However, 

according to Jakobsen and Jensen (2015), the estimated impact of one 

variable on another variable is at risk of being biased due to common method 

variance which is the systematic variance shared among the variables. 

Common method variance is defined as “the systematic error variance that is 

shared among variables which are measured with the same source or method” 

Richardson et al. (2009). Reio (2010) stated that common method variance 
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could affect the validity of the conclusions about the association of the 

constructs and creates the systematic bias in a study either by inflating or 

deflating the correlations. Additionally, common method biased could also 

create a false internal consistency which is an apparent correlation between 

the variables created by their common source (Tehseen et al. 2017). 

Therefore, common method bias is often a problem and researchers are 

required to control it through all possible ways (Podsakoff et al. 2003). 

 

Harman’s single factor test is considered as one of the most commonly used 

technique to determine common method variance.  A Harman’s single factor 

analysis is a post hoc procedure that is conducted after data collection to check 

whether a single factor is accountable for variance in the data (Chang et al., 

2010). By using this method, all items from every construct are loaded into an 

exploratory factor analysis to check whether one single factor emerges or 

whether single general factor results to the majority of the covariance among 

the measures. If the result shows no single factor emerges and accounts for 

the majority of the covariance, this means that common method variance is 

not an issue in the study (Chang et al. 2010). This test is done by using 

principal axis factoring analysis in SPSS. Thus, before conducting the 

structural analysis, Harman’s single factor test was performed to assess the 

common method bias.  

 

The results indicated that all the measure items could be divided into six factors 

and accounting for 71.54 percent of the variance. The first factor explained 

53.75 percent of the variance, which only slightly above the benchmark value 

of 50.0 percent (Harman 1976). The results indicated that the common method 

bias might not be a serious problem in this study. 
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Table 5.7: Total variance explained 

Factor 
Initial Eigenvalues Extraction Sums of Squared Loadings 

Total % of Variance Cumulative % Total % of Variance Cumulative % 
1 26.070 54.313 54.313 25.801 53.753 53.753 
2 3.290 6.855 61.168 3.010 6.270 60.023 
3 2.260 4.708 65.876 1.926 4.013 64.037 
4 1.910 3.979 69.855 1.642 3.421 67.458 
5 1.469 3.061 72.916 1.266 2.637 70.095 
6 1.032 2.149 75.065 .693 1.443 71.538 
7 .896 1.867 76.932    
8 .813 1.695 78.626    
9 .783 1.630 80.257    
10 .654 1.363 81.619    
11 .602 1.255 82.874    
12 .546 1.137 84.011    
13 .510 1.063 85.074    
14 .475 .990 86.064    
15 .418 .871 86.935    
16 .396 .826 87.761    
17 .387 .806 88.567    
18 .352 .734 89.301    
19 .343 .714 90.015    
20 .317 .660 90.676    
21 .300 .626 91.301    
22 .273 .568 91.869    
23 .255 .532 92.401    
24 .249 .518 92.919    
25 .234 .488 93.408    
26 .230 .480 93.887    
27 .214 .447 94.334    
28 .212 .441 94.775    
29 .206 .428 95.203    
30 .199 .415 95.618    
31 .194 .404 96.022    
32 .179 .373 96.395    
33 .171 .356 96.751    
34 .170 .354 97.105    
35 .153 .319 97.425    
36 .149 .310 97.735    
37 .138 .288 98.023    
38 .129 .269 98.292    
39 .126 .264 98.556    
40 .113 .234 98.790    
41 .105 .220 99.010    
42 .101 .210 99.220    
43 .087 .182 99.402    
44 .080 .166 99.568    
45 .068 .142 99.710    
46 .058 .120 99.830    
47 .044 .093 99.923    
48 .037 .077 100.000    
Extraction Method: Principal Axis Factoring. 
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5.6 Preliminary analysis  

 

Then, the data analysis continues with the inferential analysis. The first step 

before the statistical data analysis is to conduct the preliminary analysis for the 

variables that have been studied. The objectives of the preliminary data 

analysis are to amend the data to prepare it for further analysis, describe the 

key features of the data, and summarise the results. Data examination might 

take some times, but it is crucial in any analysis, despite it being overlooked 

often. The objective of these data examination is to reveal what is not apparent, 

as it is to portray the actual data because the hidden effects are easily 

overlooked. For instance, the existence of outliers will not be apparent; but 

they can affect the results significantly.  

 

Meanwhile, the violation of statistical assumption may cause biases or non-

significance in the result that cannot be distinguished from the true results. 

Different statistical models assume different things, and if the results of this 

study are going to reflect reality accurately, then these assumptions need to 

be true. Topics covered in this section include outliers and normality test. This 

section continues with the factor analysis and reliability test for each construct.  

 

 

5.6.1 Assessment of normality 
 

The most fundamental assumption in the multivariate analysis is normality, 

referring to the shape of the data distribution for an individual metric variable 

and its correspondence to the normal distribution. If the variation from the 

normal distribution is sufficiently large, all resulting statistical tests are invalid 

because normality is required if the study decides to use the F and t statistics 

for their analysis. Normality in the data is often a conventional assumption in 

the estimation process (Bai and Ng 2005). Data distribution with either a highly 

skewed nature or with high kurtosis is indicative of non-normality, which has 

random effects on specification or estimation (Hall and Wang 2005). This non-

normality may exist due to the presence of outlier cases in the data set. Two 

measures, kurtosis and skewness, could be used to describe the shape of any 



 122 

distribution. Kurtosis refers to the “peakedness” and “flatness” of the 

distribution compared with the normal distribution. Meanwhile, kurtosis refers 

to the height of the distribution, and skewness is used to describe the balance 

of the distribution; it is unbalanced if shifted to the one side (right or left) or it is 

centered and symmetrical with about the same shape on both sides (Hair et 

al. 2010). Table 5.7 below shows the results of kurtosis and skewness 

analysed using SEM by AMOS. 

 
Table 5.8: Result of skewness and kurtosis 

Variable min max skew c.r. kurtosis c.r. 
INTENTION 2 1.000 5.000 -0.572 -4.708 0.238 0.980 
INTENTION 1 1.000 5.000 -0.473 -3.893 -0.311 -1.282 
PBC 1 1.000 5.000 -0.530 -4.367 -0.093 -0.383 
PBC 2 1.000 5.000 -0.291 -2.396 -0.464 -1.910 
PBC 3 1.000 5.000 -0.450 -3.706 -0.086 -0.355 
PBC 4 1.000 5.000 -0.337 -2.779 -0.314 -1.293 
PBC 5 1.000 5.000 -0.332 -2.733 -0.228 -0.939 
PBC 6 1.000 5.000 -0.208 -1.715 -0.352 -1.452 
PBC 7 1.000 5.000 -0.323 -2.657 -0.117 -0.481 
PBC 8 1.000 5.000 -0.348 -2.866 -0.160 -0.660 
Subjective Norm 1 1.000 25.000 -0.016 -0.133 -0.244 -1.004 
Subjective Norm 2 1.000 25.000 0.188 1.548 -0.188 -0.773 
Subjective Norm 3 1.000 25.000 0.203 1.676 -0.102 -0.422 
Subjective Norm 4 1.000 25.000 0.242 1.990 -0.447 -1.841 
Subjective Norm 5 1.000 25.000 0.356 2.931 -0.351 -1.445 
Subjective Norm 6 1.000 25.000 0.328 2.701 -0.428 -1.761 
Subjective Norm 7 1.000 5.000 -0.531 -4.375 0.364 1.500 
Subjective Norm 8 1.000 5.000 -0.499 -4.108 0.012 0.049 
Attitude 1 1.000 25.000 0.083 0.687 -0.308 -1.269 
Attitude 2 1.000 25.000 0.076 0.630 -0.236 -0.974 
Attitude 3 1.000 25.000 0.030 0.251 -0.244 -1.004 
Attitude 4 1.000 25.000 0.131 1.077 -0.171 -0.703 
Attitude 5 1.000 25.000 0.124 1.022 -0.324 -1.335 
Attitude 6 1.000 25.000 0.161 1.329 -0.331 -1.361 
Attitude 7 1.000 25.000 0.153 1.261 -0.271 -1.117 
Attitude 8 1.000 25.000 0.089 0.736 -0.293 -1.208 
Attitude 9 1.000 5.000 -0.667 -5.491 0.197 0.812 
Attitude 10 1.000 5.000 -0.603 -4.964 0.435 1.791 
PEBH 1 1.000 5.000 -0.485 -3.995 -0.240 -0.988 
PEBH 2 1.000 5.000 -0.445 -3.664 -0.002 -0.010 
PEBH 3 1.000 5.000 -0.560 -4.613 0.053 0.217 
PEBH 4 1.000 5.000 -0.522 -4.300 0.002 0.009 
PEBH 5 1.000 5.000 -0.516 -4.250 -0.106 -0.436 
PEBH 6 1.000 5.000 -0.694 -5.716 0.078 0.320 
PEBH 7 1.000 5.000 -0.775 -6.381 0.297 1.221 
PEBH 8 1.000 5.000 -0.585 -4.817 -0.260 -1.070 
PEBH 9 1.000 5.000 -0.551 -4.536 -0.292 -1.204 
PEBH 10 1.000 5.000 -0.722 -5.945 -0.007 -0.028 
PEBH 11 1.000 5.000 -0.742 -6.112 0.047 0.192 
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Variable min max skew c.r. kurtosis c.r. 
Commitment 1 1.000 5.000 -0.486 -4.004 -0.245 -1.010 
Commitment 2 1.000 5.000 -0.425 -3.504 -0.303 -1.248 
Commitment 3 1.000 5.000 -0.455 -3.750 -0.022 -0.092 
Commitment 4 1.000 5.000 -0.451 -3.712 0.058 0.239 
Commitment 5 1.000 5.000 -0.495 -4.074 0.122 0.503 
Commitment 6 1.000 5.000 -0.420 -3.460 0.088 0.363 
Commitment 7 1.000 5.000 -0.308 -2.537 -0.091 -0.376 
Commitment 8 1.000 5.000 -0.302 -2.486 -0.032 -0.132 
Commitment 9 1.000 5.000 -0.503 -4.141 0.111 0.456 
Multivariate      960.244 139.807 

 

From table 5.8, the skew column contains univariate skewness and kurtosis 

statistics. The c.r. column means critical ratios. The critical ratios are formed 

by taking the ratio of the estimate (for skew or kurtosis) to its standard error. 

This ratio is distributed as a “unit normal variate” or z-score. Adopting a 

conventional alpha of .05, then a c.r. < -1.96 or > 1.96 for a given test may be 

an indicator of departure from normality. However, Kline (2011) claimed that it 

could be easy to reject the null hypothesis of consistency with the normal 

distribution when using a large-sample procedure, such as SEM. As such, one 

might adopt a more descriptive approach towards assessing normality. 

Therefore, Byrne (2016) adopted a kurtosis value of > 7 as indicating a more 

substantial departure from normality. Similarly, Kline (2011) also suggested 

that kurtosis values ranging from 8 – 20 may be taken as indicating an extreme 

level of kurtosis. The author also suggested that skewness values greater than 

3 (in absolute value) may be indicative of more extreme levels of skew. Finney 

and DiStefano (2006) also suggested that the cut-off values of 3 for univariate 

skewness and 7 for univariate kurtosis have been proposed for the departure 

of non-normality. Based on the rules of thumb suggested by Kline (2011), and 

Finney and DiStefano (2006), all the variables appear to be below 3 for the 

skewness absolute value and 7 for the kurtosis absolute value. Based on these 

rules of thumb, an inspection of the assessment of normality table shows that 

all the variables are thus normally distributed. None of the variables exceeds 

the value of 3 for skewness and 7 for kurtosis. 
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Then, the multivariate kurtosis is analysed. The multivariate kurtosis is utilised 

to assess whether or not the data are departing substantially from the 

multivariate normality. The critical ratio and the previous rules of thumb can be 

applied to addressing the question of whether or not the data depart 

significantly from the multivariate normality. Byrne (2016), suggested that 

multivariate kurtosis values > 5 can be treated as indicative of the departure 

from multivariate normality. By both methods, it is quite clear that the variables 

in this analysis reflect a significant departure from multivariate normality. 

However, large samples will give rise to small standard errors and therefore, 

when sample sizes are big, significant values arise from even small deviation 

from normality. If the study has a large sample, it is more important to look at 

the shape of the distribution visually and to look at the value of the skewness 

and kurtosis statistics rather than at the significant value (Field 2005). Besides 

that, Hair et al. (2010) also emphasize the sample sizes effect on the normality 

test. According to them, in small samples less than 50 observations, and 

especially if the sample size is less than 30, significant departures from 

normality can have a substantial impact on the result. However, for a large 

sample size (200 or more), the same effect may be unimportant. Therefore, in 

most instances, as the sample size becomes large, the researcher can be less 

concerned about the non-normal variables. 

 

 

5.6.2 Assessment of outliers 
 

Then, a preliminary analysis is continued with the identification of outliers. 

Outliers are observations with a unique combination of characteristics 

identifiable as distinctly different from the other observations (Hair et al. 2010). 

Typically, it is judged to be unusually high or low values on a variable or a 

unique combination of values across several variables that make the 

observation stand out from the others. Outliers can be classified into one of 

four classes based on the source of their uniqueness: (1) procedural error, 

such as a data entry error or a mistake in coding, (2) extraordinary event, which 

accounts for the uniqueness of the observation, (3) extraordinary observations, 

whereby a unique and markedly different profile emerges, and (4) unique in 
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their combination of values across the variables (Hair et al. 2010). 

Mahalanobis distance is one of the methods used to identify outliers for the 

statistical analysis using SEM by AMOS. Mahalanobis distance is a distance 

measure of given observation from the centroid (i.e. multivariate mean) for the 

variable included in this analysis. Cases with Mahalanobis d-squared values 

are more likely to be multivariate outliers. According to Kline (2011), 

Mahalanobis d-squared is “distributed as a central chi-square statistic with 

degrees of freedom equal to the number of variables”. Kline recommends a 

more conservative p-value, such as p< 0.001 when testing for statistical 

significance. 
 
Table 5.9: Result of Mahalanobis d2 

Observation 
number 

Mahalan
obis d-

squared 
p1 p2 Observation 

number 

Mahalan
obis d-

squared 
p1 p2 

237 180.194 0.000 0.000 252 86.901 0.00 0.00 
251 156.880 0.000 0.000 241 86.852 0.001 0.000 
157 146.493 0.000 0.000 56 86.425 0.001 0.000 
178 139.583 0.000 0.000 167 85.678 0.001 0.000 
81 128.947 0.000 0.000 250 85.585 0.001 0.000 
311 124.888 0.000 0.000 83 85.290 0.001 0.000 
103 124.148 0.000 0.000 406 85.125 0.001 0.000 
238 123.316 0.000 0.000 169 84.271 0.001 0.000 
171 121.826 0.000 0.000 134 82.961 0.001 0.000 
108 121.499 0.000 0.000 334 82.861 0.001 0.000 
117 119.887 0.000 0.000 71 81.898 0.002 0.000 
32 118.444 0.000 0.000 231 81.868 0.002 0.000 
254 118.210 0.000 0.000 337 81.860 0.002 0.000 
229 114.341 0.000 0.000 335 80.853 0.002 0.000 
265 114.186 0.000 0.000 187 80.805 0.002 0.000 
266 114.186 0.000 0.000 188 80.805 0.002 0.000 
85 113.339 0.000 0.000 82 80.734 0.002 0.000 
23 113.315 0.000 0.000 318 80.592 0.002 0.000 
92 112.005 0.000 0.000 22 80.227 0.002 0.000 
170 110.328 0.000 0.000 8 79.005 0.003 0.000 
279 108.202 0.000 0.000 232 78.191 0.004 0.000 
93 106.820 0.000 0.000 245 77.837 0.004 0.000 
5 105.901 0.000 0.000 242 77.747 0.004 0.000 

154 104.608 0.000 0.000 209 76.914 0.005 0.000 
149 104.263 0.000 0.000 379 76.137 0.006 0.000 
352 104.064 0.000 0.000 227 75.910 0.006 0.000 
33 102.751 0.000 0.000 61 75.478 0.007 0.000 
210 102.045 0.000 0.000 216 75.235 0.007 0.000 
177 101.137 0.000 0.000 146 74.779 0.008 0.000 
329 101.017 0.000 0.000 385 74.601 0.008 0.000 
86 100.665 0.000 0.000 331 74.069 0.009 0.000 
225 99.989 0.000 0.000 46 74.023 0.009 0.000 
336 97.826 0.000 0.000 207 73.895 0.010 0.000 
80 95.203 0.000 0.000 381 73.651 0.010 0.000 
79 95.055 0.000 0.000 174 73.602 0.010 0.000 
322 94.548 0.000 0.000 249 73.332 0.011 0.000 
243 93.396 0.000 0.000 255 72.904 0.012 0.000 



 126 

147 92.732 0.000 0.000 275 72.551 0.013 0.000 
45 92.390 0.000 0.000 221 72.280 0.013 0.000 
18 92.333 0.000 0.000 387 72.196 0.014 0.000 
27 92.333 0.000 0.000 360 72.152 0.014 0.000 
244 92.314 0.000 0.000 119 71.785 0.015 0.000 
164 91.239 0.000 0.000 219 71.364 0.016 0.000 
159 89.446 0.000 0.000 204 71.097 0.017 0.000 
135 89.431 0.000 0.000 31 70.387 0.019 0.000 
106 88.497 0.000 0.000 97 69.906 0.021 0.000 
158 87.670 0.000 0.000 366 69.568 0.023 0.000 
217 87.250 0.000 0.000 371 69.475 0.023 0.000 
341 87.123 0.000 0.000 30 69.201 0.024 0.000 
347 87.054 0.000 0.000 162 69.168 0.024 0.000 

 

Table 5.9 above shows a subset of Mahalanobis d-squared values in 

descending order, and the highest Mahalanobis d-squared values are 180.194 

for case 237. The next largest is 156.880 for case 251. The p1 column contains 

p-values, which are used to test whether or not the observation departs 

significantly from the centroid of the variables. Using Kline's (2011) example p 

< 0.001, 60 cases’ tests results yielded a statistically significance. Given this 

result, it is apparent that this study cannot use significance testing as a strategy 

for identifying potential multivariate outliers in this dataset. 

 

The other method suggested by Byrne (2016) that states a multivariate outlier 

will tend to be one which Mahalanobis d-squared value departs substantially 

from the others within the dataset. From the result, the decrease in 

Mahalanobis d-squared values from observation 237 through the remainder of 

the cases appears gradual, and there are no extreme differences between 

cases. This suggests that none of the cases can be considered as a 

multivariate outlier.  

 

 

5.7 Reliability and validity 

 

After the normality and outliers are assessed, the reliability and validity test is 

conducted. It is because before using the scores from any concept for actual 

analysis, it is essential to ensure that the variables selected to represent and 

measure the variables are accurate and consistent (Hair et al. 2007). For 

quantitative research, consistency associates with the term reliability. 
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Meanwhile, validity refers to the accuracy of an assessment, whether the items 

used to measure what it is supposed to measure. 

 

5.7.1 Scale reliability  
 

Scale reliability means that a measure should consistently reflect the construct 

that it is measuring (Field 2005). The most common measure of scale reliability 

is Cronbach Alpha. It is because this method split the data into two in every 

possible way and computes the correlation coefficient in each split (Field 

2005). Therefore, this study will test the reliability of the six constructs. 

 
Table 5.10: Reliability results for attitudes for engaging in a green behaviour scale 

Items  Scale Mean 
if Item 

Deleted 

Scale 
Variance if 

Item 
Deleted 

Corrected 
Item – Total 
Correlation 

Squared 
Multiple 

Correlation 

Alpha if 
Item 

Deleted 

Attitude 1 102.025 1609.620 .902 .863 .951 
Attitude 2 101.858 1611.182 .919 .893 .950 
Attitude 3 101.597 1617.847 .896 .875 .951 
Attitude 4 101.971 1621.620 .894 .873 .951 
Attitude 5 102.253 1614.313 .912 .887 .951 
Attitude 6 102.147 1612.180 .915 .907 .950 
Attitude 7 102.108 1613.102 .912 .879 .951 
Attitude 8 102.074 1615.812 .901 .879 .951 
Attitude 9 112.059 2016.391 .708 .544 .966 
Attitude 10 111.929 2019.066 .726 .561 .967 
Reliability coefficients                     10 items 
Alpha = .959 Standardized item alpha = .972 

 

Table 5.10 shows the output for the 1st construct, which is attitudes for 

engaging in a green behaviour. Based on the result, the overall α value is .959, 

which is considered to be good. Next, it is also crucial to examine at the “alpha 

if item deleted” column to identify whether there is larger a reliability value if 

one or more items are deleted. From table 5.10, the deletion of attitude 10 will 

only slightly increase the overall α to .967. Since there are only .008 

differences from the original overall α and no big gap between these two α 

values, thus it is essential to retain all the items in this construct. 
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Table 5.11: Reliability results for subjective norm scale 
Items  Scale Mean 

if Item 
Deleted 

Scale 
Variance if 

Item 
Deleted 

Corrected 
Item – Total 
Correlation 

Squared 
Multiple 

Correlation 

Alpha if 
Item 

Deleted 

SN 1 70.752 849.561 .848 .789 .911 
SN 2 71.484 852.265 .844 .806 .912 
SN 3 71.039 843.171 .862 .856 .910 
SN 4 70.636 824.399 .855 .826 .911 
SN 5 71.351 820.204 .877 .853 .909 
SN 6 71.118 813.331 .888 .858 .908 
SN 7 80.442 1119.794 .750 .605 .939 
SN 8 80.403 1116.187 .779 .662 .938 
Reliability coefficients                     8 items 
Alpha = .928 Standardized item alpha = .957 

 

Meanwhile, Table 5.11 shows the output for the 2nd construct, which is 

subjective norm. The overall α for this subscale is .928, which is also 

considered to be a good value for reliability. None of the items here will give a 

major change to the reliability value if it is deleted. The deletion of SN7 will 

slightly increase the overall α only by .011. Therefore, it is necessary to keep 

all the items in this construct since the original α already reflect the good 

degree of reliability and the deletion of SN7 does not make any major change 

to reliability value. 

 
Table 5.12: Reliability results for perceived behavioural control scale 

Items  Scale Mean 
if Item 

Deleted 

Scale 
Variance if 

Item 
Deleted 

Corrected 
Item – Total 
Correlation 

Squared 
Multiple 

Correlation 

Alpha if 
Item 

Deleted 

PBC 1 24.71 33.181 .825 .749 .942 
PBC 2 24.65 33.853 .822 .761 .942 
PBC 3 24.63 33.834 .836 .796 .941 
PBC 4 24.63 33.755 .843 .802 .940 
PBC 5 24.71 34.465 .804 .697 .943 
PBC 6 24.71 34.476 .808 .721 .943 
PBC 7 24.66 34.999 .758 .695 .946 
PBC 8 24.66 34.349 .803 .737 .943 
Reliability coefficients                     8 items 
Alpha = .949 Standardized item alpha = .949 

 

Then, Table 5.12 shows the output for the 3rd construct, which is perceived 

behavioural control. Based on the result, the overall α value is .949, which 

consider to be good. Next, from the column “alpha if item deleted”, none of the 

items here will give a higher reliability value if it is deleted; thus it is essential 

to retain all the items in this construct.  
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Table 5.13: Reliability results for organisational commitment scale 
Items  Scale Mean 

if Item 
Deleted 

Scale 
Variance if 

Item 
Deleted 

Corrected 
Item – Total 
Correlation 

Squared 
Multiple 

Correlation 

Alpha if 
Item 

Deleted 

OC 1 27.96 47.619 .786 .665 .949 
OC 2 27.98 47.359 .814 .706 .948 
OC 3 27.98 47.615 .820 .709 .947 
OC 4 27.99 48.350 .787 .713 .949 
OC 5 27.93 47.778 .841 .748 .946 
OC 6 27.89 47.897 .862 .762 .945 
OC 7 27.87 48.562 .811 .719 .948 
OC 8 27.91 48.773 .809 .744 .948 
OC 9 27.95 48.296 .784 .706 .949 
Reliability coefficients                     9 items 
Alpha = .953 Standardized item alpha = .954 

 

On the other hand, Table 5.13 shows the output for the 4th construct, which is 

organisational commitment. The overall α for this subscale is .953, which is 

also considered to be a good value for reliability. None of the items here will 

give an increase to the reliability value if it is deleted. Therefore, it is necessary 

to keep all the items in this construct since the original α already reflects the 

good degree of reliability and the deletion of SN7 does not make any major 

change to the reliability value. 

 
Table 5.14: Reliability results for pro-environmental behaviour at home scale 

Items  Scale Mean 
if Item 

Deleted 

Scale 
Variance if 

Item 
Deleted 

Corrected 
Item – Total 
Correlation 

Squared 
Multiple 

Correlation 

Alpha if 
Item 

Deleted 

PEBH 1 36.24 73.414 .581 .593 .934 
PEBH 2 36.16 73.348 .641 .629 .932 
PEBH 3 36.03 71.342 .743 .677 .927 
PEBH 4 36.01 71.451 .755 .732 .927 
PEBH 5 36.21 71.332 .714 .616 .929 
PEBH 6 35.88 70.181 .778 .688 .926 
PEBH 7 35.79 70.686 .785 .720 .926 
PEBH 8 36.08 70.996 .686 .619 .930 
PEBH 9 36.03 69.918 .743 .689 .927 
PEBH 10 35.93 69.458 .788 .724 .925 
PEBH 11 35.81 70.241 .755 .666 .927 
Reliability coefficients                     11 items 
Alpha = .934 Standardized item alpha = .935 

 

Then, Table 5.14 shows the output for the 5th construct, which is pro-

environmental behaviour at home. Based on the result, the overall α value is 

.934, which is considered to be good. Next, from the column “alpha if item 

deleted” none of the items here will give a higher reliability value if it is deleted; 

thus it is essential to keep all the items in this construct.  
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Table 5.15: Reliability results for employee’s intention to adopt green practices at work scale 
Items  Scale Mean 

if Item 
Deleted 

Scale 
Variance if 

Item Deleted 

Corrected 
Item – Total 
Correlation 

Squared 
Multiple 

Correlation 

Alpha if 
Item 

Deleted 
INTENTION 1 3.563 .956 .536 .288 - 
INTENTION 2 3.514 1.191 .536 .288 - 
Reliability coefficients                     11 items 
Alpha = .695 Standardized item alpha = .698 

 

Finally, table 5.15 shows the output for the 6th construct, which is an 

employee’s intention to adopt green practices at the workplace. The overall α 

for this subscale is .695, which is considered as the lowest reliability value for 

this construct. Even though the α for this subscale is the lowest value, the α 

already reflect an acceptable degree of reliability. 

 

 

5.7.2 Content validity 
 

Content validity is the assessment of the correspondence of the variables to 

be included in a scale and its definition. This validity is also known as face 

validity. Usually, this validity is checked by experts, pre-tested with multiple 

subpopulations or other means subjectively to assess the correspondence 

between the individual items and the concept. Thus, for this study, the content 

validity has been checked by 4 research experts in environmental studies and 

15 hotel employees in Malaysia. The results of the content validity are 

discussed in Chapter 4. 

 

 

5.7.3 Construct validity  
 

Next, the construct validity is conducted to check the accuracy of the 

measurements. Evidence of the construct validity provides confidence that 

item measures taken from a sample represent the actual true score that exists 

in the population. There are two components to measure construct validity, 

which are convergence validity and discriminant validity. 
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5.7.3.1 Construct validity 

 

Construct validity specifies that items that are indicators of a construct should 

share a high proportion of variance (Hair et al. 2006). The convergent validity 

of the scale items was assessed using three criteria. First of all, the factor 

loadings should be greater than 0.50 as proposed by Hair et al. (2007). 

Secondly, the composite reliability for each construct should exceed 0.70. 

Lastly, the average variance extracted (AVE) for each construct should be 

above the recommended cut-off 0.50 (Fornell and Larker 1981). Table 5.16 

summarises the results for factor loadings, Average Variance Extracted (AVE) 

and composite reliability. 

 
Table 5.16: Result for factor loadings, composite reliability, and AVE 
Constructs Items Factor loadings CR AVE 
Perceived behavioural 
control 

PBC 1 .892 0.944 0.679 
PBC 2 .884   
PBC 3 .864   
PBC 4 .873   
PBC 5 .780   
PBC 6 .780   
PBC 7 .726   
PBC 8 .777   

Organisational 
commitment 

OC 1 .816 0.952 0.688 
OC 2 .845   
OC 3 .857   
OC 4 .844   
OC 5 .882   
OC 6 .886   
OC 7 .792   
OC 8 .780   
OC 9 .754   

Pro-environmental 
behaviour at home 

PEBH 1 .564 0.929 0.546 
PEBH 2 .633   
PEBH 3 .771   
PEBH 4 .764   
PEBH 5 .706   
PEBH 6 .798   
PEBH 7 .830   
PEBH 8 .661   
PEBH 9 .723   
PEBH 10 .800   
PEBH 11 .830   
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Attitude for engaging in a 
green behaviour 

ATT 1 .909 0.970 0.767 
ATT 2 .918   
ATT 3 .883   
ATT 4 .890   
ATT 5 .920   
ATT 6 .910   
ATT 7 .912   
ATT 8 .897   
ATT 9 .736   
ATT 10 .760   

Subjective norm SN 1 .800 0.952 0.713 
 SN 2 .790   
 SN 3 .798   
 SN 4 .920   
 SN 5 .937   
 SN 6 .942   
 SN 7 .731   
 SN 8 .812   
Intention to adopt green 
practices at the 
workplace 

INTENTION 1 .688 0.701 0.540 

INTENTION 2 .779   

 

 

1. Factor loadings 

 

The first step in investigating construct validity is to determine the factor 

loadings of the construct items. Within this study, the factor loadings revealed 

the support for convergent validity for the six constructs. All loadings were 

greater than 0.50, with all loadings exceeding 0.60. The factor loadings ranged 

from 0.63 to 0.94. Items with loadings less than 0.70 can still be considered 

significant, but more of the variance in the measure is attributed to error (Hair 

et al. 2006). The high factor loadings lead to the conclusion that the measures 

have convergent validity. All constructs factor loading exceeded the 0.50 cut-

off.  

 

2. Average variance extracted (AVE) 

 

The average variance extracted (AVE) is calculated as the mean variance 

extracted from the item loading on a construct and is a summary indicator of 

convergence. The average variance extracted (AVE) for all the constructs in 
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this study are above 0.50. Thus, it is an adequate convergence, and construct 

validity is achieved.  

 

3. Composite reliability (CR) 

 

Reliability is the degree to which a set of indicators is internally consistent, the 

extent to which the instrument yields the same results on repeated trials. 

Reliable indicators should measure the same construct. A measure of internal 

consistency or composite reliability is a composite alpha value. This value was 

used to assess the reliability of the ten constructs. Construct reliability 

coefficients should all exceed the 0.70 lower limits (Hair et al. 1998; Rossiter 

2002). However, Nunnally (1967) and Srinivasan (1985) suggest that values 

as low as 0.50 are acceptable for the initial construct development. The 

composite reliability values for the studied constructs were computed by SEM 

and ranged from 0.970 to 0.701. From the table presented above, it is clearly 

stated that all the variables used in this research were reliable since it obtained 

the composite reliability values more than 0.7. All values fall within the 

acceptable range to conclude good reliability. 

 

 

5.7.3.2 Discriminant validity 

 

The next step in the construct validation process is the assessment of 

discriminant validity. Discriminant validity reflects the extent to which the 

measure is unique and not simply a reflection of other variables (Peter and 

Churchill 1986). Each dimension of a construct should be unique and different 

from the other even though each reflects a portion of that construct. There are 

several ways to evaluate discriminant validity. Average variance extracted 

(AVE) is a common method of testing discriminant validity (Gerbing and 

Anderson 1988). Discriminant validity was evaluated by examining the cross-

loadings of each item in the constructs and the square root of AVE calculated 

for each construct. All the items should have higher loading on their 

corresponding construct than the cross-loadings on the other constructs in the 
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model. The square root of AVE for all factors should be greater than all the 

correlations between that construct and other constructs.  

 
Table 5.17: Result for AVE and the square root of AVE  

 AVE PBC OC PEBH ATTITUDE SN INTENTION 

PBC 0.679 0.824      
OC 0.688 0.533 0.830     
PEBH 0.546 0.629 0.718 0.739    
ATTITUDE 0.767 0.670 0.780 0.787 0.876   
SN 0.713 0.711 0.707 0.708 0.821 0.845  
INTENTION 0.540 0.803 0.766 0.729 0.918 0.861 0.735 
Note: Square root of AVE (bold values) 

 

Table 5.17 shows the AVE and cross factor loading extracted for all latent 

variables. All the items have higher loading on their corresponding construct 

than the cross-loadings on the other constructs in the model. The AVE for each 

latent factor exceeded the respective squared correlation between factors, with 

the exception of attitude for engaging in a green behaviour and subjective 

norm. However, the attitude for engaging in a green behaviour and subjective 

norm were found to have adequate construct validity based on their high 

composite reliability (>0.70), AVE and factor loading (Gerbing and Andersen 

1988; Das et al. 2000).  

 

 

5.7.2.3  Nomological validity 

 

Nomological validity is then tested by examining whether or not the correlation 

among the constructs in the measurement theory makes sense (Hair et al. 

2010). The matrix correlation is used in this assessment. For this study, 

nomological validity is achieved based on the fact that the correlation values 

among constructs are significant (p<0.05) and positive.  
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Table 5.18: Result for Pearson correlations among variables  
 PBC OC PEBH ATTITUDE SN INTENTION 

PBC -      
OC 0.533 -     
PEBH 0.629 0.718 -    
ATTITUDE 0.670 0.780 0.787 -   
SN 0.711 0.707 0.708 0.821 -  
INTENTION 0.803 0.766 0.729 0.918 0.861 - 
Note: correlation sig. at p<0.05 

 

Furthermore, table 5.18 indicated that all the Pearson correlations among 

independent variables ranged from 0.533 to 0.821. All correlations were 

significant at 0.05 level and were below 0.9 demonstrating there was no issue 

of multicollinearity (Tabachnick & Fidell 2001). Only one correlation is above 

0.9, which is between the attitude for engaging in a green behaviour and 

intention. Because the other correlations are below 0.9, this one exception is 

not a major concern. Thus, based on these testing, all constructs in the 

measurement model are valid and reliable. 

 

 

5.8 Testing the theory of planned behaviour 

 

In an attempt to understand the hotel employee’s intention to adopt green 

practices at the workplace, as mentioned earlier, the theory of planned 

behaviour was applied. In this regard, structural equation modelling was 

applied firstly, to test measurement model and secondly, testing structural 

theory. This study utilised theory of planned behaviour as a conceptual 

framework resulting into four latent constructs measure with multiple observed 

variables: a) Attitude for engaging in a green behaviour  (measured with 10 

items), b) subjective norm (measured with 8 items), c) perceived behaviour 

control (measured with 8 items) and d) hotel employee’s intention to adopt 

green practices at the workplace (measured with 2 items). The measurement 

and structural model was validated and tested respectively using AMOS 

software package.  
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5.8.1 Assessment of measurement model 
 

Through the process of estimation, fit statistics should be evaluated to check 

whether the proposed model is a fit to the data or not, or whether any 

modification is required to increase fit. The model fit statistics can be divided 

into three types, which are absolute fit indices, incremental fit/comparative fit 

indices and indices of model parsimony (Holmes-Smith et al. 2004). In each of 

those types, there are different fit indices and some rules of thumb about the 

required minimum level of score/value for good fit (Arbuckle 1999; Byrne 

2001). To assess the model fit, the proposed model is compared to some 

baseline model fit criteria. All of these strive to assess how much better the 

estimated model fits with the observed data. The model fit criteria such as NFI, 

IFI, CFI are meant to lie between zero to one, but the value close to one (e.g. 

0.90 to 0.95) suggests adequate fit and more than 0.95 indicates a very well 

fit model (Hulland et al. 1996). On the other hand, a value close to zero 

indicates that the specified model is not better than the independence model. 

In other words, a value close to one (0.90 to 1.00) is considered to be adequate 

to evaluate the incremental fitness of the model (Holmes-Smith et al. 2004; 

Kline 2005).  

 

Meanwhile, RMSEA is one of the most informative criteria in the covariance 

structure modelling (Byrne 2001). As it is a parsimony-adjusted index, it takes 

into account the error of approximation, which is not affected by the sample 

size and relaxes the stringent requirement on x2 that the model exactly holds 

exactly in the population. Thus it is referred to as a population-based index 

(Holmes-Smith et al. 2004; Kline 2005). For this fit, a value less than 0.05 

indicates a good fit, and values more than 0.08 represent reasonable errors of 

approximation in the population (Browne and Cudeck 1993; Byrne 2001). 

Meanwhile, MacCallum et al. (1996) added that RMSEA values from .06 to .10 

indicate mediocre fit, and thus values greater than .10 are considered poor fit. 

Similarly, Hulland et al. (1996) proposed that RMSEA values between .05 and 

.10 are sometimes considered adequate fit.  
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In this section, an overall measurement model test has been conducted to test 

the adequacy of the measurement model. It examined the covariance 

structures for all latent variables together (dependent and independent). By 

covering all latent variables (the DV and IVs) with each other, the overall 

measurement model (initial and final) was then tested. Initially, all 28 items 

were examined in the overall measurement model. The fit statistics are 

presented in table 5.19. The measurement model was accessed based on the 

Goodness-of-fit, Reliability (composite reliability) and validity (convergent 

validity, discriminant validity and nomological validity). 
 
Table 5.19: Measurement model goodness of fit (theory of planned behaviour) 

Fit Indices Generated Model 
(Before) 

Re-Specified Model 
(After) 

Chi-square (x2) 2348.545 1209.984 
Chi-square (p-value) 0.000 0.000 
Degrees of Freedom (df) 344 330 
Absolute Fit Indices (AFI) 
Relative Chi-square, c2/df (CMIN/DF) 6.827 3.667 
Root Mean Square Error of 
Approximation (RMSEA) 0.120 0.081 

Standardized Root Mean Square 
Residual (SRMR) 0.0502 0.0540 

Incremental Fit Indices (IFI) 
Comparative Fit Index (CFI) 0.859 0.938 
Bentler-Bonett Normed Fit Index 
(NFI) 0.839 0.917 

Tucker-Lewis Index (TLI) 0.845 0.929 
Parsimony Fit Indices (PFI)   
Parsimony Normed Fit Index (PNFI) 0.763 0.801 
PCFI 0.782 0.819 

  

According to Hair et al. (2010), the measurement model is considered to have 

achieved the goodness-of-fit if at least one fit indices from the Absolute Fit 

Indices (AFI) is achieved and one fit indices from the Incremental Fit Indices 

(IFI) is achieved. Table 5.18 shows that the generated model for the Root 

Mean Square Error of Approximation (RMSEA) and Comparative Fit Index 

(CFI) is not achieved with the threshold value in the generated model (RMSEA 

= 0.120, CFI = 0.859).  

 

Then, the modification of the model is conducted through the evaluation of 

modification indices (MI). The MIs with expected changes in the statistics 
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affiliated to the error covariances revealed several relatively high scored 

misspecifications (MIs scores were around above 15 in the final measurement 

model) associated with several different items. These MIs do not represent any 

significant evidence of cross-loading and are, in effect, meaningless. Upon 

drawing covariances among those items, as shown in Figure 5.1 and re-

running the overall measurement model, it was found that the impact on the 

overall analysis improved the model fit. It increased the level of fit with the total 

amount after the modification in the re-specified model (RMSEA = 0.081). The 

Standardized Root Mean Square Residual (SRMR) value is achieved for both 

generated and re-specified measurement models.  The Comparative Fit Index 

(CFI) is achieved after the model is modified from CFI = 0.859 to 0.938. The 

details of all the result of the fit index are shown in Table 5.19. 

 

 
Figure 5.1: Measurement Model For Theory Of Planned Behaviour (Generated) 
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Figure 5.2: Measurement Model For Theory Of Planned Behaviour (Re-Specified) 

 

 

5.8.2 Assessment of the structural model 
 

In order to test the hypotheses, the structural model was then conducted. The 

first step is to assess the structural model by way of checking for the goodness 

of fit. The goodness of fit should be essentially the same as with the 

Measurement Model. However, table 5.20 shows that the results for the 

goodness of fit is lower compared to the measurement model. Although the 

result of the goodness of fit for a structural model is lower, Figure 5.3 shows 

that the goodness of fit of the structural model is still achieved based on the 

CFI nearly 0.90, RMSEA equal to 0.10 and SRMR less than 0.80. Table 5.20 

shows the comparison of the Measurement Model and Structural Model 

goodness of fit. Based on the comparison, both models almost shows the 

same achievement of the goodness of fit and further analysis can be 

conducted. 
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Figure 5.3: Structural Model For Theory Of Planned Behaviour 

 

 
Table 5.20: Comparison goodness of fit between measurement model and structural model 
for theory of planned behaviour 

Fit Indices Measurement 
Model  Structural Model 

Chi-square (x2) 1209.984 1874.04 
Chi-square (p-value) 0.000 0.000 
Degrees of Freedom (df) 330 333 
Absolute Fit Indices (AFI) 
Relative Chi-square, c2/df (CMIN/DF) 3.667 5.628 
Root Mean Square Error of 
Approximation (RMSEA) 0.081 0.107 

Standardized Root Mean Square 
Residual (SRMR) 0.0540 0.4308 

Incremental Fit Indices (IFI) 
Comparative Fit Index (CFI) 0.938 0.891 
Bentler-Bonett Normed Fit Index 
(NFI) 0.917 0.871 

Tucker-Lewis Index (TLI) 0.929 0.877 
Parsimony Fit Indices (PFI)   
Parsimony Normed Fit Index (PNFI) 0.801 0.768 
PCFI 0.819 0.785 

 

Then, the assessment continued with the evaluation of the significance, 

direction, and size of the structural parameter estimates. Based on Table 5.21, 

all relationships between constructs in the structural model are significant at 

the level of significance 0.05, and as predicted, all relationship are in positive 

direction. In terms of the t-statistic value, all t-statistic values well surpass the 
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t-critical value of 1.645. Meanwhile, the size of parameters is substantial for 

attitude for engaging in a green behaviour to behavioural intention, while 

subjective norm to behavioural intention and perceived behavioural control to 

behavioural intention are considered moderate. All these results show that the 

assessment of the structural model is achieved and hypotheses testing can be 

employed. 
 
Table 5.21: The significance, direction, and size of the structural parameter estimates 

Constructs 
Relation 

Unstandardized Regression 
Weight Standardized Regression 

Weight Estimate
s S.E. C.R. 

ATT à INT 0.582 0.058 9.954 0.767* 
SNà INT 0.211 0.037 5.748 0.314* 
PBCàINT 0.298 0.044 6.753 0.315* 

* Sig. at p<0.05 

 

Further, the detailed of structural equation modelling results for the path 

relationships in both models are presented in this section. From the SEM 

output, it could be seen that the explanatory power (R2) of the proposed model 

is 0.844. This means that the variance of employee’s intention to implement 

green practices model is explained about 84.4% by all significant predictors. 

The R2 value indicates the amount of variance in dependent variables that is 

explained by the independent variables. Thus, a larger R2 value increases the 

predictive ability of the structural model. The reported SEM findings in Table 

5.22 are assessed based on estimated path coefficient β value with critical 

ratio (C.R. equivalent to t-value), and p-value. The standard decision rules (t-

value greater than or equal to 1.96, and the p-value is ≤ .05) apply here to 

decide the significance of the path coefficient between the dependent variable 

and independent variables (Byrne 2001).  

 
Table 5.22: A direct effect of hypotheses testing for theory of planned behaviour 

Hypotheses Path Beta (β) t-Value Supported 
H1 ATTà INT 0.767* 9.954 Yes  
H2 SNàINT 0.314* 5.748 Yes  
H3 PBCà INT 0.395* 6.753 Yes  

* Sig. at p<0.05 
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Table 5.23: A direct effect, indirect effect and total effect of theory of planned behaviour 
Hypotheses Path Direct effect Indirect effect Total effect 

H1 ATTà INT 0.767 0.000 0.767 
H2 SNàINT 0.314 0.000 0.314 
H3 PBCà INT 0.395 0.000 0.395 

 

Firstly, hypothesis 1 (H1) proposed that the hotel employee’s attitude for 

engaging in a green behaviour is related to their intention to implement green 

practices at work. This hypothesis was confirmed with β = 0.767, and p-value 

significant at p<0.05. Therefore, a hotel employee’s attitude for engaging in a 

green behaviour has a significant effect on their intention to implement green 

practices at work. This hypothesis is accepted. 

 

Next hypothesis 2 (H2) expected that subjective norm is related to the hotel 

employee’s intention to implement green practices at the workplace. This 

hypothesis was also confirmed with β = 0.314, and p-value significant at 

p<0.05. Therefore, the subjective norm has a significant effect on the 

employee’s intention to implement green practices at work. This hypothesis is 

also accepted. 

 

Hypothesis 3 (H3) proposed that employee’s perceived behavioural control is 

related to employee’s intention to implement green practices at work. This 

hypothesis was confirmed at β = 0.395, and significant p-value less 0.05. 

Therefore, perceived behavioural control has a significant effect on the 

employee’s intention to adopt green practices at work. Therefore, this 

hypothesis is accepted. 

 

 

5.9 Testing the extended theory of planned behaviour 

 

To the existing theory of planned behaviour, paths are altered and relevant 

constructs are added in the context of employee’s intention to adopt green 

practices at the workplace to enhance the predictive power of the model. 

Therefore, it is indeed a necessity to broaden and deepen the theory by the 

process (Han and Kim 2010). In this regard, constructs called organisational 
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commitment and pro-environmental behaviour at home was identified and 

added to the theory of planned behaviour for better predictability.  

 

 

5.9.1 Assessment of measurement model 
 

Confirmatory factor analysis was performed on adding organisational 

commitment and pro-environmental behaviour at home constructs. Thus, six-

factor measurement model (employee’s behavioural intention, attitude for 

engaging in a green behaviour, subjective norms, perceived behavioural 

control, organisational commitment, and pro-environmental behaviour at 

home) was proposed as depicted in figure 5.4. In this section, an overall 

measurement model test has been conducted to test the adequacy of the 

measurement model. It examined the covariance structures for all latent 

variables together (dependent and independent). Through covering all latent 

variables (the DV and IVs) with each other, the overall measurement model 

(initial and final) was then tested. Initially, all 48 items were examined in the 

overall measurement model. The fit statistics are presented in table 5.24.  

 
Table 5.24: Measurement model goodness of fit (extended theory of planned behaviour) 

Fit Indices Generated Model 
(Before) 

Re-Specified Model 
(After) 

Chi-square (x2) 4732.023 2800.701 
Chi-square (p-value) 0.000 0.000 
Degrees of Freedom (df) 1065 1040 
Absolute Fit Indices (AFI) 
Relative Chi-square, c2/df (CMIN/DF) 4.443 2.693 
Root Mean Square Error of 
Approximation (RMSEA) 0.092 0.065 

Standardized Root Mean Square 
Residual (SRMR) 0.0505 0.0514 

Incremental Fit Indices (IFI) 
Comparative Fit Index (CFI) 0.837 0.922 
Bentler-Bonett Normed Fit Index 
(NFI) 0.799 0.881 

Tucker-Lewis Index (TLI) 0.827 0.915 
Parsimony Fit Indices (PFI)   
Parsimony Normed Fit Index (PNFI) 0.755 0.812 
PCFI 0.790 0.850 
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Table 5.24 shows that the generated model for the extended theory of planned 

behaviour for the Comparative Fit Index (CFI) is not achieved with the 

threshold value in the generated model (CFI = 0.837). Then, the modification 

of the model is conducted through the evaluation of modification indices (MI). 

Upon drawing covariances among those items, as shown in Figure 5.5 and re-

running the overall measurement model, it was found that the impact on the 

overall analysis improved the model fit. It increased the level of fit with the total 

amount after the modification in the re-specified model (RMSEA = 0.065). The 

Standardized Root Mean Square Residual (SRMR) value is achieved for both 

generated and re-specified measurement model.  The Comparative Fit Index 

(CFI) is achieved after the model is modified from CFI = 0.837 to 0.922. The 

details of all the re-specified results of the fit index are shown in Table 5.24. 
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Figure 5.4: Measurement Model For Extended Theory Of Planned Behaviour (Generated) 
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Figure 5.5: Measurement Model For Extended Theory Of Planned Behaviour (Re-Specified) 
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5.9.2 Assessment of the structural model 
 

The structural model of the extended theory of planned behaviour was then 

conducted. Table 5.25 shows the results for the goodness of fit is lower 

compared to the measurement model. Although the result of the goodness of 

fit for a structural model is lower, Figure 5.6 shows the goodness of fit of the 

structural model is still achieved based on the CFI above 0.90, RMSEA less 

than 0.08 and SRMR less than 0.80. Table 5.25 shows the comparison of the 

Measurement Model and Structural Model goodness of fit. Based on the 

comparison, both model almost shows the same achievement of the goodness 

of fit and further analysis can be conducted.  

 

 
Figure 5.6: Structural Model For Extended Theory Of Planned Behaviour 

 
  
 
 
 
 
 
 
 
 
 
 
 



 
 

148 

Table 5.25: Comparison goodness of fit between measurement model and structural model 
for extended theory of planned behaviour 

Fit Indices Measurement 
Model  Structural Model 

Chi-square (x2) 2800.701 3051.762 
Chi-square (p-value) 0.000 0.000 
Degrees of Freedom (df) 1040 1044 
Absolute Fit Indices (AFI) 
Relative Chi-square, c2/df (CMIN/DF) 2.693 2.923 
Root Mean Square Error of 
Approximation (RMSEA) 0.065 0.069 

Standardized Root Mean Square 
Residual (SRMR) 0.0514 0.1944 

Incremental Fit Indices (IFI) 
Comparative Fit Index (CFI) 0.922 0.911 
Bentler-Bonett Normed Fit Index 
(NFI) 0.881 0.871 

Tucker-Lewis Index (TLI) 0.915 0.903 
Parsimony Fit Indices (PFI)   
Parsimony Normed Fit Index (PNFI) 0.812 0.806 
PCFI 0.850 0.843 

 

Then, the assessment continued with the evaluation of the significance, 

direction, and size of the structural parameter estimates. Based on Table 5.26, 

all relationships between constructs in the structural model are significant at 

the level of significance 0.01 except for the relationship between organisational 

commitment and perceived behavioural control. As predicted, all relationship 

are in positive direction except for the organisational commitment to perceived 

behavioural control, but this relationship showed an insignificant value. In 

terms of the t-statistic value, all t-statistic values well surpass the t-critical value 

of 1.645. 

 

Meanwhile, the size of parameters is substantial for the organisational 

commitment to subjective norm, subjective norm to perceived behavioural 

control and attitude for engaging in a green behaviour to behavioural intention, 

while pro-environmental behaviour at home to subjective norm, organisational 

commitment to attitude for engaging in a green behaviour, pro-environmental 

behaviour at home to attitude towards green behaviour, subjective norm to 

attitude for engaging in a green behaviour, and perceived behavioural control 

to behavioural intention are considered moderate. Finally, pro-environmental 

behaviour at home to perceived behavioural control and subjective norm to 

behavioural intention are considered low. All these results show that the 
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assessment of the structural model is achieved and the hypotheses testing 

can be employed. 

 
Table 5.26: The significance, direction, and size of the structural parameter estimates for 
extended theory of planned behaviour model 

Constructs 
Relation 

Unstandardized Regression 
Weight Standardized Regression 

Weight Estimate
s S.E. C.R. 

OCà SN 0.474 0.047 10.110 0.502* 
PEBH à SN 0.361 0.037 9.779 0.460* 
OCà ATT 0.284 0.037 7.766 0.347* 
OCà PBC -0.023 0.045 -0.516 -0.026 
PEBHà ATT 0.229 0.029 7.816 0.337* 
PEBHà PBC 0.202 0.039 5.226 0.271* 
SNà ATT 0.378 0.045 8.381 0.437* 
SNà PBC 0.504 0.062 8.108 0.529* 
PBCà INT 0.293 0.058 5.070 0.313* 
SNà INT 0.169 0.071 2.383 0.189* 
ATTàINT 0.586 0.084 6.978 0.568* 

* Sig. at p<0.05 

 
 
 
5.10 Hypotheses testing 
 

To answer the research question presented in Chapter 1, a proposed 

framework and a set of hypotheses were developed, and they are tested in 

this section by using the outputs of the structural equation modelling. 

Furthermore, the detailed of structural equation modelling results from the path 

relationships in both models are presented in this section. From the SEM 

output, it could be seen that the explanatory power (R2) of the proposed model 

is 0.887. This means that the variance of employee’s intention to implement 

green practices model is explained by all significant predictors by about 88.7%. 

The R2 value indicated that the extended model had superior explanatory 

power to that found in the original theory of planned behaviour model (adjusted 

R2 for the intention in the extended theory of planned behaviour = .887 vs 

adjusted R2 for the intention in the theory of planned behaviour = .844). 

Specifically, the extended theory of planned behaviour model improved R2 

from .844 to .887. Furthermore, the result from table 5.24 also shows that the 

structural model goodness of fit for an extended theory of planned behaviour 
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is a much better fit compared to structural model goodness of fit for the original 

theory of planned behaviour. 

 

Then, after the model fit and R2 has been determined and compare with the 

original theory of planned behaviour model, the reported SEM findings in Table 

5.27 are assessed based on the estimated path coefficient β value with the 

critical ratio (C.R. equivalent to t-value), and p-value. Similar with the original 

theory of planned behaviour, the standard decision rules (t-value greater than 

or equal to 1.96, and the p-value is ≤ .05) also apply in order to decide the 

significance of the path coefficient between the dependent variable and 

independent variables (Byrne, 2001).  

 
Table 5.27: A direct effect of hypotheses testing for extended theory of planned behaviour 

Hypotheses Path Beta (β) t-Value Supported 
H1 ATTà INT 0.568* 6.978 Yes  
H2 SNàINT 0.189* 2.383 Yes  
H3 PBCà INT 0.313* 5.070 Yes  
H4 SN à ATT 0.437* 8.381 Yes  
H5 SN à PBC 0.529* 8.108 Yes  

* Sig. at p<0.05 

 
Table 5.28: A direct effect, indirect effect and total effect of hypotheses testing for extended 
theory of planned behaviour 

Hypotheses Path Direct effect Indirect effect Total effect 
H1 ATTà INT 0.568 0.000 0.568 
H2 SNàINT 0.189 0.414 0.603 
H3 PBCà INT 0.313 0.000 0.313 
H4 SN à ATT 0.437 0.000 0.437 
H5 SN à PBC 0.529 0.000 0.529 

 

Firstly, hypothesis 1 (H1) proposed that attitude for engaging in a green 

behaviour is related to a hotel employee’s intention to implement green 

practices at the workplace. This hypothesis was confirmed with β = 0.568, and 

p-value significant at p<0.05. Therefore, a hotel employee’s attitude for 

engaging in a green behaviour has a significant effect on their intention to 

implement green practices at work. This hypothesis is accepted. 

 

Next hypothesis 2 (H2) expected that subjective norm is related to a hotel 

employee’s intention to implement green practices at the workplace. This 

hypothesis was also confirmed with β = 0.189, and p-value significant at 
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p<0.05. Therefore, the subjective norm has a significant effect on the hotel 

employee’s intention to implement green practices at work. This hypothesis is 

also accepted. 

 

Then, hypothesis 3 (H3) proposed that subjective norm is related to a hotel 

employee’s attitude for engaging in a green behaviour. This was confirmed at 

β = 0.437, and significant at p-value, which is less than 0.05. Therefore, the 

subjective norm has a significant effect on the employee’s attitudes for 

engaging in a green behaviour. This hypothesis is accepted. 

 

Meanwhile, hypothesis 4 (H4) expected that subjective norm is related to 

employee’s perceived behavioural control. This hypothesis was confirmed at 

β = 0.529, and significant at p-value, which is less than 0.05. Therefore, the 

subjective norm has a significant effect on the employee’s perceived 

behavioural control. This hypothesis is accepted. 

 

Hypothesis 5 (H5) proposed that perceived behavioural control is related to a 

hotel employee’s intention to implement green practices at the workplace. This 

hypothesis was confirmed at β = 0.529, and there was a significant p-value 

which is less than 0.05. Therefore, perceived behavioural control has a 

significant effect on the hotel employee’s intention to adopt green practices at 

the workplace. Therefore, this hypothesis is accepted.  
 
 
Table 5.29: Hypotheses testing on the mediating effect of extended theory of planned 
behaviour 

Hypotheses Path Standardized Total 
Estimates 

Standard 
Error 

Bias Corrected 95% 
Confidence Interval 

Lower 
Bound 

Upper 
Bound p 

 Indirect Effects      
H6 OCàATTà INT 0.724* 0.038 0.648 0.798 0.004 
H7 OCàSNàINT 0.620* 0.046 0.521 0.702 0.005 
H8 OCàPBCà INT 0.452 0.059 0.336 0.563 0.004 
H9 PEBHàATTàINT 0.726* 0.037 0.655 0.804 0.002 
H10 PEBHàSNàINT 0.619* 0.042 0.539 0.701 0.003 
H11 PEBHàPBCàINT 0.521* 0.056 0.410 0.625 0.003 

* Sig. at p<0.05 
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Table 5.30: The results of hypotheses testing on the mediating effect of extended theory of 
planned behaviour 

Hypotheses Path Standardized Total Result  

 Indirect Effects   
H6 OCàATTà INT 0.724* Supported 
H7 OCàSNàINT 0.620* Supported 
H8 OCàPBCà INT 0.452 Not 

supported 
H9 PEBHàATTàINT 0.726* Supported 
H10 PEBHàSNàINT 0.619* Supported 
H11 PEBHàPBCàINT 0.521* Supported 

 

Table 5.29 shows the mediating effect testing for hypothesis testing H6 to H11. 

The result of hypothesis 6 (H6) showed that the employee’s attitude for 

engaging in a green behaviour fully mediates the relationship between 

organisational commitment and hotel employee’s intention to implement green 

practices at the workplace. The hotel employee’s attitude for engaging in a 

green behaviour is a significant mediator of the relationship between 

organisational commitment and their intention to implement green practices at 

the workplace (β = 0.724, p = 0.004, BC 95% CI [0.648, 0.798]). This 

hypothesis is accepted. 

 

Meanwhile, the result of hypothesis 7 (H7) shows that the subjective norm fully 

mediates the relationship between organisational commitment and the hotel 

employee’s intention to implement green practices at the workplace. The 

subjective norm is a significant mediator of the relationship between 

organisational commitment and hotel employee’s intention to implement green 

practices at the workplace (β = 0.620, p = 0.005, BC 95% CI [0.521, 0.702]). 

This hypothesis is also accepted. 

 

Then, the result of hypothesis 8 (H8) showed that the perceived behavioural 

control does not mediate the relationship between organisational commitment 

and the hotel employee’s intention to implement green practices at the 

workplace. Thus, the perceived behavioural control is not a significant 

mediator of the relationship between the organisational commitment and hotel 

employee’s intention to implement green practices at the workplace. This 

hypothesis is rejected.  
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Next, the result of hypothesis 9 (H9) showed that the attitude for engaging in 

a green behaviour fully mediates the relationship between hotel employee’s 

pro-environmental behaviour at home and their intention to implement green 

practices at the workplace. A hotel employee’s attitude for engaging in a green 

behaviour is a significant mediator of the relationship between hotel 

employee’s pro-environmental behaviour at home and their intention to 

implement green practices at the workplace (β = 0.726, p = 0.002, BC 95% CI 

[0.655, 0.804]). This hypothesis is accepted. 

 

The result of hypothesis 10 (H10) showed that the subjective norm fully 

mediates the relationship between a hotel employee’s pro-environmental 

behaviour at home and the employee’s intention to implement green practices 

at the workplace. The subjective norm is a significant mediator of the 

relationship between hotel employee’s pro-environmental behaviour at home 

and their intention to implement green practices at the workplace (β = 0.619, 

p = 0.003, BC 95% CI [0.539, 0.701]). This hypothesis is accepted. 

 

Finally, the result of hypothesis 11 (H11) showed that the perceived 

behavioural control fully mediates the relationship between hotel employee’s 

pro-environmental behaviour at home and their intention to implement green 

practices at the workplace. The perceived behavioural control is a significant 

mediator of the relationship between hotel employee’s pro-environmental 

behaviour at home and their intention to implement green practices at the 

workplace (β = 0.521, p = 0.003, BC 95% CI [0.410, 0.625]). This hypothesis 

is accepted. 
 

5.11 Conclusion 
 

This chapter presents the findings of the data analysis. In summary, this 

chapter covered the descriptive profile of the respondents as well as the 

preliminary test before the hypotheses testing. Then, this chapter summarises 

the outcomes of the hypotheses testing. The next chapter will review the 

findings and further discuss the implication, suggestion, limitation and 

conclusion. 
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CHAPTER 6 
DISCUSSION AND CONCLUSION 

 

6.1 Introduction 
 

This chapter discusses the findings of the study outlined in the previous 

chapter. The chapter begins with an overview of the study. Next, the section 

recapitalises the findings and their particular discussions presented in section 

3. Then, section 4 presents the contribution forwarded through this study, 

which includes theoretical and practical contributions. The next section 

highlights the limitation and suggestions for future research. Finally, a brief 

conclusion is presented at the end of the chapter. 

 

 

6.2 Overview of the research study 
 

The global climate change’s observable effects include rising average 

temperatures, extreme weather events, shifting wildlife populations and 

habitats, accelerating sea-level rise, and a range of other impacts (Nunez 

2019). All these effects provide a challenge for growing crops, changes in the 

habitat in which plants and animals can live, and loss of water supplies 

(Nunez 2019). Climate scientists have agreed that humans are causing this 

recent global warming (Cook et al. 2016). The Intergovernmental Panel on 

Climate Change (IPCC) statement also claimed that “human influence had 

been the dominant cause of the observed warming since the mid-20th century” 

(Qin et al. 2014: p 17). These deteriorating changes will be accelerated 

if humans continue to add heat-trapping greenhouse gases, through the 

burning of fossil fuels and other activities that released large amounts of 

greenhouse gases to the atmosphere (Nunez 2019).  

 

The hotel industry is one of the major components in the tourism industry, so 

it should not dismiss these environmental issues. In order to respond to these 

issues, hotels need to run environmental activities in their hotels, also known 

as green practices. However, for hotels to achieve this environmental 
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objective, all hotel employees must participate (Chan et al. 2017). It is believed 

that employee’s pro-environmental behaviour, will stimulate the environmental 

responsibility of their customers (Bastič and Gojčič 2012). Furthermore, by 

applying the green practice’s policy, hotels have started to save energy and 

waste, and cooperation from their employees is crucial to adopt it successfully. 

However, the most crucial challenge facing by the organisation, especially the 

tourism and hospitality industry, which is a labour-intensive sector is how to 

engage every employee in green practices (Rezapouraghdam et al. 2018). 

Therefore, by looking at the major role of employees as a role model for their 

customers and the executor of environmental policy created by their employer, 

identifying antecedents of employee’s behavioural intention to adopt green 

practices at their workplace will have the major impact not only theoretically 

but also practically. 

 

Based on these current issues, the literature associated with green practices 

adoption and employee’s pro-environmental behaviour at work was assessed 

in order to support the research objectives and achieve the aim of this study. 

Specifically, the literature begins by looking at the adoption of green practices 

in the hospitality industry. After that, this study looks further into the pro-

environmental behaviour in the context of the hotel industry. Finally, the 

literature starts to focus on past research that had studied on employee’s 

intention to adopt green practices at the workplace. According to past 

research, behavioural intention is one of the factors that determine human 

behaviour, and it has been proven as the most significant predictor to planned 

behaviour (Ajzen 1991). Green practices in this study are considered as 

planned behaviour since an individual could exert self-control. Thus, based on 

this argument and critically reviewed past research, this study decided to focus 

on behavioural intention. Furthermore, by identifying antecedents of 

employee’s behavioural intention, it could help hotel managers to shape their 

employee’s behaviour towards the desired direction. It is because the 

behavioural intention is argued as a direct predictor for behaviour.  
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Next, to create a conceptual research framework, the theoretical framework 

on behavioural intention was reviewed. Based on past literature, the widely 

used theoretical framework in determining the behavioural intention of planned 

behaviour is the theory of planned behaviour. Although this theory is widely 

used to determine individual behavioural intention, its applicability in the 

tourism industry in general, and specifically, the hotel industry is very limited.  

In addition, studies on the theory of planned behaviour in the hospitality 

industry can only be found on the determinant of the behavioural intention of 

tourist or managers. Thus, based on this gap, this study has decided to adopt 

this theory as a basis for developing the conceptual research framework. 

Furthermore, other sectors have proven that this theory can be applied to study 

employee’s behavioural intention and also environmental behaviour. The 

theory of planned behaviour proposed three antecedents of behavioural 

intention, which are the attitude towards behaviour, subjective norm and 

perceived behavioural control. In addition, this study finds two more relevant 

and important factors that could be related to employee’s behavioural intention 

on green practices in the context of the hotel industry, which are organisational 

commitment and pro-environmental behaviour at home. Thus, this study 

attempts to expand the theory of planned behaviour by co-operating with 

organisational commitment and employee’s pro-environmental behaviour at 

home. The effect of organisational commitment on employee’s intention to 

adopt green practices could be explained through social bond theory. 

Meanwhile, the relationship between pro-environmental behaviour at home 

could be explained through the spillover effect. Thus, the review of the 

literature is directed based on these research problems and motivation of the 

study, and next, then they are divided into the specific research aims. 

 

The current study aims are to advance our knowledge in the field of green 

practices by providing an empirical model explaining the employee’s 

behavioural intention to adopt green practices at work specifically in the 

context of the hotel industry. The primary rationality behind the theoretical 

model integrated into the current research is driven by the theory of planned 

behaviour (Ajzen 1985). The theory of planned behaviour was expanded to 

include other important variables that are expected to determine employee’s 
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behavioural intention to adopt green practices, namely organisational 

commitment and employee’s pro-environmental behaviour at home. Thus, 

employee’s intention to adopt green was measured by the following factors 

included in the theoretical model: (1) attitudes for engaging in a green 

behaviour, (2) subjective norms, (3) perceived behavioural control, (4) 

organisational commitment, and (5) pro-environmental behaviour at home. 

Then, the conceptual model for this study was developed based on all of these 

variables and tests empirically. The values obtained after conducting the 

analysis show that the data fit the anticipated model. Specifically, the present 

study aims to achieve the following objectives:  

 

1. To examine theoretically the relationship between the theory of planned 

behaviour constructs (attitude for engaging in a green behaviour, 

subjective norm and perceived behavioural control) on employee’s 

intention to adopt green practices at the workplace. 

2. To empirically examine the effect of attitude for engaging in a green 

behaviour, subjective norm and perceived behavioural control on 

employee’s intention to adopt green practices at the workplace in the 

context of the hotel industry. 

3. To develop and empirically test the extended theory of planned 

behaviour by incorporating the roles of employee’s pro-environmental 

behaviour at home and organisational commitment in employee’s 

intention to adopt green practices at the workplace. 

4. To empirically examine through what mechanisms and to what extent 

employee’s organisational commitment affects the attitude for engaging 

in a green behaviour, subjective norms and perceived behavioural 

control ultimately leading to the intention to adopt green practices at the 

workplace in the context of the hotel industry. 

5. To empirically examine through what mechanisms and to what extent 

employee’s pro-environmental behaviour at home affects the attitude 

for engaging in a green behaviour, subjective norms and perceived 

behavioural control ultimately leading to the intention to adopt green 

practices at the workplace in the context of the hotel industry. 
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Based on research objectives, 11 hypotheses were developed with the support 

of past literature. Besides that, the effect of control variables such as age, 

gender and level of education is also examined to determine whether or not it 

gives an impact to the research model. The best method to examine these 

objectives and test the hypotheses is a quantitative study; similar to many 

previous literatures that have embarked on the same research theme and 

theory of planned behaviour.  Besides that, the quantitative method offers an 

analysis of the numerical data to test the hypotheses empirically.  Having 

established the nature of research, this study adopts a positivism approach by 

being objective and being detached from the study.  A positivism approach 

perceives reality as observable and measurable, and this will allow for greater 

generalisability of findings at a later stage. In order not to contradict with the 

philosophical stance, this study adopts a deductive approach where it is 

focuses on testing the existing theory by using a suitable research design.  

Accordingly, the study will test the relevant hypothesis to reach a certain 

conclusion. Furthermore, the positivism approaches is also closely related to 

the quantitative method of research design. Besides that, this study aims to be 

an exploratory study; an experiment to define the theoretical hypothesis by 

selecting the appropriate sample and variables to assess the subject matter 

from a different perspective. Due to time constraint, this study will be designed 

to be a cross-sectional study; where it focuses on a specific point of time and 

a particular research phenomenon.  

 

In line with the quantitative method adopted, a self-administrated 

questionnaire was used to collect the numerical data. A questionnaire was 

designed to measure all six variables (employee’s behavioural intention to 

adopt green practices, attitude for engaging in a green behaviour, subjective 

norm, perceived behavioural control, organisational commitment and 

employee’s pro-environmental behaviour at home) together with demographic 

variables. All of the items used in this study were adapted and modified 

through past literature with the same green practices themes and similar 

theory employed. Prior to the data collection, this questionnaire was pre-tested 

by the academic expert in green practices and the theory of planned 

behaviour, and also hotel employees. After the modification of the initial 
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questionnaire based on the experts’ review and comment, questionnaires 

were distributed to the potential respondents. Respondents of this study were 

the hotel employees (green and non-green hotel) in Malaysia. This study used 

the directory from the ASEAN Green Hotel Standard and Malaysian 

Association of Hotel to identify the potential hotels for this study.  

 

A total of three months period was allocated to collect all the responses. Out 

of 730 questionnaires distributed, a total of 413 respondents had filled in the 

questionnaire. However, six of the questionnaire were eliminated due to the 

fact that they had more than 50 percent missing data. Thus, a total of 407 

responses were used for further analysis with the response rate of 55.75 

percent. Then, the non-response bias was checked using Chi-square in 

Crosstabulation and independent sample t-test. All the results showed that 

there was no significant difference between early and late responses. 

Therefore, based on the response rate obtained and non-response bias, the 

data can be used for further analysis. Before the hypotheses testing, the 

demographic and preliminary analysis was conducted to ensure that there was 

no research assumption is violated. Then the reliability, validity and model fit 

were also examined to ensure that the construct and model achieved at least 

acceptable rule of thumb. After all the assumption was achieved, then the 

hypotheses were tested. The hypotheses were tested using the path analysis 

by the Structural Equation Modelling.  

 

6.3 Recapitulation of research findings 
 

Before assessing the hypothesised paths, two models (i.e., theory of planned 

behaviour and extended theory of planned behaviour) were independently 

tested. The results of the structural equation modelling revealed that the theory 

of planned behaviour was a good fit with the data. All linkages in the theory of 

planned behaviour model were significant (p < .05). Attitude, subjective norm, 

and perceived behavioural control jointly explained approximately 84.4% of the 

variance in employee’s intention to adopt green practices at the workplace. 

Meanwhile, the extended theory of planned behaviour model also exhibited a 

good fit to the data, and five antecedent variables explained about 88.7% of 
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the total variance in employee’s intention to adopt green practices at the 

workplace. Overall, the results of model evaluations implied that the proposed 

extended model well predicted employee’s intention to adopt green practices 

at the workplace.  

 

Thus, the structural equation modelling outputs of the modified proposed 

model are used to test the hypotheses. A structural model is used to capture 

the linear regression effects of the endogenous construct upon one another 

(Hair et al. 1998). According to Loehlin (2004), the structural model can specify 

the pattern of the relationships among the constructs. The model was 

assessed using three criteria: 1) path coefficients (β); 2) path significant (p-

value); and 3) variance explain (R2). Furthermore, the criterion put forth by 

Rossiter (2002) states that for the structural model, all paths should result in a 

latent variable R2 greater than 50%. This study achieved the criteria of R2 with 

a value of 88.7%. Meanwhile, the cut-off criteria used for a t-value is greater 

or equal to 1.645, and for p-value is an alpha level of 0.05 (Hair et al. 2006). 

Next, the summary of SEM results for the hypotheses testing is presented by 

this study. 

 

Hypothesis 1 (H1) predicted that an employee’s attitude for engaging in a 

green behaviour affects an employee’s intention to adopt green practices at 

the workplace. The result supports this hypothesis. Therefore, the higher the 

employee’s attitude for engaging in a green behaviour, the higher their 

intention to adopt green practices in the workplace.  

 

Next, hypothesis 2 (H2) anticipated that subjective norm affects an employee’s 

intention to adopt green practices at the workplace. The result also supports 

this hypothesis. Thus, the higher the employee’s subjective norm, the higher 

their intention to adopt green practices at the workplace.  

 

Employee’s subjective norm is also predicted to affect the employee’s attitude 

for engaging in a green behaviour (H3). The result supports this hypothesis. 

Therefore, the higher the employee’s subjective norm, their attitudes for 

engaging in a green behaviour also increased. 
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Hypothesis 4 (H4) expected that subjective norm is related to employee’s 

perceived behavioural control. The result confirms this hypothesis. Thus, the 

higher the employee’s subjective norm, the higher they perceived behavioural 

control.  

 

Meanwhile, hypothesis 5 (H5) predicted that employee’s perceived 

behavioural control affects their intention to adopt green practices at the 

workplace. The result does support this hypothesis. Thus, the higher the 

employee perceived behavioural control, the higher their intention to adopt 

green practices at the workplace. 

 

Next, hypothesis 6 (H6) anticipated that employee’s attitude for engaging in a 

green behaviour fully mediates the relationship between organisational 

commitment and employee’s intention to adopt green practices at the 

workplace. The result confirmed this hypothesis. Thus, organisational 

commitment leads to increased employee’s attitude for engaging in a green 

behaviour, which in turn leads to an increased intention to adopt green 

practices at work. 

 

Hypothesis 7 (H7) expected that the subjective norm fully mediates the 

relationship between organisational commitment and employee’s intention to 

adopt green practices at the workplace. The result confirms this hypothesis. 

Thus, the organisational commitment had an indirect relationship with the 

intention to adopt green practices at the workplace through the subjective 

norm. 

 

Then, hypothesis 8 (H8) projected that perceived behavioural control fully 

mediates the relationship between organisational commitment and employee’s 

intention to adopt green practices at the workplace. However, the result does 

not support this hypothesis. Therefore, the relationship between the 

organisational commitment and employee’s intention to adopt green practices 

at the workplace is not mediated by the perceived behavioural control.  
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Meanwhile, hypothesis 9 (H9) expected that the employee’s attitude for 

engaging in a green behaviour fully mediates the relationship between 

employee’s pro-environmental behaviour at home and employee’s intention to 

adopt green practices at the workplace. The result confirms this hypothesis. 

Thus, employee’s pro-environmental behaviour at home leads to an increase 

in their attitude for engaging in a green behaviour, which in turn increased their 

intention to adopt green practices at the workplace.  

 

Hypothesis 10 (H10) anticipated that the subjective norm fully mediates the 

relationship between employee’s pro-environmental behaviour at home and 

an employee’s intention to adopt green practices at the workplace. The result 

also confirms this hypothesis. Thus, employee’s pro-environmental behaviour 

at home had an indirect relationship with the employee’s intention to adopt 

green practices at the workplace through the subjective norm. 

 

Hypothesis 11 (H11) predicted that the perceived behavioural control fully 

mediates the relationship between employee’s pro-environmental behaviour at 

home and an employee’s intention to adopt green practices at the workplace. 

The result also confirms this hypothesis. Thus, perceived behavioural control 

mediates the relationship between employee’s pro-environmental behaviour at 

home and an employee’s intention to adopt green practices at the workplace. 

 

From the path analysis using the structural equation modelling, all 

hypothesised links were examined and reported. In summary, ten out of eleven 

hypotheses in the proposed model were found to be significant, and one was 

found to be non-significant. Finally, the multigroup analysis had been 

conducted using the structural equation modelling to examine if there are 

differences between groups for the demographic characteristics included in 

this study (e.g. types of hotel, age, gender, race, education’s level and working 

experiences in the current hotel). However, the results show that there are no 

differences between the group. Then, the next section will discuss in detail 

these research findings. 
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6.4 Discussion on research findings 
 

The discussion of the results of the hypotheses testing in this section provides 

answers to the research questions by shedding light on the previous literature 

and giving possible reasons behind the findings in the research context 

concerned. 

 

 

6.4.1 The relationship of theory of planned behaviour constructs on the 
hotel employee’s intention to adopt green practices at the workplace 
 

This section presents the discussion on the research objective about the 

relationship of the theory of planned behaviour constructs (attitudes for 

engaging in a green behaviour, subjective norm, perceived behavioural 

control) on the hotel employee’s intention to adopt green practices at the 

workplace. This objective had been captured by hypothesis 1, hypothesis 2 

and hypothesis 3 that examine the impact of attitudes for engaging in a green 

behaviour (H1), subjective norm (H2) and perceived behavioural control (H3) 

on hotel employee’s intention to adopt green practices at the workplace. After 

running the structural equation modelling of the current research, it was shown 

that hypothesis 1, hypothesis 2 and hypothesis 3 are supported in a positive 

direction, and therefore it is concluded that there is a relationship between 

these three theory of planned behaviour constructs with hotel employee’s 

intention to adopt green practices at the workplace.  

 

It can be concluded that when employees have a more positive attitude for 

engaging in a green behaviour, strong subjective norms, and high control over 

the opportunities and resources to perform green practices, they are more 

likely to form an intention to adopt green practices at their workplace. In the 

context of green workplace studies, this study is in line with the works by Li et 

al. (2018), Wu and Wu (2016), and Blok et al. (2015) which also found that the 

attitude for engaging in a green behaviour, subjective norm and perceived 

behavioural control affected the intention on green practices at work. In terms 

of the previous study in the hospitality and tourism industry, the finding of this 
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study is supported by Han et al. (2010) on customers revisit intention; Kun-

Shan and Yi-Man (2011) and Chen and Tung (2014) on customers intention 

to visit a green hotel; Bagheri et al. (2018) on behavioural intention of green 

hotels customers; and Verma and Chandra (2018) on Young Indians’ visit 

intention. All these studies also showed consistent results with the current 

study, that all three of the theory of planned behaviour constructs affect 

behavioural intention. Meanwhile, in the context of hotel employees studies, 

this findings of this study are consistence with the study by Chen (2016) on 

internal service behavioural intention.  

 

Specifically, the results of the study showed that attitudes for engaging in a 

green behaviour are the strongest predictor to employee’s intention to adopt 

green practices at the workplace, followed by employee’s perceived 

behavioural control and the least affected predictor to employee’s intention to 

adopt green practices at the workplace is employee’s subjective norm. This 

result revealed that employee’s perception on the benefits and costs of the 

adoption of the green practices affected the most of their intention to adopt 

green practices at work compared to their perception on whether or not 

significant referents to approve or disapprove of that particular behaviour, and 

perceptions of internal and external opportunities and constraints on 

performing that particular behaviour. In the context of the hospitality and 

tourism industry, the most identical result could be found in the study by Kun-

Shan and Yi-Man (2011). Their study also found that attitudes for engaging in 

a green behaviour are the most significant predictors of behavioural intention. 

Unfortunately, the second and third significant predictors are different. 

Meanwhile, in the context of green studies at the workplace, the result of this 

study is supported by Blok et al. (2015) who also found that the attitude for 

engaging in a green behaviour is the strongest predictor, followed by perceived 

behaviour control and subjective norm. While, in the context of hotel 

employees studies, Chen et al. (2016) showed the similar pattern of the result 

with attitudes towards behaviour is the strongest predictor for internal services 

behavioural intention followed by perceived behavioural control and subjective 

norm as the least predictor for internal service behavioural intention.  
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For the strongest predictor of employee’s intention to adopt green practices at 

the workplace, attitudes for engaging in a green behaviour, this finding is 

consistent with the Gifford et al. (2011), which argues that individual choose 

options after comparing perceived benefits and costs, which are related with 

money, effort, pleasure, prestige, and social approval. Based on this findings, 

it showed that people who believe that the environment should be protected, 

even at high costs, perceive that the benefits of pro-environmental behaviour 

are substantial enough to surpass the costs, and they intend to act in a more 

pro-environmental way. The results of this study also support the argument by 

Gao et al. (2017)  that mentioned an attitude as the first personal traits that 

influenced any of an individual’s decision-making. It is plausible because 

attitudes involve individual’s phycological emotions and their own prediction 

on targeted behaviour. Eagly and Chaiken (1993) also emphasised that an 

individual’s psychological trait that exists in every human being is critical to the 

observation and evaluation of particular behaviour. Thus, it is rational that 

attitudes are the strongest predictor because it involves individual personal 

feelings and judgement. For hotel employees in Malaysia, according to 

Deraman et al. (2017), they had only a little bit of awareness and common 

knowledge that green practices could reduce operating and utility costs and 

improve the environment. Furthermore, their study found that employees in the 

Malaysian hotel industry are not willing to get involved in these practices, which 

can compromise the quality of the final product or involve in behaviour change. 

These findings showed that the attitude for engaging in a green behaviour of 

employees in Malaysia is still at a low rate; thus there might be a plausible 

reason why green practices in Malaysia still have not received much attention 

and the number of the hotel that adopted it is still scarce.   

 

Perceived behavioural control is the second-highest predictor among three 

behaviours in the theory of planned behaviour. This result showed that 

perceived behavioural control moderately predicted employee’s intention to 

adopt green practices at work in the hotel industry context. This result showed 

that perceived behavioural control is also considered as an important predictor 

to individual behavioural intention. This might be because the employees 

believe they have the required resources and opportunities such as 
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knowledge, ability, skills, and enough time mainly because almost half of the 

respondents received a university education; thus, they are assumed to 

already have the knowledge and ability about the green practices. Another 

reason is that the obstacles the individuals are likely to deal with might be few, 

and they must be sure of their skills to act and consequently exhibit a 

substantial degree of perceived behavioural control. Thus, in the workplace 

settings, if there are incentives in education and training to help the 

achievement of goals, individuals will increase their intention to adopt green 

practices. In addition, this construct is expected to increase when individuals 

perceive that they have more resources and confidence to implement that 

particular behaviour (Ajzen 1985; Hartwick and Barki 1994; Lee and Kozar 

2005). Furthermore, a study by Chen and Knight (2014) stated that employees’ 

view their major barrier in implementing green practices would be the lack of 

knowledge and awareness. Thus, providing employee’s with enough training, 

education, resources and facilities will help to increase their willingness to 

adopt green practices.   

 

Finally, in this study, the subjective norm is the weakest predictor on 

employee’s intention to adopt green practices at work in the context of the hotel 

industry. Subjective norms are determined by the perceived social pressure 

from others for an individual to behave in a certain manner and their motivation 

to comply with those people's views. The influence of subjective norms on 

forming intention proved to be generally weaker in previous studies than the 

influence of attitude and perceived behavioural control. One plausible 

explanation for the weak relationship of the subjective norms variable is given 

by Gao et al. (2017) that the young age of participants. They argued that the 

young individuals, are more rational and have their own opinions, thus they 

are making decision and behaviours by their own rational thinking (Gao et al. 

2017). Therefore, the effect of subjective norm on employee’s intention to 

adopt green practices in workplaces seems weak. Another possible 

explanation is from Ajzen (1991) that the behavioural intentions in the theory 

of planned behaviour are heavily influenced by personal factors, such as 

attitudes and perceived behavioural control. Since the subjective norm 

requires individuals to predict what other people think about their action, this 
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perception might be diverse. Respondents might find it is difficult to think what 

others think when they take or not take certain behaviour. Besides that, in 

terms of the number of years, these respondents have been working in the 

current hotel, which is less than 5 years, so they might not too close to know 

their co-workers’ characters that much. This might also be the possible 

reasons why subjective norm is the least-serving predictor to intention.  

 

 
6.4.2 The mediating effect of attitudes for engaging in a green 
behaviour, subjective norm and perceived behavioural control on the 
relationship of organisational commitment and hotel employee’s 
intention to adopt green practices at the workplace 
 

The next objective of this study attempted to examine the effect of attitudes for 

engaging in a green behaviour, subjective norm and perceived behavioural 

control on the relationship of organisational commitment and hotel employee’s 

intention to adopt green practices at the workplace. The mediating effect of 

attitudes, subjective norm and perceived behavioural control was driven by 

Ifinedo (2014) and Kaur and Mahajan (2014) through the social bond theory 

which claimed that employees with strong beliefs in their organisation’s values 

and goals, will also form and maintain positive attitudes about their 

organisational goals and values, and then this attitude leads them to increase 

their intention to implement the values and goals. Besides that, this previous 

study also discussed that a committed employee would find it pleasant and 

expedient to follow behaviour from significant others in his or her work 

environment. Finally, Ifinedo (2014) and Straatmann et al. (2018) also argued 

that employees with a higher commitment in an organisation are likely to 

believe that their actions and skills have an impact on the organisation’s overall 

performance, thus it will increase their skills and actions to help their 

organisation achieve the goals. At the same time, the attitude for engaging in 

a green behaviour, subjective norm and perceived behavioural control are 

expected to affect employee’s intention to adopt green practices. Thus, it is 

expected that organisational commitment will affect indirectly employee’s 
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intention to adopt green practices through attitudes for engaging in a green 

behaviour, subjective norm and perceived behavioural control. 

 

Hypotheses 6, 7 and 8 in this study examine the indirect effect of 

organisational commitment and employee’s intention to adopt green practices 

through attitude in engaging in a green behaviour, subjective norm and 

perceived behavioural control. Based on the results of the mediation analysis, 

it is revealed that the organisational commitment could exert an indirect impact 

on his/her intention to adopt green practices at work through his/her attitude 

for engaging in a green behaviour (H6), and subjective norms (H7). 

Unfortunately, the result does not support the perceived behavioural control 

(H8). Thus, the relationship between organisational commitment and 

employee’s intention to adopt green practices is not mediated by perceived 

behavioural control. In summary, the findings disclose that only attitudes for 

engaging in a green behaviour and subjective norm fully mediate the 

relationship between organisational commitment and employee’s intention to 

adopt green practices. In other words, highly committed employees will most 

likely perceive more positive attitudes about the green behaviour and strong 

engagement in similar behaviours of significant others in his/her work 

environment are engaged in such behaviour, and this will then leads to an 

increased intention to adopt green practices at the workplace. This result 

indicates that organisational commitment could help lead the employees to 

form an intention to adopt green practices at their workplace by creating a 

more positive attitude for engaging in a green behaviour and subjective norm. 

This findings partially support the previous findings by Straatmann et al. 

(2018), Ifinedo (2014), and Kaur and Mahajan (2014) only on attitudes towards 

behaviour and subjective norm, but they fail to support the findings on 

perceived behavioural control.  

 

Specifically, the result from the structural equation modelling for hypothesis 6 

is supported in a positive direction. Thus it is concluded that committed 

employees positively affect their attitudes for engaging in a green behaviour, 

which then positively affect employee’s intention to adopt green practices at 

the workplace. The result showed that highly committed employees recognise 
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a more positive attitude for engaging in a green behaviour, which in turn leads 

to an increase in their intention also to adopt green practices at work. The 

possible reason for this result is that employees who have high organisational 

commitment make efforts for the achievement of organisational goals, thus 

direct their perception to be favourable towards achieving that goal. For 

instance, in this study, the goals of the hotel are to become a greener hotel; 

thus highly committed employees feel responsible to work together with their 

hotel towards achieving this goal and leading them to develop a more positive 

perception on engaging in a green behaviour. This result is strengthened by 

Bilgin and Kutlu (2018) who stressed on the effect of organisational 

commitment and attitude towards change. They stressed that employees with 

high organisational commitment are more compatible with the aims and values 

of the hospital,  eager to considerably make more effort on behalf of the 

hospital and so more likely to accept organisational change, thus develop a 

more positive attitude towards change. Green practices adoption is considered 

as one of the organisational changes because these practices require 

employees to change from their regular work routine to a more environmental-

friendly work routine. 

	
Meanwhile, the result from the structural equation modelling for hypothesis 7 

is also supported, and it is in a positive direction. Thus, it is concluded that 

committed employees positively affect their subjective norm, which then leads 

to the positive effect of employee’s intention to adopt green practices at the 

workplace. The result showed that highly committed employees are more likely 

to perform a behaviour that is similar or favoured by the people important to 

them such as supervisor and co-workers, which in turn leads to increase their 

increased intention to also adopt green practices at work. The plausible reason 

for this result is that employees with high organisational commitment 

communicate more positively with others in the organisation and at the same 

time have a strong attachment with others in the organisation; thus through 

this strong attachment, they are more likely to follow similar behaviour or 

practices of others in the organisation do.  Thus, the result supported the 

argument from the social bond theory through the attachment element that 

stated that individuals with a tight and robust attachment on one group, will 
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closely follow that particular group’s norm (Hirschi 1969). This argument is also 

consistent with the statement made by Stites and Michael (2011) that portrays 

that organisational commitment could show the good relationship between 

employer and employee.	Mohan-Raju and Srivastava (1994) also described 

the organisational commitment as the factor that promotes the attachment of 

the individual to the organisation.  

 

Finally, the result of the structural equation modelling for hypothesis 8 is not 

supported. Thus it is concluded that perceived behavioural control does not 

mediate the relationship between organisational commitment and employee’s 

intention to adopt green practices. The result also reveals that although the 

relationship between perceived behavioural control and employee’s intention 

to adopt green practices is significant, the relationship between organisational 

commitment and perceived behavioural control is insignificant. From this 

result, it could be seen that high or low of employee’s organisational 

commitment does not at all influence their perceived behavioural control. This 

result seems to be reasonable because the level of individual involvement and 

attachment in their organisation cannot generate their abilities, skills, 

information and resources to perform a particular behaviour. The abilities, 

skills, information and resources related to perceived behavioural control could 

only be obtained through training and education, either formal or informal 

(Saeed et al. 2019). This might be a plausible argument on why the level of 

employee’s commitment could not affect their perceived behavioural control. 	
 
 
6.4.3 The mediating effect of attitudes for engaging in a green 
behaviour, subjective norm and perceived behavioural control on the 
relationship of pro-environmental behaviour at home and hotel 
employee’s intention to adopt green practices at the workplace 
 

Another objective in this study attempted to examine the effect of attitudes for 

engaging in a green behaviour, subjective norm and perceived behavioural 

control on the spillover effect of employee’s pro-environmental behaviour at 

home and hotel employee’s intention to adopt green practices at the 
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workplace. Green practices at home are the most interrelated activities with 

green practices at work compared to other green activities such as green 

purchasing behaviour or green practices in public areas. Most of the practices 

conducted at home could also be conducted at work, such as turning off the 

light when not needed, recycling waste, using the solar panel and use of the 

dual-flush toilet; thus it is easier for the respondents to make a comparison 

between these two practices. The significant differences that distinguish these 

two types of behaviour are related with the cost where at home, the individual 

will bear the cost themselves, while at work the cost is considered free for the 

individual since the organisation will pay for the bills. Thus, it is expected that 

being pro-environmental at home will have a spillover effect on an employee’s 

intention to adopt green practices at the workplace. According to Ajzen (1991), 

when an individual feels positive and pleasant by performing a certain 

behaviour, the possibilities of them to repeat it are higher. Thus, when the 

individual is required to make a behavioural decision, when past and current 

behaviour is relevant to them, they might simply assume that the behaviour 

performed previously is likely to be applicable in the present as well (Albarracin 

and Wyer 2000).  

 

Meanwhile, the mediating effect of attitudes for engaging in a green behaviour, 

subjective norm and perceived behavioural control was driven by Bem (1972) 

with the argument that people who had performed certain behaviour might 

explain a general personality that an employee holds regarding 

herself/himself, which may, in turn, influence future behaviours. Thus, it is 

expected that by performing the pro-environmental behaviour at home does 

affect the attitude for engaging in a green behaviour, subjective norm and 

perceived behavioural control. Meanwhile, attitude towards behaviour, 

subjective norm and perceived behavioural control are already proven by this 

study to significantly affect employee’s intention to adopt green practices at 

the workplace. Thus, it is expected that employee’s pro-environmental at home 

will directly affect their attitudes towards green behaviour, subjective norm, and 

perceived behavioural control, and then it will indirectly affect employee’s 

intention to adopt green practices through these three predictors. 
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Hypotheses 9, 10 and 11 in this study examine the indirect effects of pro-

environmental behaviour at home and hotel employee’s intention to adopt 

green practices at the workplace through attitude for engaging in a green 

behaviour, subjective norm and perceived behavioural control. Based on the 

results of the mediation analysis, it is revealed that the pro-environmental 

behaviour at home has an indirect impact on his/her intention to adopt green 

practices at the workplace through his/her attitude for engaging in a green 

behaviour (H9), subjective norms (H10) and perceived behavioural control 

(H11). In summary, the findings disclose that all the antecedents of the theory 

of planned behaviour (attitudes for engaging in a green behaviour, subjective 

norm and perceived behavioural control) fully mediate the relationship 

between pro-environmental behaviour at home and hotel employee’s intention 

to adopt green practices. In other words, employees who perform green 

practices at home, will most likely to perceive more positive attitudes about the 

green behaviour, likely engage in similar behaviours of significant others in 

his/her work environment, increase their perceived behavioural control and 

then lead them to increase the intention to adopt green practices at work. This 

result indicates that pro-environmental behaviour at home could help lead the 

employees to form an intention to adopt green practices at their workplace by 

influencing employee’s attitudes towards green behaviour, subjective norm 

and perceived behavioural control. These findings are partially consistent with 

the previous findings by Kun-Shan and Yi-Man (2011), and Cheng et al. (2005) 

who also found the theory of planned behaviour constructs as mediators.  For 

instance, Kun-Shan and Yi-Man (2011), found that attitude towards behaviour, 

subjective norm and perceived behavioural control are the mediators for the 

relationship between past behaviour and customer’s intention to visit a green 

hotel. Besides that, the result of this study also confirmed the argument made 

by Wells et al. (2016) where the result of the spillover effect between pro-

environmental effect at home and pro-environmental effect at the workplace 

might be significant if there are intervention factors between the two 

constructs.  

 

Specifically, the result from the structural equation modelling for hypothesis 9 

is supported in a positive direction. Thus it is concluded that being pro-
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environmental at home positively affects the attitudes for engaging in a green 

behaviour, which then leads to the positive effect of employee’s intention to 

adopt green practices at the workplace. The result showed that employees 

who frequently perform pro-environmental practices at home develop a more 

positive attitude for engaging in a green behaviour, which in turn leads to an 

increased their intention to also adopt green practices at work. This result 

might seem reasonable because participants are more likely to use their 

frequent behaviour experienced to estimate the desirability and likelihood of 

specific effects of behaviour to form an attitude towards the behaviour. 

Lacasse (2017) also found that by performing one pro-environmental 

behaviour, it can alter how people view themselves and strengthen their 

environmental perceptions, leading them to develop stronger attitudes and 

then engage in another pro-environmental behaviour. Therefore, it is rational 

to conclude that the more frequent the pro-environmental behaviour performed 

by employees at home, the more likely they produce positive attitudes for 

engaging in a green behaviour, which leads to an increase in their intention to 

adopt green practices at work. This result is also consistent with Albarracin 

and Wyer (2000) who argued that people who have performed a certain 

behaviour might later think about its possible consequences, and these 

behaviour cognitions could guide their future actions. 

 

Meanwhile, the structural equation modelling results for hypothesis 10 are also 

supported, and they are in a positive direction. Thus, it is concluded that pro-

environmental positively affects subjective norm, which then leads to the 

positive effect of employee’s intention to adopt green practices at home. The 

result showed that employee who frequently performs of pro-environmental 

practices at home create a stronger subjective norm, which in turn leads to an 

increased their intention also to adopt green practices at work. The rationale 

of the result is that others could witness pro-environmental behaviour adopted, 

thus, they have the desire to show a positive, moral, and consistent image to 

their families, friends, supervisors and co-workers, which then could motivate 

additional pro-environmental actions (Truelove et al. 2014). Therefore, 

whenever possible, they will sustain their behaviour outside and inside the 

organisation. Thus, it is logical to conclude that the more frequent the pro-
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environmental behaviour performed by employees at home, the more 

motivated they are to sustain the pro-environmental behaviour that they 

perceived will be approved by their supervisors and co-worker, which leads 

them to increase their intention to adopt green practices at work. Tedeschi and 

Rosenfeld (1981) supported this argument by stating that people are often 

motivated to present a consistent image of themselves to others and also to 

make a positive impression on others.  

 

Finally, the result from the structural equation modelling for hypothesis 10 is 

also supported in a positive direction. Thus it is concluded that being pro-

environmental at home positively affects perceived behavioural control, which 

then leads to positively affect employee’s intention to adopt green practices at 

the workplace. This result is sensible because the frequent behaviour 

performed will then developed skill and knowledge over that particular 

behaviour through the experience and habit. Therefore, when they already 

conducted the behaviour previously, the employees will have the ability to 

control the barrier and to consume adequate resources. Furthermore, Safa et 

al. (2016) claimed that by performing a behaviour, an individual is considered 

to have the knowledge that leads to familiarity, ability, skill and comprehension 

of activity through exposure to it or involvement with it. Thus, by consistently 

performing pro-environmental behaviour at home does increase employee’s 

perceived behavioural control through improved skills and knowledge, identify 

barriers and obtain appropriate resources. Therefore, it is reasonable to 

conclude that the more frequent performance of pro-environmental behaviour 

at home by the employees, the higher their perceived behavioural control and 

this will lead them to increase their intention to adopt green practices at work. 

This conclusion was also supported by Lanzini and Thᴓgersen (2014) who 

argued that performing a pro-environmental behaviour may facilitate the desire 

to perform  another consistent behaviour due to increase of capacities and 

self-confidence in the environmental field, as well as strengthened awareness 

and overall knowledge of the environmental issues. 
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6.5 Contributions of the Study 
 

Based on the research findings of this study, some contributions on the 

theoretical and practical aspects are discussed and proposed. The theoretical 

side examines ways in which this study has covered the identified gaps and 

added value to the knowledge in the field of green studies, hospitality industry, 

workplace behaviours, theory of planned behaviour, social bond theory and 

spillover effect. On the other hand, practical contributions addressed the 

contributions made towards improving employee’s involvement in green 

practices adoption in the workplace, specifically the hotel industry. 

 

 

6.5.1 Theoretical contributions 
 

This research has several important contributions to the existing literature. 

Firstly, combining the theory of planned behaviour constructs, organisational 

commitment and pro-environmental behaviour at home provide a new angle in 

understanding the concept of behavioural intention. To the author’s best 

knowledge, this study is one of the first attempts to examine the dimensions of 

behavioural intention through the creation of a unified model of the theory of 

planned behaviour constructs, social bond theory through organisational 

commitment and spillover effect of pro-environmental behaviour at home. 

Thus, this is a novel contribution to the existing theory of planned behaviour 

by incorporating the social bond theory and a spillover effect in the theory of 

planned behaviour. The combination of these variables will enable an 

organisation, specifically hotel providers to create internal stakeholders who 

can react to changes proactively in the long-term. Additionally, the integration 

of the theory of planned behaviour constructs (attitudes for engaging in a green 

behaviour, subjective norm, perceived behavioural control), organisational 

commitment and pro-environmental behaviour at home shows that the 

behavioural intention is not a responsibility on cognitive predictors only; it is a 

joint responsibility of volitional predictors, non-volitional predictors, spillover 

effect and external factors. This extension model has made a clear and holistic 

understanding of the individual behavioural intention.  
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Furthermore, the predictive power of the extension of theory planned 

behaviour is also increased by taking the theory of planned behaviour 

constructs (attitudes for engaging in a green behaviour, subjective norm and 

perceived behavioural control) as mediators for organisational commitment 

and pro-environmental behaviour at home to employee’s behavioural 

intention. The findings reveal that after adding organisational commitment and 

pro-environmental behaviour at home into theory of planned behaviour, the 

explanatory power (R2) of the model has increased from 84.4% to 87.7% 

percent. In other words, the results have validated the appropriateness and 

usefulness of the extended theory of planned behaviour model to understand 

the hotel employee’s intention to adopt green practices. Therefore, this 

extension model of the theory of planned behaviour is the structure that better 

predict individual behavioural intention. As such, in the existing literature on 

behavioural intention and studies on employee’s behaviour, this extension 

model can provide a holistic view for predicting hotel employee’s behavioural 

intention. As the consequences of the theoretical foundations used, this 

framework can be applied to several different industries, specifically to an 

organisation that has a transition period and requires their employees to make 

changes. 

 

Secondly, taking the theory of planned behaviour constructs (attitudes for 

engaging in a green behaviour, subjective norm and perceived behavioural 

control) as mediators to employee’s behavioural intention is also a novel 

contribution to the existing theory of planned behaviour literature since the 

previous studies on these variables as mediators are very limited, although it 

is already suggested by Ajzen (1991). The findings of attitude towards the 

behaviour, subjective norm and perceived behavioural control as a mediator 

indicate that these variables could facilitate other predictors to increase or 

decrease behavioural intention. Thus, the contribution of this study to the 

theory of planned behaviour research is that it developed and validated a 

theoretical model linking external variables on behavioural intention through 

attitudes towards behaviour, subjective norm and perceived behavioural 

control. Thus, the results suggest that the theoretical model or framework 

developed may be used not only to consolidate past research but also to plan 
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future research. It can then serve as a point of reference for research related 

to green studies, the hospitality and tourism industry and employees’ green 

behaviour. 

 

Next, the study enriched the literature on the positive consequences of 

attitudes for engaging in green behaviour, subjective norm and perceived 

behavioural control on hotel employee’s intention to adopt green practices. To 

the author’s best knowledge, this is the first study that attempts to test the 

relationship of these variables under the hotel’s employee context. Thus, this 

is also a new contribution to the tourism and hospitality literature. The present 

study proposes to strengthen the existing theory and provides a better insight 

into the influence and relationship between tested variables. Specifically, this 

research has posited and found empirical support for the theory of planned 

behaviour that can also be used in the context of employees at the hotel 

industry. This study proves that the extension of this theory would give 

significant results when adopted to employees in the hotel industry. The 

findings of this study on the attitude for engaging in a green behaviour, 

subjective norm and perceived behaviour control confirm these variables as 

predictors to hotel employee’s intention to adopt green practices at the 

workplace. Hence, the more positive the attitude for engaging in a green 

behaviour, the stronger the subjective norm and the higher the perceived 

behavioural control, and this tends to increase hotel employees’ intention to 

adopt green practices at work. The result of this study provides empirical 

evidence to support this theory by expanding the scope of the study to the 

context of employees in the hotel industry.   

 

The next contribution provided by the current study is the significant impact of 

the theory of planned behaviour construct on additional constructs in the model 

which influence the behavioural intention to adopt green practices at work. This 

research studies the role of attitudes for engaging in a green behaviour, 

subjective norm and perceived behavioural control to facilitate organisational 

commitment to influence employee’s intention to adopt green practices at 

work. To the author’s best knowledge, none of the previous studies had 

observed the relationship of organisational commitment and behavioural 
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intention through the theory of planned behaviour constructs in the context of 

the environmental management studies. Furthermore, the connection between 

organisational commitment and behavioural intention in terms of employee’s 

green behaviour has also not been examined yet. Moreover, this study applies 

the social bond theory elements to explain the relationship between 

organisational commitment and behavioural intention. Thus, this study also 

provides a new contribution to the existing literature of organisational 

commitment, the theory of planned behaviour, social bond theory, green 

studies and hospitality studies. The result of this study establishes that the 

effect of organisational commitment through the social bond theory on the 

theory of planned behaviour constructs supports the attitude for engaging in a 

green behaviour and subjective norm. As for organisational commitment, the 

study failed to demonstrate the impact on perceived behavioural control, thus 

whether or not the influence depends on other factors is worth probing further.  

 

Finally, this study found empirical evidence on the spillover effect of pro-

environmental behaviour at home and all the theory of planned behaviour 

constructs. To the author’s best knowledge, the theory of planned behaviour 

construct has not yet been tested as the mechanism of pro-environmental 

behaviours spillover. Hence, this is a novel contribution to the existing literature 

on the spillover effect by suggesting the mechanisms that could motivate the 

spillover effect. Specifically, this study has found that the pro-environmental 

behaviour at home serves as a predictor to the theory of planned behaviour 

constructs (attitudes for engaging in a green behaviour, subjective norm, 

perceived behavioural control) which then leads to employee’s intention to 

adopt green practices at the workplace.  

 

 

6.5.2 Practical contributions 
 

In terms of practical implications, the findings of this research provide 

significant practical implications to the hotel and tourism industry. The result of 

this research could give some valuable information to the hotel owners to seek 

the best solution to the issue related to their employee’s reluctance to change 
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by understanding the factors involved. The finding can hopefully help the 

hotels to widen the scopes that relate to green practices and at the same time, 

boost the image and economic gain of the hotel industry. In addition, the 

research examines in what way attitudes towards green behaviour, subjective 

norm and perceived behavioural control affect employee’s intention to adopt 

green practices at work. Such relationships are important for hotels interested 

in developing their corporate social responsibility with action at the employee 

level and providing valuable knowledge to those wishing to develop internal 

social marketing campaigns directed to employees. A variety of training and 

empowerment programs such as ISO 14001 foundation courses, the 

Environmental Management Certificate for managers and also qualified 

employees, and training courses conducted by the external expertise 

according to their job scopes can not only motivate employees’ attitudes 

towards green behaviour but also foster their awareness of the advantages of 

adopting green practices at work. According to the findings, employees will be 

likely to adopt green practices when they have a more positive attitude for 

engaging in a green behaviour, subjective norms and perceived behavioural 

control. As long as the employees recognise the fact that adopting green 

practices is beneficial to the environment, their attitude, subjective norms, and 

perceived behavioural control could possibly be improved. 

 

The attitude of engaging in a green behaviour is the strongest predictor to 

employee’s intention to adopt green practices; thus, the hotel manager must 

facilitate the development of a positive attitude among employees. 

Accordingly, this study’s findings can inform ways in which organisations 

specifically hotel managers can improve employees’ attitude towards green 

behaviours at work. For example, one recommendation is that organisations 

could include information about the successful environmental efforts of 

employees in their weekly newsletter. This would show employees that not 

only the hotel but they themselves are also making benefits through the 

adoption. When the employees perceived more benefits instead of harm, a 

more positive attitude will be created.  Furthermore, hotel managers can 

improve employees attitude towards green behaviour by facilitating and 

positively reinforcing the submission of suggestions for environmentally 



 
 

180 

beneficial changes. Through the implementation of these programs, 

employees themselves will look at the way to successfully implement it, at the 

same time increase their knowledge on the benefits of its implemention. As a 

result, this can help to improve employees’ attitude for engaging in a green 

behaviour. 

 

There is still one more thing worth mentioning. Our empirical study also reveals 

that employees’ perceived behavioural control is the second most important 

predictor in the theory of planned behaviour. This implies that employees’ 

perception of the ready accessibility and convenience to conduct green 

practices is one of the important determinants of his/her intention to adopt 

green practices. If green practices adoption at work is considered to be easily 

accessible to their employee, then he/she will have more intention to adopt it. 

At the same time, they should also educate, provide training, give information 

and improve the skills of their employees to make them increase the 

perception of behavioural control, which then leads them to adopt it. 

 

Finally, the findings from this study also have several implications for the policy 

development and program implementation bearing on green hotels. As the 

results from the data analysis show, employees will have a more positive 

attitude for engaging in a green behaviour, strong norms and high perceived 

behavioural control when they frequently apply pro-environmental behaviour 

at home. Therefore, the government and policy-makers must pay attention 

towards promoting the concept of green practices at home in order to improve 

their attitude for engaging in a green behaviour, subjective norm and perceived 

behavioural control, which then leads to an increased intention to adopt it at 

work. In doing so, the government can focus on public communication or in-

house education about the environment issue. For example, the Ministry that 

deals with aspects of energy, science, technology, environment and climate 

change can make a short documentary to convince the public of the 

importance and confront them with the practical problems of the environment 

issue as well as to provide some relevant suggestions and guidelines for them 

to follow. Besides that, the enforcement of the law on basic green practices at 

home, such as waste separation and open burning should also be introduced 
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by this Ministry since the awareness program had already been carried out. 

As long as employees implement a higher degree of green practices at home, 

he/she will take a more positive attitude for engaging in a green behaviour at 

work, strong subjective norm and high perceived behaviour control, and then 

behave accordingly. 

 

 

6.6 Limitation and suggestion of future research 
 

This study has some limitations that need to be taken into consideration when 

interpreting its findings and conducting further research. The main limitation of 

this study is to examine employees’ intentions to adopt green practices based 

on the extended theory of planned behaviour model instead of their actual 

green behaviour. Previous studies indicate that the behavioural intention 

models are robust in numerous behavioural domains (Ajzen 2001; Eagly and 

Chaiken 1993), but caution must be taken that individual actual behaviour is 

not always equivalent to his/her behavioural intentions (Belk 1985). Thus, it is 

suggested that researches to further investigate employees’ actual behaviour 

by collecting the actual green behaviour data. In addition, future research can 

take samples from the hotel provider to examine their viewpoints of being 

green hotels and also their perspectives on employees’ green activities at the 

workplace.  

 

The argument offered by this thesis mentioned that employees do not know 

what organisations want with the adoption of green practices. This argument 

might be embedded in organisational cultural issues that might be brought to 

light and further discussion in the future. Subsequently, it is also stated that 

the green practice adoption by service industry could help with the act of 

minimising pollution directly and also indirectly through the reduced demand 

for water and energy. Thus it is interesting to see the relationships of the 

structural model moderated by type of hotel and some organisational cultural 

aspects that would encompass the environmental stance of the organisation. 

However, the potential effect of organisational culture is beyond the scope of 
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this thesis. Thus, it is suggested for future research to test if the organisational 

culture plays a role as moderator on the relationships tested in this model. 

 

The limitation of the research also includes the use of non-probability 

sampling, which can contribute to the methodological limitations because the 

non-probability sample has several weaknesses and cannot be generalised to 

reduce the sampling errors. Also, respondents selected using the non-

probability sampling could also create bias. Therefore, it is recommended that 

this study is replicated by using a random sample. Besides that, this study is 

limited to the demographic scope within Malaysia only, mainly due to financial 

and time constraints. The research has only included findings from the 

Malaysian hotel industry context. It can be further suggested that the research 

is conducted using a diverse sample of nationalities, so that the findings could 

be verify whether or not the finding could be generalised. Finally, another 

suggestion is to apply this study to other hospitality segments, such as 

restaurant, entertainment and transportation.  

 

In addition, the data for this study were obtained through questionnaires. 

Hence, this study is found to have inherent methodological limitations of 

questionnaire investigation, such as whether or not the participants truly 

understood the questions. Also, in an attempt to gather as much data as 

possible, the questionnaire designed for this study might have been a bit 

lengthy, and this may have challenged the respondents’ patience. Thus, the 

answers might not reflect the variables that this study intends to investigate. 

Since the instruments used in this study were originally developed in a non-

Asian context, instruments might contain culturally sensitive items that may not 

be detected despite the researcher’s best effort to validate the instruments in 

Malaysia. Therefore, it is suggested that these factors could be examined 

through qualitative research, such as interviews and focus group. Therefore, 

these factors could be evaluated in further details. 

 

The sample size of 138 employees from green-certified hotel limits the 

inferences that may be drawn from the findings presented in this study. The 

small sample size is due to the uncooperative nature and unwillingness of 
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some of the green-certified hotels to participate in the study. The main reason 

given for their nonparticipation was the hotel policy, which dictated that they 

would not reveal any information to outsiders. The small sample size might 

also reduce and affect the generalisability of the findings and conclusions. 

Furthermore, the sample in this study covered only one industry. This might 

also affect the accuracy and generalisability of the findings. Therefore, to 

increase the number of respondents, future research could also include a 

green hotel that had been certified by other environmental certification bodies 

such as ISO14001 and also the Green Building Index (GBI). It is also 

suggested that attention should be paid to the role of other stakeholders such 

as customers, community, supplier, and environmental authorities. These 

stakeholders might also affect the study finding because their expectation 

would rest on the fundamental issues (Shaw et al. 2010). Thus, a focus group 

or interview could tackle this suggestion.  

 

 

6.7 Conclusion 
 

The present study seeks to examine the relationship between the theory of 

planned behaviour constructs, organisational commitment and pro-

environmental behaviour at home on the employee’s intention to adopt green 

practices in the context of the hotel industry. This study was a quantitative and 

hypothesis-testing study, and data from 407 respondents were collected 

through a standardised questionnaire distributed to all respondents with the 

help of the employees from green hotels certified by the ASEAN Green Hotel 

Standard as well as non-green hotels in Malaysia. Statistical Package for 

Social Science (SPSS) version 25 was used for the data entry, testing of non-

response bias and descriptive analysis. Frequencies and percentages were 

used to describe the demographic characteristics of the respondents.  

 

Meanwhile, for hypotheses testing, the Structural Equation Modelling by 

AMOS was used as statistical tools. Eleven hypotheses are tested in this study 

based on the research framework developed. The results of the study 

demonstrate that the theory of planned behaviour is applicable to the 
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measurement of employee’s behavioural intentions in the context of the hotel 

industry. The three theory of planned behaviour constructs are significant 

predictors and positively related to employee’s intentions to adopt green 

practices at work in the context of the hotel industry. Thus, this study provides 

empirical support for the adequacy of Ajzen’s theory of planned behaviour in 

measuring employee’s intention to adopt green practices at work in the context 

of the hotel industry. This implies that the attitude for engaging in a green 

behaviour, subjective norm and perceived behavioural control influence 

employee’s intention to adopt green practices at work. Specifically, attitudes 

for engaging in a green behaviour is the strongest variable to influence the 

employee’s attitude towards green behaviour, followed by perceived 

behavioural control, and the least affected predictor is the subjective norm. 

Therefore, it is suggested that to increase green behaviour adoption at the 

workplace, hotel provider and government should give great attention towards 

employee’s attitude for engaging in a green behaviour since it is the strongest 

predictor of intention. Therefore, the programs related to green practices, such 

as training and education, should focus on increasing employee’s attitude for 

engaging in a green behaviour. 

   

The mediating analysis using the structural equation modelling also reveals 

that  the relationship between organisational commitment and employee’s 

intention intentions to adopt green practices  was mediated only by the attitude 

towards green behaviour and subjective norm. However, perceived 

behavioural control does not mediate the relationship between organisational 

commitment and employee’s intention to adopt green practices. This result 

suggests that highly committed employees tend to increase employee’s 

intention to adopt green practices at work by way of building a more positive 

employee’s attitude towards green behaviour and stronger subjective norm. A 

close observation of this result provides the insight that perhaps a highly 

committed employees could relate with the organisation’s goal and values that 

are similar to their values, thus this situation could increase their positive 

attitude towards achieving that goal and at the same time stimulate their 

thoughts to follow what significance others think they should do to achieve that 

goal. At the same time, past research also suggests that highly committed 
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employees tend to lower an organisation’s turnover rate. Thus, it is concluded 

that organisational commitment not only tends to increase an employee’s 

intention to adopt green practices at work, but it could also reduce the turnover 

rate. Thus, if the hotel provider could find a way to increase the organisational 

commitment, they will experience tremendous benefits from it. 

 

As has been documented in previous research, it is also revealed in this study 

that pro-environmental behaviour at home is strongly linked with the theory of 

planned behaviour constructs. It could be concluded that an employee that 

frequently adopts the pro-environmental behaviour at home tends to have a 

more positive attitude towards green behaviour, stronger subjective norm and 

higher perceived behaviour control. Thus, the finding also shows that attitude 

towards behaviour, subjective norm and perceived behavioural control 

mediate the relationship of pro-environmental behaviour at home and 

employee’s intention to adopt green practices at the workplace. The results of 

the study provide empirical support for Ajzen (2001) arguments that all the 

influences of variables other than the theory of planned behaviour constructs 

on behavioural intention are mediated by these three predictors. This implies 

that employee’s pro-environmental behaviour at home will increase his or her 

intention to adopt green practices at work by developing a more positive 

attitude towards behaviour, developing stronger subjective norm and 

increasing employee’s perceived behavioural control. In other instances, they 

might simply assume that the conditions that led to their earlier behaviour exist 

in the present situation as well, and they might repeat the behaviour without 

bothering to verify this assumption. For this study, employees that adopt pro-

environmental behaviour at home already have an assumption and basic 

common knowledge on how to do it if they are required to implement it at work.  

 

To summarise, the theory of planned behaviour constructs is not enough to 

predict behavioural intention. Hotel providers also need to build stronger 

organisational commitment among their employees in order to increase their 

employee’s intention to adopt green practices at work. Besides that, they 

should also take note that employee’s frequent performance on pro-

environmental activities at home would also affect their intention to adopt 
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green practices at work through the concept of spillover. More frequent green 

practices at home build more positive attitudes towards green behaviour, 

stronger subjective norm and higher perceived behavioural control, which then 

indirectly influence employee’s intention to adopt green practices at work. 

Finally, together with attitude, subjective norm, and perceived behavioural 

control, pro-environmental behaviour at home and organisational commitment 

can also enhance the predictive power of the theory of planned behaviour for 

the intention to adopt green practices at work. Therefore, the addition of pro-

environmental behaviour at home and organisational commitment to the 

theory of planned behaviour improves the prediction of the green practices 

adoption intention at the workplace. 
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Appendix  
 
Cover Letter: Permission to Conduct a Survey at the Hotel 
 
Dear Sir/Madam, 
 
My name is Syairah Aimi Shahron, a Doctoral Researcher at the University of 
Bradford, UK.  Currently, I am conducting a research to identify the 
determinants of the employee’s intention to adopt green practices in the hotel 
industry.   
 
I am writing to ask your permission and assistance in allowing me to conduct 
a survey at your esteemed hotel.  As a part of my data collection process, I am 
required to collect responses from hotel employees’ on their individual opinions 
about the implementation of green practices.  Your hotel has been chosen for 
this study since we require information from hotels that have initiated green 
practices. A summary of the major findings will be sent to you upon request.  
 
Your employees will complete the survey at this premise or any area 
designated by you during shift time or break time. I am looking forward to 
discuss further details of my plan to conduct the survey at your hotel, which is 
tentatively scheduled on 9th June 2018. I would like to invite 10 to 30 
employees to participate in this survey. The survey should take no longer than 
20 minutes per employee.  
 
All the information that will be collected about your hotel will be kept strictly 
confidential.  The information will not be used in any way that is identifiable. All 
data collected will be stored in a secured storage. All the data will be presented 
only in aggregated form. Ethics approval has been granted by the Chair of the 
Humanities, Social and Health Sciences Research Ethics Panel at the 
University of Bradford on 08 June 2018. 
 
Your approval of my request is very much appreciated. For further information, 
I can be contacted at +60125197046 or via email: 
S.A.B.Shahron@bradford.ac.uk. Please do not hesitate to contact me if you 
have any further questions or concerns. 
 
 
Yours sincerely, 
 
 
Syairah Aimi Shahron 
Doctoral Researcher (Ph.D.) 
University of Bradford, UK 
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Covering Letter for Participants (employees) 
 
Dear Sir/Madam, 
 
My name is Syairah Aimi Shahron, a Doctoral Researcher at the University of 
Bradford, UK.  Currently, I am conducting a research to identify the 
determinants of the employee’s intention to adopt green practices in the hotel 
industry.  As a part of my data collection process, I would like to invite you to 
participate in this voluntary survey. 
 
This survey attempts to identify the determinants of the employee’s intention 
to adopt green practices in the hotel industry. Specifically, this survey is 
interested in individual opinions about waste management programs, and 
energy-saving activities in the hotel.  
 
Please read the questionnaire carefully, and answer all the questions to the 
best of your knowledge. There are no correct or incorrect responses; we are 
merely interested in your point of view. Please be advised that this is a 
completely voluntary survey. You will not be coerced or forced to participate in 
this survey. You can choose to withdraw from the study and have the right to 
request that any data provided to be withdrawn or destroyed at any time. 
  
Please note that the survey will only take from 15 to 20 minutes, and your 
responses will be treated strictly confidential and anonymous. Your manager 
or supervisor of this hotel is not involved in this study and will not be able to 
review your answers.  
  
The information will not be used in any way that is identifiable. You will not be 
identified in my research or publication. All data collected in this survey will be 
stored in the secure storage, and presented only in aggregated form. For 
detailed information, I can be contacted at +60125197046 or via email: 
S.A.B.Shahron@bradford.ac.uk. 
 
Ethics approval has been granted by the Chair of the Humanities, Social and 
Health Sciences Research Ethics Panel at the University of Bradford on 08 
June 2018.  
 
Thank you for taking the time and efforts to complete this survey. Your 
participation in this survey is very much appreciated.  
 
 
Best regards, 
 
 
Syairah Aimi Shahron 
Doctoral Researcher (Ph.D.) 
University of Bradford, UK 
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A SURVEY ON THE FACTORS AFFECTING EMPLOYEE’S INTENTION TO 
IMPLEMENT GREEN PRACTICES IN THE HOTEL INDUSTRY 

 
General instruction  
This survey is using a 5-point Likert scales as the measurement. Please choose the 
best option that describes your opinion. Please answer each of the following 
questions accordingly. Some of the items may appear to be similar, but they do 
address different issues. Please read each question carefully. 
 

Section A: General knowledge of green practices at the hotel 
Please answer each question as accurately as possible. 
 
1. Please indicate whether your hotel has received awards from the ASEAN Green 

Hotel Standards. 
 Yes  

  No  
 
2. Please indicate whether your hotel had implemented each of the waste 

management program listed below. If “Yes”, please tick (√) at the related activities 
or fill in the blank given. 
  Yes No 

a) Establish plan, policies, and activities to encourage energy saving 
practices. 

• Energy saving policy;   
• Air Cond set to 23 to 24 degrees;   
• Regular maintenance of Air Cond system;    
• Others : 

_____________________________________________________ 
 

  

b) Utilise electrical appliances and equipment with energy saving efficiency. 
• Energy efficient lighting   
• Auto sensor controlled lighting 
• Others: 

______________________________________________________ 
 

  

c) Encourage staffs to participate in energy efficient activities. 
• Use energy saving equipment in the office 
• Switch off light at unoccupied spaces 
• Others: 

_________________________________________________________ 
 

  

d) Efficiently design for installation sites of power and energy metering 
equipment. 
• Install occupancy-based room unit controllers     
• Renewable energy-solar panel 
• Others: 

_________________________________________________________ 
 

  

e) Collect records of energy consumption for every location. 
• Sub metering   
• Record the amount of utilities used     
• Others ________________________________________________ 

 

  

f) Encourage guests to conserve energy by using energy saving friendly 
reminder in the guest room and advertisement boards. 
• Use of energy saving equipment in the guest room   
• Linen & towel replacement program 
• Others: 

_____________________________________________________ 
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3. Please indicate whether your hotel had implemented each of the waste 
management program listed below. If “Yes”, please tick (√) at the related activities 
or fill in the blank given.  
  Yes No 

a) Apply 3R’s (reduce, reuse & recycle) principles for solid waste 
management. 
• Provide recycle bins in all over the hotel  
• Employ a waste separating specialist 
• Employ a consultant to measure the waste 
• Others: 

_________________________________________________________ 
 

  

b) Provide programs to encourage staff involvement in waste handling and 
management. 
• Reuse printed paper   
• Use refill cartridge 
• Recycle cooking oil 
• Others:  

_________________________________________________________ 
  

  

c) Support waste sorting activities. 
• Composting food leftovers and waste 
• Composting waste from garden 
• Others: 

_________________________________________________________ 
 

  

d) Provide activities to encourage guests to support waste management. 
• Refill soap dispenser in the guest room 
• Newspaper service for guest in room upon request 
• Others: 

_________________________________________________________ 
 

  

 
 

Section B: Waste management practices in the hotel 
Please indicate your level of agreement on each of the following statement by circling 
at the appropriate number on the scale. 

  Very unlikely – Very likely 
1. I intend to engage in waste management programs in this hotel 

once it is introduced. 1 2 3 4 5 

 
Please rate your opinion in each of the following questions by circling at the 
appropriate number on the scale. 
 Strongly Disagree – 

Strongly Agree 
1. My engagement in waste management programs in this hotel 

will help to preserve natural resources. 1 2 3 4 5 

2. My engagement in waste management programs in this hotel 
will help to create a better environment for future generations. 1 2 3 4 5 

3. My engagement in waste management programs in this hotel 
will help to protect the environment. 1 2 3 4 5 

4. My engagement in waste management programs in this hotel 
will help to reduce carbon emission. 1 2 3 4 5 

 
 
Please indicate your level of agreement on each of the following questions by circling 
at the appropriate number on the scale. 

 Very bad – Very good 
1. My level of engagement in the waste management practices in 

this hotel is … 1 2 3 4 5 
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Please rate your opinion in each of the following questions by circling at the 
appropriate number on the scale. 
 Strongly Disagree – 

Strongly Agree 
1. When it comes to matters of waste management programs, I 

want to do what my employer thinks I should do.                                                                                                                                                                 1 2 3 4 5 

2. When it comes to the matter of waste management programs, I 
want to do what my co-workers think I should do.  1 2 3 4 5 

3. When it comes to the matter of waste management programs, I 
want to do what my supervisor thinks I should do. 1 2 3 4 5 

 
Please rate your opinion on each of the following questions by circling at the 
appropriate number on the scale. 

  Very false – Very true 
1. My employer thinks that I should engage in the waste 

management programs of this hotel. 1 2 3 4 5 

2. My co-workers think that I should engage in the waste 
management programs of this hotel. 1 2 3 4 5 

3. My supervisor thinks I should engage in the waste management 
program of this hotel. 1 2 3 4 5 

 
Please indicate your level of agreement on each of the following questions by circling 
at the appropriate number on the scale. 
 Strongly Disagree – 

Strongly Agree 
1. Most people who are important to me think I should engage in 

the waste management programs of this hotel. 1 2 3 4 5 

 
Please rate your opinion on each of the following questions by circling at the 
appropriate number on the scale. 
 Strongly Disagree – 

Strongly Agree 
1. Having the necessary provisions would enable me to engage in 

the waste management programs of this hotel. 1 2 3 4 5 

2. Having enough information would enable me to engage in the 
waste management programs of this hotel. 1 2 3 4 5 

3. Having sufficient knowledge would enable me to engage in the 
waste management programs of this hotel. 1 2 3 4 5 

4. Having appropriate skills would enable me to engage in the 
waste management programs of this hotel. 1 2 3 4 5 

 
 

Section C: Energy-saving practices in the hotel 
Please indicate your opinion on each of the following statement by circling at the 
appropriate number on the scale. 

  Very unlikely – Very likely 
1. I intend to engage in energy-saving programs in this hotel once it 

is introduced. 1 2 3 4 5 

 
 
 
Please indicate your opinion in each of the following questions by circling at the 
appropriate number on the scale. 
 Strongly Disagree – 

Strongly Agree 
1. My engagement in energy-saving programs in this hotel will help 

to preserve natural resources. 1 2 3 4 5 
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2. My engagement in energy-saving programs in this hotel will help 
to create a better environment for future generations. 1 2 3 4 5 

3. My engagement in energy-saving programs in this hotel will help 
to protect the environment. 1 2 3 4 5 

4. My engagement in energy-saving programs in this hotel will help 
to reduce carbon emission. 1 2 3 4 5 

 
Please indicate your opinion on each of the following statement by circling at the 
appropriate number on the scale. 

 Very bad – Very good 
1. My level of engagement in the energy-saving program in this 

hotel is … 1 2 3 4 5 

 
Please indicate your opinion in each of the following questions by circling at the 
appropriate number on the scale. 
 Strongly Disagree – 

Strongly Agree 
1. When it comes to matters of energy-saving programs, I want to 

do what my employer thinks I should do. 1 2 3 4 5 
2. When it comes to the matter of energy-saving programs, I want 

to do what my co-workers think I should do. 1 2 3 4 5 

3. When it comes to the matter of energy-saving programs, I want 
to do what my supervisor thinks I should do. 1 2 3 4 5 

 
Please indicate your opinion on each of the following statement by circling at the 
appropriate number on the scale. 

  Very false – Very true 
1. My employer thinks that I should engage in the energy-saving 

programs of this hotel. 1 2 3 4 5 

2. My co-workers think that I should engage in the energy-saving 
programs of this hotel. 1 2 3 4 5 

3. My supervisor thinks I should engage in the energy-saving 
program of this hotel. 1 2 3 4 5 

 
Please indicate your opinion in each of the following questions by circling at the 
appropriate number on the scale. 
 Strongly Disagree – 

Strongly Agree 
1. Most people who are important to me think I should engage in 

the energy-saving programs of this hotel. 1 2 3 4 5 

 
Please indicate your opinion on each of the following statement by circling at the 
appropriate number on the scale. 
 Strongly Disagree – 

Strongly Agree 
1. Having the necessary provisions would enable me to engage in 

the energy-saving programs of this hotel. 1 2 3 4 5 

2. Having enough information would enable me to engage in the 
energy-saving programs of this hotel. 1 2 3 4 5 

3. Having sufficient knowledge would enable me to engage in the 
energy-saving programs of this hotel. 1 2 3 4 5 

4. Having appropriate skills would enable me to engage in the 
energy-saving programs of this hotel. 1 2 3 4 5 
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Section D: Outcome evaluations  
Please indicate your level of agreement on each of the following questions by circling 
at the appropriate number on the scale. 

 Very bad – Very good 
1. My level of engagement in preserving natural resources is … 1 2 3 4 5 
2. My level of engagement in the creation of a better environment 

for future generations is … 1 2 3 4 5 

3. My level of engagement in protecting the environment is … 1 2 3 4 5 
4. My level of engagement in the reduction of carbon emission is … 1 2 3 4 5 

 
 

Section E: Green practices at home 
Please indicate your level of agreement on each of the following questions by circling 
at the appropriate number on the scale. 

  Very false – Very true 
1. At home, I usually separate waste. 1 2 3 4 5 
2. At home, I always attempt to reduce the amount of waste. 1 2 3 4 5 
3. At home, I re-use plastic containers to avoid buying new ones 1 2 3 4 5 
4. At home, I re-use glass containers to avoid buying new ones 1 2 3 4 5 
5. At home, I have objects repaired rather than buying new ones 1 2 3 4 5 
6. At home, I actively try to reduce my electricity consumption. 1 2 3 4 5 
7. At home, I switch off lights when not needed. 1 2 3 4 5 
8. At home, I add or remove clothing rather than turning on air 

cond. 1 2 3 4 5 

9. At home, I open or close windows rather than turning on air 
cond. 1 2 3 4 5 

10. At home, I turn off air Cond if I can find other ways to be 
comfortable. 1 2 3 4 5 

11. At home, I like turning off entertainment equipment when not in 
use 1 2 3 4 5 

 
 

Section F: Organisational commitment 
Please rate your level of agreement on each of the following questions on your 
commitment to the hotel by circling at the appropriate number on the scale. 

  Strongly Disagree – 
Strongly Agree 

1. I am willing to put in a great deal of efforts beyond the normal 
expectation to help this hotel be successful. 1 2 3 4 5 

2. I talk up this hotel to my friends as a great hotel to work for. 1 2 3 4 5 
3. I would accept almost any type of job assignment to keep 

working at this hotel. 1 2 3 4 5 

4. I find that my values and the hotel’s values are very similar. 1 2 3 4 5 
5. I am proud to tell others that I am part of this hotel. 1 2 3 4 5 
6. This hotel really inspires the very best in me to perform well in 

my job. 1 2 3 4 5 
7. I am extremely glad that I chose this hotel to work over others I 

was considering at the time I joined. 1 2 3 4 5 

8. I really care about the fate of this hotel. 1 2 3 4 5 
9. For me, this is the best of all possible hotels for which to work. 1 2 3 4 5 
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Section G: Demographic background 
Please answer all the question as accurately as possible. 
 
1. Please indicate what is your current position in the hotel. 

____________________________________ 
 
2. Please indicate how long have you been working in the hotel. 

____________________________________ 
 
3. Please indicate your highest level of education. 

 Primary school 
  Secondary school 
 Diploma 
 Bachelor degree 
 Postgraduate degree 

 
4. Please indicate your age. 

 Under 20 years old 
  21 – 25 year old 
 26 – 30 year old 
 31 – 35 year old 
 36 – 40 year old 
 41 – 45 year old 
 46 – 50 year old 
 Above 50 years old 

 
 
5. Please indicate your gender. 

 Male   
  Female 

 
6. Please indicate your ethnicity. 

 Malay 
  Chinese 
 Indian 
 Other, please state 

_________________ 
 

 
 

This is the end of the survey. 
I would like to thank you for the time you take to complete this survey. 


