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Abstract: The study explores the effects of ethical leadership on employee in-role and extra-
role green behaviour through the mediating lens of green intrinsic motivation and
organisational green work climate perception. In addition, the study examines the moderating
role of green extrinsic motivation in the relationship between green intrinsic motivation and
green behaviour. The study adopted the quantitative research method, and a structured
questionnaire was used to collect data from hotel employees. The study sample was made up
of supervisors and managers of functional departments in three, four and five-star hotels
located in Pretoria and Johannesburg in the Gauteng Province of South Africa. Supervisors/
managers of various functional departments or work units were used as the study sample
because they are more likely to be conversant with the environmental policies and strategies
of their hotels. They are also more likely to have informed information about the ethical
behaviour of top managers, and their jobs are more likely to have environmental performance
elements built into them. The participants in the survey were selected using the convenience
sampling method. In the study, 280 employees participated in the survey out of 450
contacted. The Partial Least Square Structural Equation Modelling was used to conduct data
analysis. The findings of the study support the mediating role of green intrinsic motivation
and organisational green work climate perception. The moderating effects of green extrinsic
motivation were found to be insignificant. Additionally, the findings of the study show how
leadership, employee and organisational factors can improve green behaviour. The study
provides a new, previously untested theoretical model depicting green motivation and
organisational green work climate perception as mechanisms through which ethical
leadership can influence employee green behaviour.
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Introduction

Environmental challenges have been caused by rapid industrial growth and this has
led to resource depletion, decrease of biodiversity and climate change. This status
quo has thrust climate change to the centre of business conversations and practices
in order to ensure the sustainability of the environment. Environmental sustainability
is the responsible interaction with the environment to avoid depletion or degradation
od natural resources and allow long-term environmental quality Gillapsy, 2022).
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Environmental sustainability is a vital part of human and business survival (Fatoki,
2020). There is the recognition that environmental management must be included in
a firm’s management strategies in order to gain sustainable competitive advantage
(Faisal and Naushad, 2020). Due to external pressure from customers and
governments, many firms have aligned environmental functions with organisation
performance (Faisal and Naushad, 2020).

Employees are one of the most important stakeholders in an organisation and their
contribution and participation are vital to the effectiveness of a firm’s environmental
protection strategy (Mateen et al., 2022). Employee workplace green behaviour can
be described as a series of behaviour that are implemented by employees to reduce
negative environmental effects and promote ecological sustainability (Norton et al.,
2016). Employee workplace green behaviour has in-role and extra-role dimensions
and both can lead to positive organisational outcomes and help to create sustainable
value for an organisation (Islam et al., 2020). In-role green behaviour refers to green
formal tasks that are included as a part of an employee’s job description while extra-
role green behaviour is voluntary (Aboramadan, 2022). Leaders can influence
environmental performance in organisations through ecological commitment and the
development of environmental strategies. Leadership is an essential element of
organisational sucess (Wesselink et al., 2017; Amin et al. 2019). One leadership style
that can positively impact on the environment is ethical leadership. Ethical
leadership is a concept that upholds the rights of others through implementig
practices that honour the dignity of employess in and outside the office (Zhang et al.,
2018). Ethical leadership creates an ideal environment for employee commitment.
This stimulates positive work outcomes from employees (Ahadiat and Dacko-
Pikiewicz, 2020). Ahmad and Umrani (2019) and Islam et al. (2020) point out that
there is need for future studies to advance knowledge on the mechanism through
which ethical leadership can affect employee job related outcomes such as green
behaviour. To address this call, this study draws on employee green motivation
(intrinsic and extrinsic) and organisational green work climate perception. Green
intrinsic motivation is an individual factor that describes the motivation that occurs
within a person to engage in green behaviour (Li et al., 2020; Ali et al., 2020). Green
extrinsic motivation comes from outside the individual and describes the motivation
to protect the environment because of approval of others, reward or punishment
avoidance (Li et al., 2020; Ali et al., 2020). Organisational green work climate
perception focuses on the perception of employees about organisational attributes
that support green behaviour (Norton et al., 2014). The study is premised on the
following objectives (1) to examine if ethical leadership can positively influence
hotel employee in-role and extra-role green behaviour (2) to investigate if green
intrinsic motivation and organisational green climate perception can mediate the
relationship between ethical leadership and in-role and extra-role green behaviour
and (3) to determine if green extrinsic motivation can moderate the relationship
between green intrinsic motivation and in-role and extra-role green behaviour.
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Literature Review

The Social Learning Theory (SLT) by Bandura (1977) was used as the theoretical
basis for the study. The SLT focuses on the significance of observing, modelling,
and imitating the attitude and behaviours of others (Bandura, 1977). Brown et al.
(2005) proposed the SLT as the theoretical basis for understanding ethical
leadership. The SLT perspective of ethical leadership contends that a leader
influences the ethical conduct and prosocial behaviour of subordinates through
modelling (Brown et al., 2005). Furthermore, ethical leaders become credible,
legitimate and attractive role models by engaging in behaviours that are evaluated
by subordinates as appropriate and suggest altruistic rather than selfish motivation
(Brown et al., 2005).

Khan et al. (2019) ein a stusyd on ethical leadership and work behaviour and
performance found that ethical leadership positively affects a lot of work related
behavious and performance because its key features include altruism, honesty,
fairness, and social responsiveness. The findings by Khan et al. (2019) indicate that
a supervisor’s ethical leadership is positively related to organisational citizenship
behaviour for the environment. These findings are consistent with Dey et al. (2022)’s
results. Dey’s study examined the effects of ethical leadership on employee
voluntary green behaviour using a data set of mid-level managerial employees from
selected industries in Bangladesh. The findings showed that ethical leadership
positively affects employee voluntary green behaviour and this in turn positively
affects firm sustainable performance. An ethical leader works as a role model for
employees, inspires and communicates environmental vision and strategy to
employees. The study also found that ethical leadership positively affects in-role and
extra-role pro-environmental behaviour. Consequently,  the current study
hypothesises that: H1a: Ethical leadership and employee in-role green behaviour are
significantly positively related. H1b: Ethical leadership and employee extra-role
green behaviour are significantly positively related.

Yidong and Xinxin (2013) found that ethical leadership can invoke employee
intrinsic motivation in many ways and these include (1) an ethical leader gives
meaning to work, highlights the importance of task accomplishment on
organisational goals and embeds moral standards; and (2) an ethical leader provides
subordinates with the opportunity to develop their abilities to accomplish their tasks
and improves their competence and self-efficacy which in turn improves their
intrinsic motivation (Yidong and Xinxin, 2013). Li et al. (2020) investigated the
relationship between green transformational leadership and green intrinsic
motivation. He found that a green transformational leader stimulates employees to
be involved in green activities. The findings of the study indicated a significant
positive relationship between green transformational leadership and green intrinsic
motivation. This suggests that in the context of greening, an ethical leader highlights
to employees the importance of green organisational goals, embeds green standards,
and develops employee green self-efficacy. This in turn invokes green intrinsic

77



2023 POLISH JOURNAL OF MANAGEMENT STUDIES
Vol.27 No.2 Fatoki O.

motivation. The study hypothesises that: H2: Ethical leadership is significantly
positively related to employee green intrinsic motivation.

Ali et al. (2020) investigated the effects of green intrinsic motivation on green
purchasing intention. The study argues that consumers that are intrinsically
motivated for green environment are likely to purchase green electronic products.
The study found that green intrinsic motivation positively influences the intention to
purchase green electronic products. Norton et al. (2015) also found that there is a
significant positive relationship between intrinsic motivation and employee pro-
environmental behaviour. Li et al. (2020) also found that employee green creativity
increases when they are intrinsically motivated to undertake tasks that protect the
environment. This means thatthere is a significant positive relationship between
green intrinsic motivation and employee green creativity. Therefore, the inherent
interest in the protection of the environment can drive an employee to undertake
activities that will protect the environment. It is hypothesised that: H3a: Green
intrinsic motivation and employee in-role green behaviour are significantly
positively related. H3b Green intrinsic motivation and employee extra-role green
behaviour are significantly positively related.

The findings of the study by Danish et al. (2020) show that intrinsic motivation
mediates the relationship between ethical leadership and organisational citizenship
behaviour. The mediating role role of green intrinsic motivation is further supported
by studies by Li et al. (2020) and Ali et al. (2020). It is hypothesised that H4a: Green
intrinsic motivation positively mediates the relationship between ethical leadership
and employee in-role green behaviour. H4b: Green intrinsic motivation positively
mediates the relationship between ethical leadership and employee extra-role green
behaviour.

Isci et al. (2015) examined the effects of leadership on organisational climate in a
meta-analysis of ninety-nine studies and found that leadership has a significant
positive effect on organisational climate. Mishra and Tikoria (2021) concurs that one
of the most important factors affecting organisational climate is the daily behaviour
of organisational leaders. Ethical leadership qualities such as integrity, fairness and
ethical standards plays an important role in the formation of organisational climate.
The findings of the study shows that ethical leadership positively influences
organisational climate in Indian hospitals. Mateen et al. (2022) found that corporate
environmental strategy is positively related to green psychological climate. Under
an ethical leader, both the leader and follower participate in the development of an
environmental strategy (Khan et al., 2019). It is hypothesised that: H5: Ethical
leadership and organisational green climate perception are significantly positively
related.

The study by Ng et al. (2019) found that green work climate positively influences
extra-role green behaviour. Das et al. (2019) also noted that if employees observe
that the protection of the natural environment is encouraged, rewarded and valued
by their organisation, they generally develop a deep sense of green work climate and
a strong sense of conviction to participate in voluntary green behaviour. The findings
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of the study by Das et al. (2019) show that green work climate perception is
positively related to voluntary pro-environmental behaviour. Dumont et al. (2017)
and Mateen et al. (2022) found that at individual level, green work climate is
positively related to both task and voluntary pro-environmental behaviour. It is
hypothesised that:H6a: Organisational green climate perception and employee in-
role green behaviour are significantly positively related. H6b: Organisational green
climate perception and employee extra-role green behaviour are significantly
positively related.

Khan et al. (2019) in line with previous scholars found out that organisational green
climate depicts shared perception by employees about an organisation’s
environmental policies, procures and strategy. In addition, that an ethical leader
establishes ethical standards and encourages employees to follow these standards.
Khan et al. (2019)’s finding show that green organisational climate mediates the
relationship between ethical leadership and organisational citizenship behaviour for
the environment. Norton et al. (2014) also found that green work climate perceptions
at the organisational and co-employee levels mediate the relationship between the
perceived availability of a sustainability policy and proactive and task employee
green behaviour. Rubel et al. (2021) found that green work climate perception
mediates the relationship between green human resource management and employee
pro-environmental behaviour. This suggests that green organisational climate may
be a mechanism through which ethical leadership can influence both in-role and
extra-role employee green behaviour. It is therefore hypothesised that: H7a:
Organisational green climate perception mediates the relationship between ethical
leadership and employee in-role green behaviour. H7b: Organisational green climate
perception mediates the relationship between ethical leadership and employee extra-
role green behaviour.

According to Pugno and Sarracino (2021), extrinsic motivations such as financial
incentives can influence sustainable consumption and behaviour. Green behaviour
can be encouraged through incentives and rewards or discouraged through
disincentives and penalties (Bolderdiyk et al., 2012). However, as pointed out by Ali
et al. (2020) extrinsic motivation may negatively affect intrinsic motivation to
engage in green behaviour. Individuals may be less willing to engage in green
behaviour when they are offered rewards rather than when they motivated
intrinsically without external rewards (Moser, 2015). It is hypothesised that: H8a:
Green extrinsic motivation negatively moderates the effect of green intrinsic
motivation on employee in-role green behaviour. H8b: Green extrinsic motivation
negatively moderates the effect of green intrinsic motivation on employee extra-role
green behaviour.
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Figure 1: Conceptual model
Source: Author’s conceptualisation

Research Methodology

The study adopted a quantitative research design. The research was conducted in
three, four- and five-star hotels that were graded by the Tourism Grading Council of
South Africa. The study areas were Pretoria and Johannesburg in the Gauteng
Province of South Africa. The target population was all supervisors and managers of
work units or functional departments of hotels graded as three, four- and five-star
hotels by the Tourism Grading Council of South Africa. Before data collection, the
General Managers or Human Resource Managers of identified hotels were contacted
to explain the purpose and significance of the research and to request for the
participation of their hotels and employees in the study. This process helped to
identify 450 supervisors/ managers that are employees of the hotels. This was done
through the convenience sampling method.

Supervisors/ managers of various functional departments or work units were selected
because they are more likely to be conversant with the environmental policies and
strategy of their hotels. Mid-level managers who work closely with top managers are
also more likely to have informed information about the ethical behaviour of top
managers and their jobs are more likely to have environmental performance built
into them (Khan et al., 2019; Islam et al., 2020). Hair et al. (2019) explains that the
ten times rule can be used to determine the minimum sample size when PLS-SEM
is used. Data was collected from the respondents through the use of the cross-
sectional survey method. Structured questionnaires were administered to the
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respondents for data collection. Before the actual survey, a pilot study was conducted
with ten hotels and thirty supervisor managers to help improve the content of the
questionnaire. In addition, two experts on leadership and sustainability evaluated the
guestionnaire. A three-item scale that was adapted from Bissing-Olson et al. (2013),
Islam et al. (2020) was used to measure in-role green behaviour and extra-role green
behaviour. A ten-item scale was adopted from Brown et al. (2005) and it was used
to measure ethical leadership. A four-item scale adapted from Norton et a. (2014) it
was used to measure organisational green work climate perception. A four-item
scale adapted from Ali et al. (2020); Li et al. (2020) and was used to measure green
intrinsic motivation. A three-item scale was adapted from Ali et al. (2020); Li et al.
(2020) was used to measure green extrinsic motivation. The study applied the Partial
Least Square Structural Equation Modelling (PLS SEM) using the Smart 3 software
for data analysis.

Research Results

A total of 450 questionnaires were distributed to the survey respondents and only
280 questionnaires were returned and deemed usable in the study. The analysis of
demographic details shows that there were 146 female and 134 male respondents. In
addition, 52 respondents belonged to the 21-30 age bracket, 188 respondents to the
31-40 age bracket, 32 respondents to the 41-50 age bracket and 8 respondents to the
51-60 years age bracket. In terms of education, 78 respondents had Matric or high
school qualifications qualification and 202 respondents had Post Matric
qualifications (diplomas and degrees)

Hair et al. (2019) point out the assessment of the measurement model should include
the factor loading, average variance extracted (AVE), Cronbach’s alpha (CA) and
composite reliability (CR). Factor loading depicts how well an item signifies the
underlying construct and a loading over 0.70 is recommended and this was adhered
to in this study. The establishment of convergent and discriminant validity can be
used to assess construct validity. Convergent validity is statistically established when
the Average Variance Extracted (AVE) is greater than 0.50. Discriminant validity is
established by the Fornell and Larcker Criterion and Heterotrait-Monotrait (HTMT)
Ratio. The AVE is an important indicator of discriminant validity and values above
0.50 are acceptable. The heterotrait-monotrait ratio of correlations (HTMT) criterion
measures the similarity between latent variables and is also used to assess
discriminant validity in PLS-SEM. According to Henseler et al. (2015), the HTMT
is superior to the Fornell-Larcker criterion. The recommended threshold of the
HTMT is below 0.9 (Henseler et al., 2015). Composite reliability and the Cronbach’s
alpha are a measure of reliability and values from 0.70 are acceptable (Hair et al.
2019). The measurement model and the HTMT are depicted by Tables 1 and 2.
Table 1 shows that the factor loadings of all the items used to measure the constructs
are above 0.7 except for one item under ethical leadership with a loading of 0.295.
The item is deleted in line with the recommendation of Hair et al. (2019), that factor
loadings below 0.5 should be deleted. In addition, the AVEs for all the constructs

81



2023 POLISH JOURNAL OF MANAGEMENT STUDIES
Vol.27 No.2 Fatoki O.

are above 0.5 indicating adequate convergent validity. Composite reliability and the
Cronbach’s alpha are a measure of reliability and values from 0.70 are acceptable
for each. Table 1 shows that all the composite reliability and Cronbach’s alpha values
are above 0.7 indicating the reliability of the scales used to measure the constructs
of the study. Based on the suggestion by Henseler et al. (2015) that the HTMT is
superior to the Fornell-Larcker criterion, the study used the HTMT as a measure of
discriminant validity. The HTMT values for the constructs are below 0.9 suggesting

an acceptable level of discriminant validity.

Table 1. Measurement model

Construct Construct FL CA CR AVE
In role green | INR1 0.814 0.820 0.832 0.622
behaviour (INR)
(Mean 3.95; SD 0.95

INR2 0.799

INR3 0.752
Extra role green | EXR1 0.785 0.808 0.834 0.626
behaviour (EXR)
Mean 4.02, 0.94

EXR2 0.819

EXR3 0.769
Green intrinsic | GRI1 0.801 0.774 0.889 0.587
motivation (GRI)
(Mean 3.52, 1.01)

GRI2 0.752

GRI3 0.735

GRI4 0.773
Green extrinsic | GRE1 0.780 0.742 0.823 0.609
motivation (GRE)
2.080.99

GRE2 0.809

GRE3 0.752
Organisational green | ORG1 0.804 0.814 0.865 0.617
work climate
perception (ORG)
Mean 4.24,SD 0.89)

ORG2 0.775

ORG3 0.812

ORG4 0.749
Ethical leadership | ETH1 0.788 0.810 0.927 0.584
(Mean 3.60, SD 0.82

ETH2 0.802

ETH3 0.295D

ETH4 0.744

ETH5 0.736
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ETH6 0.771

ETH7 0.815

ETH8 0.751

ETH9 0.738

ETH10 0.729

Table 2. Heterotrait-monotrait ratio of correlations

Construct INR EXR GRI GRE ORG ETH
INR
EXR 0.599
GRI 0.601 0.573
GRE 0.701 0.659 0.538
ORG 0.529 0.601 0.619 0.703
ETH 0.635 0.574 0.608 0.644 0.698

According to Hair et al. (2019)), the assessment of the structural model should
include the following factors (1) the common method bias (CMB) (2), the goodness
of fit, (3) the R?, (4) the Q?, and (5) the effect size and (6) the model fit. (Common
method bias (CMB), however, is a threat because bias through systematic errors can
affect findings. The full collinearity test based on variance inflation factors (VIFs)
was used to evaluate both vertical and lateral collinearity. If VIF has a value greater
than 3.3, pathological collinearity can be assumed and this suggests that the model
may be contaminated by CMB (Hair et al., 2019). The VIF values for the six
constructs of this study (ethical leadership behaviour, green intrinsic motivation,
green extrinsic motivation, organisation green climate perception, in-role green
behaviour and extra-role green behaviour are 1.52, 1.84, 1.99, 2.04, 1.93 and 2.15,
respectively. All the VIFs of this study are below 3.3 suggesting that the model is
free of CMD. In addition, the Harman’s one-factor test, the single factor accounted
for 33.501%. This is below the 50% threshold suggested for the Harman’s one-factor
test thereby suggesting the negligible effect of CMV. The R? is a significant factor
in model evaluation using the PLS-SEM. The R?is also known as the coefficient of
determination and depicts the proportion of variation in the dependent variable that
is explained by one or more predictor variables. When PLS-SEM is used, R? value
of 0.26 is considered weak, 0.50 moderate and 0.75 substantial (Hair et al., 2019).
The R? obtained in this study is 0.509 which can be considered as moderate.

The goodness of fit test (GOF) was used to determine if the empirical data was
sufficiently captured by the model. In the study, the GOF has values from 0 to 1.
Henseler et al. (2015) point out that GOF values of 0.10 is considered small, 0.25 is
considered medium) and 0.36 is considered large and expresses the global validation
of the model. The goodness of fit value is 0.5556. This suggests that the model has
a significant predictive power, and that the empirical data satisfactorily fits the
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model. A supplementary assessment test recommended when using PLS-SEM is the
predictive relevance of the model. The Q2 can be used to assess the predictive model.
The model is predictive if the Q? value is greater than zero (Hair et al., 2019). The
Q? of this model is 0.508. This suggests an adequate predictive power of the model.
The effect size (f?) shows the extent of the effect of each exogenous latent construct
on the endogenous latent construct. Values of 0.02, 0.15, and 0.35 depict small,
medium, and large effects respectively. In addition, values less than 0.02 indicate
that there is no effect. The effect sizes of the constructs range from 0.237 to, 0.294.
The model fit is measured by the standardised root mean square residual (SRMR).
According to Hair et al., (2019), the SRMR depicts the average of the standardised
residuals between the observed and hypothesised matrices. The values for the SRMR
range from zero to 1.0 with well-fitting models obtaining values less than 0.05. A
lower SRMR indicates a better fit. The SRMR value obtained in this study is 0.02
which shows that the model has a good fit. In the assessment of the structural model,
the bootstrapping method was used, and the path coefficients (B) and T-statistics
were evaluated. The t-value is expected to be above 1.96 at 5% level of significance
two-tailed. The greater the value of (), the greater the effect on the endogenous
variable. The result of the structural model is depicted in Table 3.

Table 3. Hypothesis testing for direct paths

Path Coefficient T-statistics Decision
Hla ETH—INR 0.188 4.082** Supported
Hlb ETH—EXR 0.262 11.147* Supported
H2 ETH—GRI 0.174 3.969* Supported
H3a GRI—>INR 0.199 4.948** Supported
H3b GRI —EXT 0.206 9.407 * Supported
H5 ETH —ORG 0.148 3.301* Supported
H6a ORG —INR 0.174 5.641** Supported
H6b ORG —EXR 0.248 8.839* Supported

Note: *p<0.01; ** <0.05

The results as depicted by Table 3 show that (p = 0.188, t = 4.082, p<0.05) Hla is
accepted. This implies that ethical leadership and employee in-role green behaviour
are significantly positively related. The results (B = 0.262, t = 11.147, p<0.01). H1b
are accepted. This indicates that ethical leadership and employee extra-role green
behaviour are significantly positively related. An ethical leader works as role model
for employees and s/he inspires and communicates the environmental vision and
strategy to employees. Thus ethical leadership can help employees to adopt both in-
role and extra-role green behaviour and contribute to organisational sustainability.
The results (B = 0.174, t = 3.969, p<0.01) support hypothesis two. This implies that
ethical leadership and employee green intrinsic motivation are significantly
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positively related. The results suggest that in the context of greening, an ethical
leader highlights to employees the importance of green organisational goals, embeds
green standards, and develops employee green self-efficacy. Thus ethical leadership
can invoke green intrinsic motivation in employees. The results (3 =0.199, t =4.948,
p<0.05). H3a are accepted. This indicates that green intrinsic motivation and
employee in-role green behaviour are significantly positively related. The results (8
= 0.206, t = 9.407, p<0.01). H3b are accepted. This implies that green intrinsic
motivation and extra-role green behaviour are significantly positively related. The
results indicate that when employees are intrinsically motivated for green
environment, they are likely to engage in activities that will support the environment
at work. The results (p = 0.148, t = 3.301, p<0.05) supports H5. This indicates that
ethical leadership and organisational green climate are significantly positively
related. The results indicate that an ethical leader is likely to develop organisational
policies, strategies and standards that will protect the environment. In addition, an
ethical leader is likely to communicate the existence of such policies to employees
which in turn leads to organisational green climate perception. The results (= 0.174,
t = 5.641, p<0.05) also indicate that there is a significant positive relationship
between organisational green climate perception and in-role green behaviour. The
results (= 0.248, t = 8.839, p<0.01) support hypothesis 6b. This indicates that there
is a significant positive relationship between organisational green climate perception
and extra-role green behaviour. The results also indicate that when employees
perceive that an organisation has a supportive organisational climate, they are likely
to develop both in-role and extra-role green behaviour.

Table 4. Mediation effects

Path Indirect | Total effects | Confidence | Decision VAF
effects and T-statistics | interval
LL
UL
H4a 0.153** | 0.246** 0.063 Accepted 62..19%
ETH—GRI—INR 0.259 (partial
(2.709) mediation)
H4ab 0.168* | 0.208* 0.078 Accepted 80..77%
ETH—GRI-EXR 0.273 (full
(7.397) mediation)
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H7ba 0.199* | 0.284** 0.052 Accepted 70.07%
ETH—ORG—EXR 0.235 (partial

(3.096) mediation)
H7b 0.178* 0.276* 0.064 Accepted 64.49.%
ETH—ORG—EXR 0.232 (partial

(2.476) mediation)

Note: *P<0.01; ** <0.05

Table 4 depicts the results of mediation. The indirect effect has to be significant after
testing using the bootstrapping procedure. The strength of the mediation can be
determined from the value of Variance. Accounted For (VAF). VAF value represents
the ratio of the Beta Coefficient of the indirect effect to the total effect. A VAF value
bigger than 80% represents full mediation, a VAF value of between 20% and 80%
means a partial mediation, while a value below 20% means no mediation (Nitzl et
al., 2016). The indirect paths between ETH—GRI—INR and ETH—GRI—EXR are
positive and significant and the VAFs are 62.19% and 80.77%. The results indicate
complementary partial mediation and complementary full mediation. Thus 4a and
H4b are accepted. The results indicate that green intrinsic motivation partially
mediates the relationship between ethical leadership and employee in-role but fully
mediates the relationship between ethical leadership and extra role green behaviour.
In addition, the support complementary partial mediation and indicates that
organisational green climate perception partially mediates the relationship between
ethical leadership and in-role and extra-role green behaviour supporting hypotheses
H7a and H7b. The results as indicatedin Table 4 show that the direct effects and
indirect effecst are significant. Hypotheses four and seven, therefore, are supported.

Table 5. Moderation results

Path Coefficient T-statistics Decision
H7a -0.162 2.079 Rejected
H7b -0.204 3.108 Rejected

Table 5 depicts the moderation results. The study used the product indicator method
to assess if green extrinsic motivation moderates the relationships between green
intrinsic motivation and in-role and extra-role green behaviour. The results of the
interaction (B- 0.162 T 2.079, p > 0.05) and (B -0.204 T 3.108, p > 0.05) are
insignificant. Hypotheses H8a and H8b are rejected.

Discussion

The results of the study indicated that ethical leadership and employee in-role and
extra-role green behaviour are significantly positively related. The findings are
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supported by previous studies like Islam et al. (2020) who indicate that ethical
leadership positively affects both task and voluntary green behaviour. The findings
indicated that ethical leadership is significantly positively related to green intrinsic
motivation. The findings suggest that an ethical leader can invoke green intrinsic
motivation by setting green goals, displaying support for green behaviour and
helping employees to obtain the necessary skills and self-efficacy to engage in green
behaviour (Yidong and Xinxin, 2013; Li et al., 2020). The findings indicated that
green intrinsic motivation is significantly positively related to employee in-role and
extra-role green behaviour. Ali et al. (2020) find that green intrinsic motivation
positively affects the intention to purchase green electronic products. Norton et al.
(2015) found a significant positive relationship between intrinsic motivation and
employee pro-environmental behaviour. These findings indicate that green intrinsic
motivation mediates the relationship between ethical leadership and employee in-
role and extra-role green behaviour. Other studies have confirmed the mediating
effect of green intrinsic motivation in the context of green behaviour. Ali et al. (2020)
found that green intrinsic motivation mediates the relationships between green
thinking and green altruism and the intention to purchase green products. Danish et
al. (2020) found that intrinsic motivation mediates the relationship between ethical
leadership and organisational citizenship behaviour. Khan et al. (2019) also noted
that ethical leadership is significantly positively related to green organisational
climate perception. The findings suggest that an ethical leader can create an
organisational climate that promotes green behaviour through behaviour, policies
and strategy. Mishra and Tikoria (2021) found that ethical leadership qualities such
as integrity, fairness and ethical standards have an important role to play in the
formation of organisational climate. The findings indicate that organisational green
work climate perception positively influences employee in-role and extra-role green
behaviour. Ng et al. (2019) and Das et al. (2019) found that green work climate
positively influences extra-role green behaviour. Dumont et al. (2017) discovered
that green work climate perception is positively related to both task and voluntary
pro-environmental behaviour. The findings indicate that organisational green
climate perception positively mediates the relationship between ethical leadership
and in-role and extra-role green behaviour. Khan et al. (2019) also found that green
organisational climate mediates the relationship between ethical leadership and
organisational citizenship behaviour for the environment. Norton et al. (2014) came
to similar conclusions that green work climate perceptions at the organisational and
co-employee levels mediate the relationship between the perceived availability of a
sustainability policy and proactive and task employee green behaviour. The findings
of the study indicated that green extrinsic motivation does not significantly moderate
the relationship between green intrinsic motivation and employee in-role and extra-
role green behaviour.
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Conclusion

The findings of the current study supported the mediating role of green intrinsic
mediation and organisational green work climate perception. However, the
moderating effect of green extrinsic motivation was statistically insignificant. Based
on the findings of the study, hotel management must promote an ethical leadership
style in order to promote green behaviour. This can be done by ensuring that both
management and employees attend training and seminars on leadership.
Furthermore, the development of policies and strategies on green behaviour by hotels
will help to improve organisational green climate perception and employee green
behaviour. Also, ethical leaders must understand their role as role models and
behave in ways that will encourage subordinates to engage in green behaviour. In
addition, an ethical leader must promote employee self-efficacy in green behaviour.
This can be done by training employees on green behaviour. Hotels should continue
to create awareness through internal communication messages about the negative
effects of the industry, especially in the areas of resource overuse, in order to develop
green intrinsic motivations by employees. In addition, the appointment, promotion
and other reward structures in hotels should take green behaviour into consideration
in order to improve green extrinsic motivation. An ethical leader in order to promote
organisational green work climate perception needs to establish and implement green
organisation policies, standards and strategies and communicate these to employees.
The generalisability of the findings is limited because data were collected from hotel
employees in only two South African cities. Also, the study used employee self-
report data and this can create self-report bias. Other studies can reserach on the
perception of managers on the in-role and extra-role green behaviour of employees.
The study utilised the cross-sectional research design. This limits cause-and-effect
relationships and other studies can adopt a longitudinal research design. The study
used the convenience sampling method and this may have led to sampling bias. In
addition, the use of time-lagged data in which data is collected in different rounds
separated by some months as time lag will help to reduce common method bias.
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ETYCZNE PRZYWODZTWO JAKO NARZEDZIE
EKOLOGICZNEGO ZACHOWANIA PRACOWNIKOW

Streszczenie: W badaniu zbadano wplyw etycznego przywodztwa na proekologiczne
zachowania pracownikéw w ramach pelnionej roli i poza nig poprzez posredniczaca
soczewke zielonej motywacji wewnetrznej i postrzegania zielonego klimatu pracy
W organizacji. Ponadto badanie analizuje moderatorska rolg zielonej motywacji zewngtrzne;j
w zwigzku miedzy zielong motywacja wewnetrzng a zachowaniami proekologicznymi.
W badaniu przyjeto ilosciowa metode badawczg, a do zebrania danych od pracownikow
hotelu wykorzystano ustrukturyzowany kwestionariusz ankiety. Probe badawcza stanowia
przetozeni i kierownicy dziatdéw funkcjonalnych w trzy, cztero i pi¢ciogwiazdkowych
hotelach zlokalizowanych w Pretorii i Johannesburgu w prowincji Gauteng w RPA. Jako
proba badawcza uzyto przelozonych/kierownikow réznych dziatéw funkcjonalnych lub
jednostek roboczych, poniewaz jest bardziej prawdopodobne, ze beda oni zaznajomieni
z polityka i strategia sSrodowiskowa swoich hoteli. Jest rowniez bardziej prawdopodobne, ze
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beda w posiadaniu informacji na temat etycznego zachowania menedzeréw najwyzszego
szczebla, a ich praca z wigkszym prawdopodobienstwem bedzie miala wbudowang
efektywno$¢ $rodowiskowa. Osoby biorgce udzial w badaniu dobierane sa metoda
wygodnego doboru proby. W ankiecie wzigto udzial 280 pracownikdéw sposrdd 450,
z ktorymi si¢ skontaktowano. Do przeprowadzania analizy danych uzyto modelowania
rownan strukturalnych metoda czastkowych najmniejszych kwadratoéw. Odkrycia
potwierdzaja posredniczaca rolg zielonej motywacji wewnetrznej i postrzegania klimatu
organizacyjnej zielonej pracy. Posredniczacy efekt zielonej motywacji zewngtrznej jest
nieznaczny. Wyniki badania pokazuja, w jaki sposob kierownictwo, pracownicy i czynniki
organizacyjne mogg poprawi¢ proekologiczne zachowanie. Badanie przedstawia nowy,
wczesniej nie sprawdzony model teoretyczny, przedstawiajacy zielong motywacje
i postrzeganie klimatu zielonej pracy w organizacji jako mechanizmy, za posrednictwem
ktérych etyczne przywodztwo i moze wpltywacé na ekologiczne zachowanie pracownikow.

Stowa kluczowe: Etyczne przywddztwo, ekologiczne zachowania pracownikoéw, zielona
motywacja, postrzeganie Klimatu zielonej pracy w organizacji
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