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Abstract

Objective: To understand the influence of organizational commitment
on the relationship between personal norms and employees’ organiza-
tional citizenship behavior for the environment, from the perspective of
Norm Activation Theory.

Originality/value: The relationship between organizational commitment
and pro-environmental organizational behavior (OCBE) still requires
further analytical depth, since the existing literature does not present a
consensus regarding the degree or form of influence of this construct on
such behaviors. At the same time, it is observed that Norm Activation
Theory (NAT), despite being widely used in research on sustainable
practices, has been little explored specifically in the context of OCBEs.

Design/methodology/approach: Scales measuring personal norms,
organizational commitment, and OCBE were administered to employees
(faculty and administrative staff) from three Brazilian universities,
resulting in a sample of 318 respondents. The Structural Equation Mod-
eling (SEM) method was used to analyse the data.

Results: The data showed that organizational commitment did not medi-
ate the relationship between personal norms and OCBE. However, the
relationship between personal norms and OCBE was confirmed, sug-
gesting that, regardless of context, individual values and beliefs are
important predictors of environmental engagement, and that interven-
tion strategies based on employees’ organizational commitment may
not be effective for this type of behavior.

Contribution/implication: Although the hypothesis predicting an associa-
tion between organizational commitment and organizational citizenship
behavior toward the environment (OCBE) was not corroborated by the
results, the research presents relevant contributions in both the theo-
retical and practical fields about the constructs investigated. Among
these findings, the confirmation of a positive relationship between per-
sonal norms and OCBE stands out.

Keywords: sustainable behavior, organizational commitment, anteced-
ents, norm activation theory, organizational sustainability
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Resumo

Objetivo: O objetivo deste estudo é compreender a influéncia do com-
promisso organizacional na relagdo entre normas pessoais e comporta-
mento cidadao organizacional dos funcionarios em relagdo ao meio
ambiente, a partir da perspectiva da Teoria da Ativacao de Normas.

Originalidade/valor: A relacao entre o compromisso organizacional e o
comportamento organizacional pré-ambiental (OCBE) ainda requer
uma andlise mais aprofundada, uma vez que a literatura existente nao
apresenta consenso quanto ao grau e a forma de influéncia desse cons-
tructo sobre tais comportamentos. Ao mesmo tempo, observa-se que a
Teoria da Ativagao de Normas (NAT), apesar de ser amplamente utiliza-
da em pesquisas voltadas a compreensao de praticas sustentaveis, ainda
tem sido pouco explorada especificamente no contexto dos OCBE.

Design/metodologia/abordagem: Escalas que medem normas pessoais,
compromisso organizacional e OCBE foram aplicadas a funciondarios
(docentes e administrativos) de trés universidades brasileiras, resultan-
do em uma amostra de 318 respondentes. O método de Modelagem de
Equagoes Estruturais (SEM) foi utilizado para a andlise dos dados.

Resultados: Os resultados mostram que o compromisso organizacional
nao medeia a rela¢do entre as normas pessoais e o OCBE. No entanto, a
relagdo entre normas pessoais e OCBE foi confirmada, sugerindo que,
independentemente do contexto, os valores e crencas individuais sdao
importantes preditores do envolvimento ambiental e que estratégias de
intervencao baseadas no compromisso organizacional dos funciondrios
podem nao ser eficazes para esse tipo de comportamento.

Contribuicdo/implicacdes: Embora a hipdtese de associagdo entre o com-
promisso organizacional e o comportamento de cidadania organizacio-
nal em relacdo ao ambiente (OCBE) ni3o tenha sido corroborada pelos
resultados, a investigaciao apresenta contribui¢des relevantes tanto no
campo tedrico quanto no pratico, no que diz respeito aos construtos
investigados. Entre estas conclusdes, destaca-se a confirmac¢ao de uma
relagdo positiva entre as normas pessoais e o OCBE.

Palavras-chave: comportamento sustentavel, compromisso organizacio-
nal, antecedentes, teoria da ativagao de normas, sustentabilidade orga-
nizacional
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INTRODUCTION

The pursuit of mechanisms and strategies to advance a more sustainable
world remains an ongoing and complex challenge (Hedlund-de Witt et al.,
2014; Lozano et al., 2025). Within this broader debate, pro-environmental
behavior has been examined across multiple domains, including recycling
(Wang et al., 2016; Miliute-Plepiene et al., 2016), organic product consump-
tion (Faletar et al., 2021), and energy conservation (Sweeney et al., 2013;
Mizobuchi & Takeuchi, 2013). Collectively, these studies reinforce the
notion that human conduct, at both individual and collective levels, is close-
ly intertwined with environmental impacts (Melo & Tortato, 2025).

Organizations occupy a particularly prominent position in this context,
not only because of their role in shaping infrastructure and fostering innova-
tion (Kai et al., 2017), but also because of the scale of their environmental
footprints. Although numerous organizational initiatives are aimed at sus-
tainability, the literature consistently emphasizes that their effectiveness
largely depends on the extent to which employees are engaged, with work-
force mobilization often identified as a decisive factor for success (Melo &
Tortato, 2025).

In workplace settings, pro-environmental actions have been conceptual-
ized as organizational citizenship behavior for the environment (OCBE),
defined as “discretionary acts by employees within the organization, unre-
warded or required, that are directed toward environmental improvement”
(Daily et al., 2009, p. 252). Recent research has sought to explain these
behaviors by examining psychosocial and organizational antecedents sepa-
rately (Yuriev et al., 2020; Ametorwo et al., 2025; Khan et al., 2025). Such
analyses provide a foundation for designing targeted interventions that
focus specifically on the factors shaping individuals’ intentions to adopt sus-
tainability-oriented behaviors.

Despite these contributions, several limitations in the OCBE literature
remain. First, many studies rely on a relatively narrow set of theoretical
frameworks, with social exchange theory (Raineri & Paill¢, 2016) and the
theory of planned behavior (Yuriev et al., 2020) being especially prominent.
By contrast, norm activation theory (NAT)—although widely applied to sus-
tainability-related behaviors—has been less frequently used to investigate
pro-environmental actions in organizational contexts (Melo & Tortato,
2025).

Second, the specific role of personal norms in shaping workplace pro-
environmental behavior has not been extensively explored. In this study,
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personal norms are understood as internalized moral standards, consistent
with Schwartz’s formulation of Norm Activation Theory (1977).

Third, employee involvement and performance in relation to broader
organizational goals have often been analyzed through the lens of organiza-
tional commitment (Raziq et al., 2025; Bodhi et al., 2024; Cady, 2018; Jin
et al., 2018; Mowday et al., 1979; Meyer et al., 2002). These investigations
are crucial for clarifying why individuals choose to commit to an organiza-
tion and to its objectives. However, the connection between organizational
commitment and OCBE remains insufficiently understood, as empirical
findings do not converge on a clear pattern regarding its influence (Paillé
et al., 2013; Temminck et al., 2015; Lamm et al., 2013).

Additionally, a substantial proportion of OCBE research has been con-
ducted in the United States, Canada, and the United Kingdom (Yuriev et al.,
2018; Jankelova et al., 2024), which may constrain the understanding of
how cultural particularities shape such behaviors. Investigations conducted
in countries with distinct cultural profiles have the potential to yield new
insights into pro-environmental engagement at work.

Considering these gaps, the present study aims to examine the role of
organizational commitment in the relationship between personal norms and
OCBE among university employees in Brazil, thereby extending the discus-
sion on how individual and organizational factors jointly contribute to envi-
ronmental engagement in higher education settings.

THEORETICAL FRAMEWORK
Antecedents of sustainable behavior

The adoption of practices aimed at safeguarding natural resources and
cultural heritage entails substantial challenges. Such behaviors frequently
involve some form of personal cost or sacrifice, even when these costs are
not strictly financial. Given this complexity, various academic fields have
sought to clarify the drivers and barriers to sustainable action, with psychol-
ogy and economics standing out as particularly influential.

From a psychological perspective, attention is directed toward internal
determinants of human behavior, including values, beliefs, and individual
dispositions. These factors are viewed as central antecedents of actions ori-
ented toward environmental protection and collective good (Unsworth &
McNeill, 2017).
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Within this body of work, Norm Activation Theory (NAT) emerges as a
prominent framework for explaining environmental behavior. This approach
focuses on why individuals engage in altruistic conduct, that is, behaviors
oriented toward collective welfare. In this view, personal norms—conceived
as internalized values and beliefs—assume a key role in directing prosocial
and, by extension, pro-environmental behaviors (Kim & Kim, 2018; Abdou-
laye et al., 2024). De Groot and Steg (2009, p. 426) argue that environmen-
tal behavior can be regarded as a specific form of prosocial behavior, since it
involves benefiting others even when the actor obtains no direct personal
gain. Numerous studies have relied on NAT to examine sustainability-related
intentions and practices (Faletar et al., 2021; Abdoulaye et al., 2024; He &
Sui, 2024).

According to Schwartz (1977), one of the principal developers of NAT,
the emergence of sustainable behavior depends on the activation of per-
sonal norms. Consequently, the decision to act sustainably does not neces-
sarily stem from purely rational cost-benefit calculations but may instead be
grounded in moral motivations. Two conditions are critical for the activation
of personal norms: awareness of the consequences of one’s actions and the
perception of personal responsibility for those consequences.

Recent empirical evidence indicates that sustainability-related choices
are shaped not only by anticipated benefits or perceived social pressure, but
also by moral evaluations anchored in pre-existing values. For instance,
Abdoulaye et al. (2024) examined tourists’ decisions regarding environmen-
tally responsible transport options. Building on this line of inquiry, subse-
quent research has applied NAT to a range of environmental behaviors
(Chen & Wang, 2022; Chen et al., 2025; Andreica Mihut et al., 2025).

Despite its widespread adoption, much of the NAT-based literature still
concentrates on environmental behavior in domestic settings. This empha-
sis underscores the need to extend the application of NAT to other social
contexts, including organizational environments. Although psychological
determinants accompany individuals across different life domains, organiza-
tional settings present specific characteristics that may shape the adoption
of sustainable practices. In such contexts, additional variables can influence
environmental engagement, among which organizational commitment has
been identified as a relevant driver of participation in institutionally pro-
moted initiatives (Ostertag, 2023).

Organizational commitment is a central construct in research concerned
with the attainment of organizational objectives and is frequently treated as
an important antecedent of organizational effectiveness. Prior studies

ISSN 1678-6971 « RAM. Rev. Adm. Mackenzie, Sdo Paulo, 27(4), eRAMR2640167, 2026
https://doi.org/10.1590/1678-6971/eRAMR2640167



N

Organizational citizenship behavior for the environment: An analysis in universities

suggest that insufficient commitment can hinder or even prevent the
achievement of desired outcomes (Yoo, 2024). Its inclusion in OCBE
research is partly due to the previously established association between
organizational commitment and Organizational Citizenship Behavior (OCB)
(Raziq et al., 2025; Bishop et al., 2000).

The link between organizational commitment—often conceptualized
through the three-dimensional model proposed by Allen and Meyer (1990)—
and OCB has continued to attract scholarly attention, particularly regarding
its predictive role for OCB. Thakur et al. (2025), for example, examined this
relationship among professionals in emerging economies. OCB, originally
introduced in the early 1980s (Bateman & Organ, 1983; Haldorai, 2025),
refers to voluntary and altruistic employee behaviors that go beyond formal
role requirements.

However, as research on OCB has evolved. Its seven dimensions—helping
behavior, sportsmanship, organizational loyalty, organizational obedience or
conscientiousness, individual initiative, civic virtue, and self-development—
have been more clearly delineated (Costa & Andrade, 2015; Hesse & Mikkel-
son, 2024). It has become apparent that environmental considerations have
remained largely absent from these discussions for a considerable time.
Addressing this omission, Daily et al. (2009) introduced the notion of
Organizational Citizenship Behavior for the Environment (OCBE). Since
then, the potential influence of organizational commitment on employees’
discretionary environmental behaviors has been examined in a growing
number of studies and remains a salient topic in contemporary literature
(Melo & Tortato, 2025).

Given that OCB and OCBE are conceptually distinct yet closely related,
it is reasonable to expect a relationship between organizational commit-
ment and OCBE.

Sustainable behavior and organizational commitment
Sustainable behavior in organizations and organizational commitment

The involvement of individuals within organizational settings has long
been a central topic in literature, particularly in studies that address pro-
cesses of organizational change. In this context, organizational commitment
has consistently been identified as a key factor in fostering employee involve-
ment. John P. Meyer and Natalie J. Allen (1997) define organizational
commitment as a psychological state that characterizes the individual’s
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relationship with the organization and reduces the likelihood of turnover
intentions.

According to these authors, organizational commitment is a multidi-
mensional construct composed of three components: affective, continuance,
and normative commitment. Affective commitment reflects an emotional
attachment to, identification with, and involvement in the organization,
echoing the attitudinal perspective proposed by Richard T. Mowday, Richard
M. Steers, and Lyman W. Porter (1979), in which employees remain because
they identify with organizational values. Continuance commitment aligns
with the behavioral view advanced by Howard S. Becker (1960), whereby
staying in the organization is primarily associated with the perceived costs
of leaving. Normative commitment, in turn, is rooted in a sense of moral
obligation toward the organization, frequently linked to perceived reciproc-
ity regarding benefits received. This three-component model has been wide-
ly employed in research on organizational commitment.

Despite its widespread adoption, the tripartite structure of commitment
is not universally accepted. Some scholars, such as Mowday, Steers, and
Porter (1979), focus exclusively on affective commitment, arguing that con-
tinuance commitment does not constitute an organizational bond in a strict
sense and that normative commitment substantially overlaps with the affec-
tive dimension. This line of reasoning forms an alternative influential strand
within the field.

In contrast, proponents of the three-component framework contend
that organizational commitment should be examined in an integrated
manner. Meyer and Allen (1997) argue that studies that isolate a single
dimension may encounter analytical limitations, since different forms of
commitment are often interrelated and may display empirical overlap.

More recently, organizational commitment has increasingly been incor-
porated into research on sustainability within organizations. This is largely
because the shift toward sustainable practices typically demands both cul-
tural and structural transformations, which require heightened employee
involvement. In this regard, authors such as Charbel José Chiappetta
Jabbour (2018) and Christoph Ostertag (2023) emphasize that the capacity
to manage organizational change is a critical prerequisite for implementing
sustainability.

Among the early works connecting these themes, the study by Daily et al.
(2009) is particularly noteworthy. The authors identified several anteced-
ents of employees’ pro-environmental organizational behavior (OCBE),
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including individual environmental concern, organizational commitment,
perceived leadership support for environmental practices, and the perceived
social evaluation of the organization’s environmental performance. Part of
the literature further suggests a positive association between OCBE and
affective commitment, especially in studies grounded in the approach pro-
posed by Lyman W. Porter and co-authors (1974), which emphasizes the
emotional bond between employees and the organization.

The examination of organizational commitment as a mediating variable
in relationships that influence OCBE is relatively recent, particularly when
individual characteristics are considered as antecedents of environmental
behavior. For instance, Lamm et al. (2013) investigated organizational com-
mitment as a mediator in the relationship between perceived organizational
support and OCBE. Earlier, Daily et al. (2009) proposed that organiza-
tional commitment could mediate the relationship between perceived
organizational support and employees’ environmental behavior. However,
empirical evidence at the time was still limited to fully substantiate this
proposition (Melo & Tortato, 2025).

Subsequent empirical studies on the relationship between organizational
commitment and OCBE have yielded mixed results. Paillé & Boiral (2013)
found support for a positive relationship between the constructs, whereas
Paillé et al. (2013) did not confirm the hypothesis of a positive correlation.
It is important to note that even in Paillé and Boiral’s (2013) study, which
supported the relationship, organizational commitment was conceptualized
exclusively in terms of affective commitment, that is, employees’ emotional
attachment to the organization.

Temminck et al. (2015), for example, confirmed a positive association
between affective commitment—treated as a single dimension of organiza-
tional commitment—and OCBE. Mi et al. (2021) argue that in organizations
with a supportive climate for green initiatives, employees tend to perceive
their work as more meaningful, thereby enhancing intrinsic motivation and
fostering engagement in sustainability-oriented behaviors. From this stand-
point, organizational commitment is seen as an important attribute; how-
ever, these authors restrict their analysis to commitment in relation to
ecological initiatives rather than the full three-dimensional construct. Fol-
lowing a similar logic, Bodhi et al. (2024) reported positive and significant
effects of organizational commitment on psychological well-being, social
well-being, work-related social media use, and employee green behavior.
In their study, organizational commitment is operationalized using the
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multidimensional framework proposed by Meyer and Allen (1993) of affec-
tive, continuance, and normative commitment.

Temminck et al. (2015) also hypothesized that affective commitment
would mediate the relationship between environmental concern and OCBE;
however, this mediating effect was not empirically supported. Even so, their
findings contributed to advancing the idea that a personal variable could
serve as an antecedent to OCBE and that organizational commitment might
function as a mediator. It is plausible that by reconsidering the personal
antecedent—employing theoretical perspectives more closely aligned with
OCBE—the mediating relationship could be confirmed.

In this vein, it is proposed that personal norms (i.e., individual beliefs
and values) constitute a more appropriate antecedent variable, given their
frequent use in studies on environmental engagement grounded in Norm
Activation Theory. Accordingly, the relationship between personal norms
(independent variable) and OCBE (dependent variable) is conceived as
being mediated by organizational commitment, which transmits the effect
of the independent variable to the dependent variable (Mardco, 2014).

Chart 1

Papers that tested the relationship between organizational commitment
and OCBE

Paper Hypotheses Results

Read this article, but don't print
it: Organizational Citizenship
Behavior Toward the

Organizational commitment will measure the
relationship between perceived organizational CONFIRMED

Environment (Lamm et al, 2013) support (POS) and OCBE
Pro-environmental behavior at
work: Construct validity and Commitment with the organization is CONFIRMED
Determinants (Paillé & Boiral, positively related to OCBE
2013)
Linking environmental
management practices and
organizational citizenship Commitment with the organization and OCBE  NOT
behavior for the environment:  are positively related CONFIRMED
a social exchange perspective
(Paillé et al, 2013)
(continues)
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Chart 1 (conclusion)

Papers that tested the relationship between organizational commitment

and OCBE
Paper Hypotheses Results
1) Affective organizational commitment will 1) CONFIRMED
relate positively with OCBE
R 2) Affective organizational commitment will ~ 2) CONFIRMED
Motivating Employees towards ‘ . .
. . . mediate the relationship between
Sustainable Behavior (Temminck ‘
et al, 2015) environmental concern and OCBE
! 3) Affective organizational commitment will ~ 3) CONFIRMED
mediate the relationship between POS of
employees’ environmental efforts and OCBE
1) Anorganizational environment supportive 1) CONFIRMED
Predicting environmental of gre'en initiatives is posmve!y and ‘
o ) L significantly related to green innovative
citizenship behavior in the . o y .
. behavior and to organizational citizenship
workplace: A new perspective . ‘
) . behavior for the environment.
of environmental affective
event (Mietal, 2021) Work engagement mediates the relationship  CONFIRMED
proposed in Hypothesis 1.
Integrating OCBE Literature
and Norm Activation Theory: ‘ . . ,
A Moderated Mediation on Affective prgan\za¢|0nal commitment will CONFIRMED
. . relate positively with OCBE
Proenvironmental Behavior of
Employees (Ostertag, 2023)
The influence of organizational Positive and significant effects of
commitment on employee organizational commitment on psychological
green behavior: mediating role  well-being, social well-being, work-related CONFIRMED

of work-related social media
use (Bodhi et al, 2024)

social media use, and employee green
behavior.

However, there is a recurring understanding in the literature that con-
sidering only one dimension of commitment can lead to inaccurate interpre-
tations (Allen & Meyer, 1990). Despite this, studies investigating the
relationship between organizational commitment and OCBE (Chart 1) do
not appear to fully account for this methodological issue.

Formulation of hypotheses

In line with the purpose of this study—to examine the role of organiza-
tional commitment in the relationship between personal norms and the
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organizational behavior of Brazilian university employees—and drawing on
the literature reviewed, the following hypotheses are proposed.

1. As argued by Allen and Meyer (1990), organizational commitment is
primarily shaped by three groups of antecedents: individual characteris-
tics, workplace experiences, and socialization processes within the
organization (Ostertag, 2023; Abdoulaye et al 2024). These factors are
frequently linked in the literature to individuals’ value systems, beliefs,
and personal norms (Wiener, 1982). Based on this perspective, we pro-
pose that:

*  H1: Personal norms are positively correlated with organizational commitment.

2. A substantial body of research reports positive associations between
organizational commitment and organizational citizenship behavior
(OCB) (Bishop et al., 2000; Haldorai et al., 2025; Hesse & Mikkelson,
2024). In a similar vein, studies on pro-environmental organizational
behavior (OCBE) have identified links between employees’ organiza-
tional commitment and their voluntary engagement in environmental
practices at work (Paillé et al., 2013; Temminck et al., 2015). Despite
some conflicting findings, the environmental management literature
generally relates higher levels of organizational commitment to the suc-
cess of internal sustainability initiatives (Zutshi & Sohal, 2003; Ame-
torwo et al., 2025; Khan et al., 2025). In practical terms, employees who
strongly identify with their organizations may be more inclined to adopt
voluntary behaviors that contribute to environmental preservation in
their daily activities. Accordingly, we formulate the following hypothesis:

*  H2: Organizational commitment is positively correlated with OCBE.

3. According to Schwartz (1977), personal norms are key predictors of
altruistic behaviors and, consequently, of prosocial actions (Lauper et al.,
2016; Wittenberg et al., 2018; Mi et al., 2021; Abdoulaye et al., 2024).
Since OCBEs are voluntary behaviors in the workplace that are not
directly driven by personal gains, they may be viewed as specific mani-
festations of prosocial behavior. From the perspective of Norm Activa-
tion Theory (NAT), we therefore propose that:

*  H3: Personal norms are positively correlated with OCBE.
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To support the interpretation of these propositions, the three hypothe-
ses are visually summarized in Figure 1.

Figure 1
Research model

Organizational
commitment

Personal Norms

METHODOLOGY

Context and participants

This study was conducted within higher education institutions for two
main reasons. First, universities have increasingly engaged in initiatives
related to environmental sustainability. Second, they are expected to play a
central role in preparing individuals to address emerging societal challenges,
among which sustainability is particularly prominent (Lozano et al., 2025).
In this setting, the everyday conduct of academic and administrative staff is
of particular importance, as their practices can shape students’ learning
experiences and are often perceived as part of the educational process itself
(Yuriev & Sierra-Barén, 2020; Melo et al., 2020). Consequently, the pro-
environmental behaviors of these professionals constitute a relevant subject
for empirical investigation.

The sample comprised faculty members and technical-administrative
staff from three Brazilian higher education institutions: the Federal Uni-
versity of Maranhao, with approximately 3,700 employees; the Univel Univer-
sity Center, with around 335 employees; and the Federal University of
Vigosa, with roughly 2,925 employees. The inclusion of the Federal Univer-
sity of Vigosa was partly justified by its participation in the GreenMetric
international ranking, created in 2010 by Indonesian universities to assess
and compare sustainability practices in higher education worldwide. The
other institutions were selected for reasons of convenience, taking into
account their distinct institutional profiles (Melo & Tortato, 2025).
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Data were collected using a questionnaire distributed to participants via
their institutional e-mail addresses, ensuring anonymity and confidentiality
of responses. At the end of the data collection process, 318 valid question-
naires were obtained. Given that the instrument comprised 37 items, this
number of respondents is considered adequate, in light of Hair et al. (2005),
who recommend a ratio of five to 10 participants per item.

The survey was administered online via a form created in Qualtrics. The
access link was sent to employees’ institutional e-mails between October
and November 2019.

Measurements

Personal norms were measured using the scale developed by Dalvi-
Esfahani et al. (2017), originally adapted from the instrument proposed by
Steg et al. (2005). Organizational commitment was assessed with the scale
created by Meyer et al. (1993). Employees’ pro-environmental organizational
behaviors (OCBE) were measured using the instrument validated by Boiral
and Paillé (2012), which is widely recognized in the literature and was
adopted in this study. Table 1 presents all items included in the question-
naire, along with their respective factor loadings for each construct.

Table 1
Factor loading of the original scales
Personal norms Factor
load
PN1 |feelapersonal obligation to do whatever | can to prevent climate change. -
PNZ2 | feel morally obliged to save energy and water, regardless of what others do. 0812
PN3 gflﬂvcviirnettsnt;y anew appliance, | would feel morally obliged to buy an energy 0,820
PN4 | feel morally obliged to use green energy instead of fossil-fuel based energy. 0,746
PN5 | feel personally obliged to save as much energy as possible. -
PNG6 | would be a better person if | saved resources like energy and water, 0,786
PN7 People like me should do everything they can to reduce waste. 0,753
PN8 | feel guilty when | waste water. 0,794
PNS | feel obliged to bear the environment and nature in mind in my daily behavior.
(continues)
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Table 1 (conclusion)
Factor loading of the original scales

Organizational commitment
Affective commitment

AF1  I'would be very happy to spend the rest of my career with this organization. 0,645
AFZ Ireally feel as if this organization’s problems are my own. 0410
AF3 | do not feel a strong sense of "belonging” to my organization. 0,735
AF4 | do not feel “emotionally attached” to this organization. 0,680
AF5 | do not feel like “part of the family” at my organization. 0,735
AF6  This organization has a great deal of personal meaning to me. 0,749
Continuity commitment
1 nght now, staying with my organization is a matter of necessity as much as 0504
desire.
2 It would be very hard for me to leave my organization right now, even if | 0,592
wanted to.
3 Too mluch‘ of my life would be disrupted if | decided | wanted to leave my 0678
organization now.
CC4 | feel that I have too few options to consider leaving this organization. 0,700
s If1 hqd not already put so much of myself into this organization, | might consider 0454
working elsewhere.
One of the few negative consequences of leaving this organization would be the
ce . ‘ . 0,483
scarcity of available alternatives.
Normative commitment
NC1 [Ido not feel any obligation to remain with my current employer. 0,580
NC2 Even l.f it yvere to my advantage, | do not feel it would be right to leave my 0638
organization now.
NC3 | would feel guilty if | left my organization now. 0,658
NC4 This organization deserves my loyalty. 0,718
NCS | would not IealweT my organization right now because | have a sense of obligation 0735
to the peopleinit.
NCE |owe a great deal to my organization. 0691
(continues)
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Table 1 (conclusion)
Factor loading of the original scales

OCBE
Eco-initiatives

In my work, | weigh the consequences of my actions before doing something that

Ell . 0817
could affect the environment

e [ voluntarily carry out environmental actions and initiatives in my daily work 0882
activities '

€3 | make suggestions to my colleagues about ways to protect the environment 0942
more effectively, even when it is not my direct responsibility '

Eco-civic engagement

EC1 Iactively participate in environmental events organized in and/or by my company 0,737

EC2 Istayinformed of my company's environmental initiatives 0,792

£C3 | undertake environmental actions that contribute positively to the image of my 0756
organization '

ca [ volunteer for projects, endeavours or events that address environmental issues 0853
in my organization '

Eco-helping

EHL | spontaneously give my time to help my colleagues take the environment into 0737
account in everything they do at work '

EHZ | encourage my colleagues to adopt more environmentally conscious behavior 0,792
| encourage my colleagues to express their ideas and opinions on environmental

EH3 Bemycotess g g 0756
issues

Source: Meyer et al. (1993), Dalvi-Esfahani et al. (?017), and Boiral and Paillé (2012).

Considering that the scales were originally developed in international
contexts, and to minimize ambiguity in how items would be interpreted, all
questions were translated into Portuguese by a professional linguist, in line
with the recommendations of Sireci et al. (2006). It was essential to ensure
that, after translation, the instruments preserved the same measurement
properties as the original versions. In this regard, back-translation was
employed as an additional quality-control step to verify whether the Portu-
guese version accurately reproduced the content of each item in the source
instrument (Sireci et al., 2006).
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The back-translation procedure involved translating all items across
both language directions (English—Portuguese and Portuguese-English).
For this purpose, four professional translators, all university professors
based in Brazil, were engaged, with two translators participating in each
back-translation cycle.

Prior to the final administration of the survey, a pre-test was conducted
with eight employees from the participating universities to assess item
clarity and estimate the time required to complete the questionnaire. Fol-
lowing Gudmundsson’s (2009) recommendations, this step was conducted
in two phases: first, through in-person meetings and subsequently, in an
online format.

To mitigate potential common method bias, the order of questionnaire
items was randomized for respondents (Podsakoff et al., 2003). Responses
were recorded on an eleven-point scale ranging from zero to ten, where a
value of zero indicated complete disagreement with the statement and a value
of ten indicated complete agreement.

Data analysis

To assess the reliability and quality of the collected data, a confirmatory
factor analysis (CFA) was initially conducted using SPSS (version 21). Once
the adequacy of the measurement model had been established, the study’s
hypotheses were tested using structural equation modeling (SEM). The
choice of SEM is justified by the complexity of the relationships under inves-
tigation, as it enables the simultaneous examination of multiple dependency
relationships among variables (Hair et al., 2005). All SEM procedures were
performed with AMOS Graphics, which was used to enhance the precision
of the statistical estimates.

FINDINGS

In total, 318 questionnaires were collected, and the sample’s statistical
characteristics are presented in Table 2.
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Table 2
Characteristics of the sample (N=318)

Male 566
Female 434

<30 252
31-40 381
41-50 195
51-60 11,3
60 6,0

Single 358
Married 553
Divorced 7,5
Widowed 03
Other 09

Administrative personnel 54,7

Professor 453

<5 44,0
6-10 299
11-20 145
21-30 8,2
> 30 35

Although the primary purpose of Exploratory Factor Analysis (EFA) is
to reduce and summarize data (Hair et al., 2005), in this study, the scales
employed had already been validated in previous research, and their dimen-
sional structures were well established, which would, in principle, obviate
the need for an exploratory stage. Nonetheless, as Mingoti (2005) points
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out, even when the main objective is to perform a Confirmatory Factor Anal-
ysis (CFA), it is advisable to conduct an EFA to verify whether the theoreti-
cally defined factors are consistent with the empirical structure observed in
the sample.

All Kaiser—-Meyer-Olkin (KMO) values obtained were above the mini-
mum acceptable threshold, using the principal components method. Regard-
ing explained variance, however, two scales presented values below the
commonly recommended benchmark of 60%. The Personal Norms scale
accounted for 43.511% of the total variance, whereas the Normative Commit-
ment scale explained 47.316%. Considering communality values—whose ref-
erence cutoff is 0.40—it was observed that items PN1, PN3, PN4, PN6, and
PN8 from the Personal Norms scale, as well as item CN1 from the Normative
Commitment scale, fell below this threshold (Hair et al., 2005), which is con-
sistent with the lower levels of explained variance reported for these scales.

Subsequent analyses, including reliability assessment via Cronbach’s
alpha (minimum acceptable value of 0.70), indicated the need to exclude
additional items before proceeding to CFA. In this stage, the same items
that had exhibited low communality in earlier steps—PN1, PN3, PN4, PN6,
PNS8, and CN1—were removed from the model. Once it was confirmed that
their exclusion improved overall model fit, the decision was made to drop
these items definitively.

With respect to the identified psychometric and methodological limita-
tions, it is important to note that both the Personal Norms and Normative
Commitment scales showed total explained variance below 60%. These con-
structs are strongly shaped by contextual, cultural, and individual factors,
which can reduce the homogeneity of respondents’ perceptions captured by
the instruments. This characteristic helps to explain the communality values
below 0.40 for items PN1, PN3, PN4, PN6, and PN8 (Personal Norms), as
well as for item CN1 (Normative Commitment) (Hair et al., 2005). Items
that tap into moral judgments or normative obligations do not always dis-
play strong inter-item correlations, which may account for the lower com-
munalities found in this study (Melo & Tortato, 2025).

Despite these limitations, the decision was made to retain the overall
model and the two scales in the analysis for three main reasons. First, both
instruments are grounded in robust theoretical frameworks and are widely
recognized in the literature, having been extensively used to explain proso-
cial and organizational behaviors. Second, although the variance explained
falls short of ideal thresholds, the values remain acceptable for exploratory
work and for studies in the social sciences, where psychological and norma-
tive constructs seldom attain very high levels of explained variance. Third,
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removing these scales would compromise the model’s theoretical coher-
ence, given that Personal Norms and Normative Commitment are central to
understanding the behaviors under investigation. Their exclusion could
therefore weaken the study’s explanatory power and reduce its analytical
depth (Hair et al., 2017).

In this sense, the choice to maintain the model represents a compro-
mise between statistical rigor and theoretical consistency, acknowledging
empirical constraints while preserving the research’s explanatory and inter-
pretative potential. Additionally, removing a limited number of items
improved the final model fit.

Following these steps, the model’s quality with the remaining indica-
tors was re-evaluated. As shown in Table 3, all but one item presented factor
loadings above 0.60, a value considered satisfactory (Malhotra, 2001). Given
the conceptual relevance of item PN7 to the Personal Norms construct and
its loading of 0.598—very close to the recommended minimum—the item
was retained. The other psychometric indicators, namely average variance
extracted and composite reliability, were also within acceptable ranges for
the model tested. In line with Malhotra (2001) and Hair et al. (2005), the
average variance extracted is considered adequate when it exceeds 50%, and
composite reliability is expected to exceed 0.70.

Table 3
Loading of items, extracted average variance, and composite reliability
Markers quality Loading EAV Composite reliability
Personal Norms
PN5 0,746
PN7 0,598 048 0,74
PN9 0,735

Affective commitment

AF3 0692
AF4 0,650 0,50 0,75
AF5 0,767

Continuity commitment
4 0,798
6 0910

073 085

(continues)
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Table 3 (conclusion)
Loading of items, extracted average variance, and composite reliability

NC2 0676
NC3 0,880 0,58 080
NC5 0,717
El2 0,709

0,58 073
EI3 0812

EC1 0697
ECe 0773
052 081
EC3 0,763
EC4 0632
EH1 0,764
EHZ 0,840 064 084
EH3 0,787

The values obtained in the confirmatory factor analysis, after establishing
the parameters among the sampling errors, are presented in Table 4.

Table 4
Results of the confirmatory factor analysis after establishing parameters

CMIN/DF 2,407
NFI 0879
RFI 0837
IFI 0,926
TU 0,898
CFI 0924
RMSEA 0,067
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After validating the measurement model, the three structural hypoth-
eses were tested (Table 6). The p-values obtained for H1 and H2 were 0.114
and 0.087, respectively, both above the 0.05 significance threshold. In addi-
tion, the corresponding standardized coefficients () for H1 and H2 were
—0.131 and —0.994, indicating effects in the opposite direction to those
theoretically expected. By contrast, hypothesis H3 presented a p-value of
0.000 and a f coefficient of 0.878.

These results indicate that only the relationship between Personal
Norms and OCBE was statistically significant. In light of the § estimate for
H3, the proposed positive influence of the Personal Norms construct on
Organizational Citizenship Behavior for the Environment is supported.
Conversely, the hypothesized effects of Personal Norms on Organizational
Commitment, as well as of Organizational Commitment on OCBE, were not
confirmed, given their non-significant p-values and the direction and mag-
nitude of the estimated coefficients.

Table 5
Hypotheses tests

Relationship (model) Hypotheses B Sig.

Organizational

Personal norms } H1 -0,131 0114
commitment

Organizationa| - OCBE H2 0994 0087

commitment

Personal norms — 0CBE H3 0,878 ok

As shown in Table 5, hypotheses H1, H2, and H3 returned p-values of
0.114, 0.087, and 0.000, respectively. The p-values associated with H1 and H2
are above the conventional 0.05 threshold (5% significance level), and their
standardized coefficients (B) were —0.131 and —0.994, indicating effects in
the opposite direction of those theoretically expected. In contrast, hypothe-
sis H3 exhibited a p-value of 0.000—evidence of statistical significance—
and a B coefficient of 0.878.

These findings indicate that only the relationship between Personal
Norms and OCBE was statistically significant. In view of the p coefficient
estimated for H3, the hypothesis positing an influence of Personal Norms
on Organizational Citizenship Behavior for the Environment (OCBE) is
supported. By contrast, the hypotheses concerning the influence of Personal
Norms on Organizational Commitment and the influence of Organizational
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Commitment on OCBE were not confirmed, given their nonsignificant
p-values and the estimated coefficients falling below the acceptable criteria.

DISCUSSION

Some authors have proposed that organizational commitment may act
as a predictor of sustainable practices at work and, consequently, of OCBE
(Lamm et al., 2013; Temminck et al., 2015; Ostertag, 2023). However, in
this study, the hypothesis that organizational commitment mediates the
relationship between personal norms and OCBE was not supported. The
confirmation of H3, together with the results for H1 and H2, has important
theoretical and practical implications.

Theoretical implications

The outcome of hypothesis 3 reinforces Ciocirlan’s (2017) notion of the
“green employee”, according to which individuals can engage in OCBE pre-
dominantly based on their intrinsic personal norms. In line with this view,
the results suggest that employees’ pro-environmental discretionary behav-
iors may be driven primarily by their own values and beliefs, regardless of
the strength of their bond with the organization. Yuriev et al. (2020) had
already highlighted the limited explanatory power of organizational varia-
bles for certain types of OCBE, which in turn invites reflection on the very
definition of the construct. Ostertag (2023, p. 15) also reported no signifi-
cant correlation between affective commitment and pro-environmental
norms (r = 0.08; p > 0.05) but argued that a pro-environmental work cli-
mate can foster a sense of moral obligation to act sustainably at work. This
obligation, according to the author, is reinforced by employees’ emotional
attachment to the organization rather than to the natural environment, sug-
gesting that there remains a meaningful—albeit more nuanced—connection
between organizational commitment and OCBE.

With respect to hypothesis 1 (H1: personal norms are positively corre-
lated with organizational commitment), its rejection suggests that internal-
ized beliefs and moral standards alone may not function as direct antecedents
of organizational commitment. Allen and Meyer (1990) emphasize the roles of
personal characteristics, work experiences, and organizational socialization
processes as key predictors of commitment. It is therefore plausible that
personal norms, by themselves, are insufficient to shape organizational
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commitment, whereas social norms (Kim & Kim, 2018)—anchored in
expectations and sanctions within the organizational context—may be
more directly related to commitment. The findings point to a closer align-
ment between personal norms and altruistic behavior in general (Schwartz,
1977), rather than behaviors explicitly oriented toward organizational
objectives. This interpretation supports the view that personal norms and
organizational commitment are grounded in different behavioral domains
(Ostertag, 2023).

From this standpoint, the idea that personal norms and organizational
commitment operate in distinct spheres also helps explain the non-confir-
mation of hypothesis 2 (H2), which posits that organizational commitment
is positively related to OCBE. The OCBE construct is rooted in notions of
discretion and altruism, is not directly tied to formal organizational goals,
and is not regulated by formal reward or punishment systems. It is therefore
reasonable to assume that OCBE may be more closely connected to indi-
vidual moral motivations than to the types of bonds captured by organiza-
tional commitment measures.

Although some studies have found positive associations between organ-
izational commitment and OCBE (Paillé & Boiral, 2013; Temminck et al.,
2015), these investigations typically focus on the affective component of
commitment, following Porter et al. (1974). From the standpoint of the pre-
sent study, attempts to clarify the relationship between organizational com-
mitment and OCBE should adopt the more comprehensive framework
proposed by Meyer and Allen (1984; 1997), which encompasses affective,
continuance, and normative dimensions. Furthermore, the conflicting
empirical evidence regarding the link between commitment and OCBE may
also reflect differences in organizational contexts. In this research, data were
collected exclusively in universities, a specific type of organization whose
characteristics may shape both commitment and pro-environmental discre-
tionary behavior in particular ways (Melo & Tortato, 2025).

Practical implications

These findings reshape how organizations might design incentives to
foster OCBE. If organizational variables are not the primary drivers of such
behaviors, capacity-building efforts should prioritize reinforcing employees’
beliefs, values, and socialization processes that increase their willingness to
act on sustainability issues, so that these dimensions become personally
internalized. It is also plausible that organizational factors exert greater
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influence on behaviors directly linked to formal job responsibilities. In con-
trast, OCBE, by definition, involves discretionary, informal actions that are
not typically tied to formal reward or sanction systems (Yuriev, 2020).

Even so, Ostertag (2023) argues that cultivating a pro-environmental
work climate and strengthening employees’ affective attachment to the
organization can help trigger sustainable behaviors, even if organizational
variables alone do not fully account for OCBEs. Throughout this study, the
importance of such behaviors for advancing organizational sustainability
has been emphasized. Ultimately, organizational sustainability is realized
through individual sustainable actions, and formal mechanisms often strug-
gle to elicit such discretionary conduct due to the inherent challenges of
operationalizing sustainability within organizations (Ostertag, 2023; Melo
& Tortato, 2025).

CONCLUSIONS

Using Norm Activation Theory, this study set out to examine and clarify
the relationships among organizational citizenship behavior for the environ-
ment (OCBE), organizational commitment, and personal norms. By incor-
porating alternative perspectives and theoretical foundations—such as
analyzing organizational commitment from Allen and Meyer’s (1990) three-
component framework and applying Norm Activation Theory, which is fre-
quently used in pro-environmental behavior research but rarely in OCBE
studies—it sought to extend existing work in the field. Although the
hypothesized relationship between organizational commitment and OCBE
was not supported, confirming a positive association between personal
norms and OCBE makes both theoretical and practical contributions to the
constructs analyzed.

One limitation identified during the research concerns the psychometric
performance of the Personal Norms scale and the normative commitment
dimension of the Organizational Commitment scale, both of which present-
ed average variance extracted values below the commonly accepted mini-
mum of 50%. Another constraint lies in the exclusive use of self-report
measures, an issue that was partially addressed by following methodological
recommendations from the literature, but which nonetheless suggests that
richer results might be obtained when multiple data sources or methods
are combined.

With respect to future research, it is worth noting that, as highlighted
by Yuriev et al. (2018), most studies examining voluntary behaviors related
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to employees’ sustainability performance have been conducted in three
countries: The USA, Canada, and the UK, with little inclusion of employees
from South America, Australia, or Africa. This study, therefore, contributes
by analyzing such behaviors using data from a country that had not previ-
ously been considered. A natural next step would be to carry out research in
other national contexts—particularly in South America—to explore how
cultural differences may influence these behaviors.

Future investigations are also encouraged to apply Norm Activation
Theory alongside complementary frameworks, such as the Theory of Planned
Behavior. In doing so, it is important to design data collection strategies
aligned with the adopted theoretical models and to follow the associated
validation procedures rigorously. Moreover, additional variables—such as
self-identity, past behavior, and habit—may help explain further variance in
outcomes, given that routines and prior experiences often shape individuals’
willingness to change their behavior at work (Schwanen et al., 2012;
Ostertag, 2023; Bodhi et al., 2024). Other promising avenues include quali-
tative approaches (Mussi et al., 2018) and the incorporation of perspectives
from institutional theory (Veiga et al., 2014).
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