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Abstract. This study investigates the employee perceptions of organigational environmental initiatives and their impact on pro-pro-
environmental behaviors and frequency of involvement in upstream oil and gas companies in Malaysia, such as the Production
Arrangement Contractor and Service Provider Company. The study also examines a new area where environmental work culture acts as
a moderator. Analyzed wusing SmartPLS, our findings demonstrate that supervisory support for environmental initiatives and
environmental training has a positive effect on employee perception of organizational support for pro-pro-environmental bebaviors. In
contrast, the organigation's rewards for pro-environmental bebaviors do not have a significant impact on it. Following this, the employees’
perceptions of organizational support for pro-environmental behaviors positively affect employee engagement in pro-environmental
bebaviors in both forms of employees’ frequency of involvement and employees' innovative pro-environmental bebaviors. The findings
discovered that environmental work culture moderates the relationship of the effect of the organization's support practices on employee
perception of organizational support for pro-environmental bebaviors. This study is one of the first attempts to investigate the relationship
between the pro-environmental behaviors within the upstream firms in the il and gas industry. The findings are useful for practitioners in
terms of exerting pro-environmental bebaviors and facilitating employees’ pro-environmental bebaviors in the upstream oil and gas
management sector.
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1. Introduction retention can be enhanced by policies and
practices that stimulate employee
engagement in the organization's pro-

Businesses have evolved today to be more ‘ ’
environmental behaviors.

complex and competitive. As firms practice
various environmental management
initiatives, employee engagement in pro-
environmental behaviors has become one of
the concerns and challenges. The question of
how to encourage an employee to become
engaged in pro-environmental behaviors
remains a vital topic in today's global
economy. Firms are searching for the answer
on how to boost the motivation of their
employees in engaging firms' environmental
activities as they led a business of
maintainability to ponder which uncovered
that corporate officials chose "representative

Barbosa-Pévoa, da Silva, and Carvalho
(2018) proposed comprehensive research
frameworks  that  identify = employee
engagement and management needs and
characteristics. It is imperative to determine
the enablers of engagement in pro-
environmental behaviors in energy-related
sectors such as oil and gas as an environment
is an essential element in the oil and gas
industry. Aziz (2019) reported in The Edge
Financial Daily that Petroleum Nasional Bhd
had stressed its Activity Outlook 2020-2022

enthusiasm for supportability” as an issue report that the oil and gas industry continues

that can significantly affect an organization to transform as economic, technological, and
(Berns et al, 2009; Danso, Adomako environmental factors that change across the
*y > b b

Amankwah - Amoah, Owusu - Agyei, & value chain. Huzaini, Mohammad, Othman,

Konadu, 2019). Employee recruitment and and. Kadir (.2020) mentl(?ned that the
environment is an essential element is
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upstream oil and gas facilities as it involves
high-risk activities and exposed employees
with a challenging work environment.
Mingliang (2020) points out that ASEAN has
announced aim to guarantee = more
noteworthy security and provincial supplies
through broadening, advancement, and
preservation of assets, the proficient
utilization of vitality, and the more extensive
use of earth sound innovations.

Despite  these essential ~commitments,
resources,  proficient, utilization, and
environmental practices, there is a need for
hypothetical improvement and experimental
testing of  elements that advance
representative commitment in ecological
practices (Lange & Dewitte, 2019). There is
minimal hypothetical understanding for how
a company's enablers of engagement in pro-
environmental behaviors advance worker
contribution or engagement in the behaviors
including how much of the time employees

participate in  environmental practices,
whether they take part in innovative
environmental — practices and  whether

environmental work culture moderates the
relationship of the effect of organizational
enablers on employee affective commitment
to pro-environmental behaviors (Li, Zhao,
Ma, Shao, & Zhang, 2019).

Environmental work culture is a crucial
element of this study in the realm of
employment, work pressure issues frequently
expetienced by representatives, and an effect
on the worker execution. In contrast,
numerous things, including workplace culture
and occupation fulfillment, had influenced
the workers' execution (Kazmi, Amjad, &
Khan, 2008). Based on the behavioral
research literature, this study employed
organizational support theory as the
framework to investigate the relevant
practices as the enablers of engagement in
pro-environmental behaviors among
supervisory suppott, training, and reward. All
hypotheses constructed are tested in the oil
and gas company context, particularly in the
upstream supply chain firms. This study also
examined the supports that influence the
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perception of organizational support and

subsequent  influence  on  employee
engagement in pro-environmental behaviors
such as participating in the firm's
environmental practices and proposing

innovative environmental initiatives.

2. Literature Study / Hypotheses
Development

2.1. Supervisory support for environmental initiatives
Representative duty is essential for the
workers in the organizations regarding their
help. Farlier research on authoritative help
proposes (Farooq, Farooq, & Reynaud, 2019;
Rhoades & Eisenberger, 2002) that when
representatives trust associations care about
them, workers get their full of feeling pledge
to the organization. Bishop, Scott, Goldsby,
and Cropanzano (2005) identified perceived
support from two unmistakable substances:
organization and group. Turban and
Greening (1997) examined observational
help that organizations send signs of sound
qualities through their social arrangements
and projects. Explicitly, they observed that
free  corporate  social  performance
evaluations impacted the notoriety and
subsequent engaging quality of firms.

Gilbreath and Karimi (2012) found that
supervisory associations give workers an
automatic chance to contribute to a full of
feeling hierarchical responsibility.
Representatives are allowed the chance to
show support for a significant reason
embraced by the association, and they are
bound to display full of feeling hierarchical

responsibility. Raineri and Paillé (2010)
findings support the idea that when
supervisory support for environmental

initiatives is valued, organization members
are more likely to have a responsibility to
firm environmental goals, which is through
the employee perception of organizational
support  pro-environmental  behaviors.
Encouragement and backing by the
management staff social or natural activities
is an approach to pick up organizational
workers' commitment to accomplish social
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upgrades. Mainly administrators are in a
situation to fill the change specialist's job
who encourages the coordination of
manageability and CSR exercises into
organization methodology, culture, structure,
and conduct. The reason behind the division
is because administrators give direction on
how representatives ought to contribute their
time and exertion. They can be initiators of
hazard  taking,  thought age, and
experimentation at work. Along these lines,
Cantor, Morrow, and Montabon (2012)
speculate that supervisory help can have an
enormous effect if representatives perceive
that their bosses give the assets and criticism
to take an interest in natural activities,
particularly as directors effectively cultivate a
mutual vision and accord for new
hierarchical practices among the workers they
work with. Supervisory help can even
profoundly affect representatives' work than
top administration support, implying that
representatives go to add to the words and
activities of their immediate bosses (Cantor
et al, 2012; Yu, Chavez, Feng, Wong, &
Fynes, 2020). Such supervisory acts might be
close to home activities to improve the
activity held by the worker, or they might be
coordinated toward associates as shared help

among representatives. Thus, we
hypothesized that:
Hi:  Supervisory — support  for — environmental

initiatives have a positive effect on employee perception
of organizational support for pro-environmental
behaviors.

2.2. Environmental training for organization

Environmental training is an essential
determinant as training is an essential
method by which associations secure and
create human capital, which thus improves
hierarchical limit and execution (Jabbour,
2015). Training programs differ broadly and
some of the time have various targets, from
the passing on of specialized data, to
socialization, to the acknowledgment of new
thoughts.  Jabbour (2013) stressed how
preparing could enable associations to
expand their control by having workers
disguise promise to association wanted
destinations. The accomplishment of natural
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administration programs is subject to the
preparation of a company's workers
(Fernandez, Junquera, & Ordiz, 2003;
Sammalisto & Brorson 2008). Preparing
programs are utilized to strengthen the
significance of the association's responsibility
for ecological activities (Del Brio, Fernandez,
& Junquera, 2007).

Choi and Hwang (2015) present ecological
preparation instances, such as approaches
and strategies for eco-plan, life cycle
evaluation, reusing and reusing of materials,
and aura of waste. For affiliations that need
to declare standard exercises. Park, Sarkis,
and Wu (2010) argued that ecological getting
ready undertakings could help give the new
standpoint and focus that delegates need to
help make new eco-musings and direct.
Readiness gives an unimaginable technique to
improve the essential administration limits of
all laborers inside the affiliation. Based on
this  discussion, it is evident that
environmental training positively influences
employee perception of  organizational
support. Thus, this study hypothesizes that:
H2: Environmental training provided to an employee
by the organization positively affects  employee
perception  of  organizational  support  for pro-
environmental behaviors.

2.3. Rewards for environmental bebavionrs

Boyt, Lusch, and Naylor (2001) examine how
remunerates propel conduct and fortify
employment frames of mind. They
additionally bring up prizes structure signs to
the worker that the association esteems, the
person's commitment to the firm, free
necessary leadership, proficient advancement
exercises, and proficient conduct. This point
of view on remunerations is particularly
relevant here as associations are looking to
pass on that they esteem worker
commitments in the natural territory and
need representatives to separately and
wilfully take part in the scan for inventive
answers for ecological issues.

Covin and Kilmann (1990) questioned
supervisors, specialists, and advisors on
issues important to fruitful authoritative
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change and found that of the more than 900
issues that were raised, giving prizes to
working practices that help the ideal change
among the most habitually referenced. Jensen
and Heckling (1995) additionally contend
that it is critical to provide monetary
motivating forces to representatives inside an
association as an approach to adjust their
matters to the objectives of the association
to address specialist issues. It pursues that
representatives who are remunerated for
acting in manners steady with the company's
fundamental ~ objectives will see that
administration bolsters eco-conduct.
Rhoades and Eisenberger (2002) point out
that hierarchical prizes have generally
demonstrated  robust associations  with
employee perception. Paillé and Meija-
Morelos (2019) argue that organizational

support maybe not always enough to
encourage employee environmental
performance. Rewards provided by the

organization with high symbolic value (e.g.,
job title, favorable work location, preferred
work hours) provide a way to indicate
voluntary support (Nazir, Shafi, Atif, Qun, &
Abdullah, 2019; Shanock et al., 2019). Thus,
this study postulates that rewards provided
by the company may reflect employee
perception for environmental behavior.

H3: Rewards provided by the organization for pro-
environmental behaviors have a positive effect on
employee perception of organizational support for
pro-environmental bebaviors.

2.4. Employee perception of organizational support
for environmental behavionrs

The hierarchical approach can be utilized to
analyze the connections among
representative frames of mind and practices
toward an authoritative objective (Aselage &
Eisenberger, 2003; Tseng & Bui, 2017). This
system for seeing such connections attests
that representatives will follow up for an
association to be a degree that the
association is seen as eager and ready to
respond with suitable initiative, preparing,
and compensates. Cantor et al. (2012) have
built up a model utilizing hierarchical help
hypothesis of how worker impression of
authoritative support rehearses representative
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impact commitment in ecological practices.
The model adds to the inventory network
discipline by utilizing a conduct hypothesis,
authoritative help hypothesis, to address a
contemporary production network the
executive issue (Allaoui, Guo, & Sarkis, 2019;
Qin, Harrison, & Chen, 2019).

Cantor et al. (2012) carefully incorporate
hypothesis from the board and social brain
research literary works to build up a model
that gives bits of knowledge into how
representatives are affected by company's
ecological administration practices to take
part in natural practices where it clarified
how associations could flag the significance
of the earth to workers through their
hierarchical help rehearses. Understanding
the organizational support theory (Caesens,
Stinglhamber, Demoulin, & De Wilde, 2017;
Kurtessis et al., 2017, Culver, Young, &
Barnhardt, 2020) highlighted that perception
of  organizational support should be
increased via favorable support by firms.

Besides, perception of  organizational
support for pro-environmental behaviors
clarifies employee understanding of the
extent to which the organization values the
environment seeks employee involvement in
pro-pro-environmental behaviors. Employees
with high levels of perception of
organizational support should reciprocate
actively engage in the organization's
behaviors or initiatives as they would feel a
stronger obligation to help the organization
achieve its objectives. Hence, this study
comes out with the following hypotheses:
H4: Employee perception of organizational support
Jor pro-environmental behaviors have a positive effect
on employee's innovative pro-environmental behaviors.
H5: Employee perception of organizational support
Jor pro-environmental behaviors have a positive effect
on employee's frequency of involvement.

2.5. Environmental Work Culture

Culture has been asserted as a significant
component of hierarchical fruitful in the
business  world.  Associations  adopt
altogether different strategies to assemble
quality work culture. In specific affiliations,
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quality work culture is noteworthy to ensure
the agents served the predominant help of
the customers (Dhamija, Gupta, & Bag,
2019). The lifestyle chooses how agents
delineate where they work, how they
appreciate the business, and how they believe
themselves to be a bit of the affiliation. In
the domain of business, work weight issues
as often as possible experienced by agents
and affected the specialist execution, while
the workers' execution was impacted by
various things, including workplace culture
and occupation satisfaction (Kazmi et al.,
2008).

Culture is likewise a driver of choices,
activities, and at last, the general execution of
the association. Employee engagement in
environmental behavior issues at a firm-level
can be address through environmental work
culture because work culture is defined by
Rasool, Wang, Zhang, and Samma (2020) as
work pressure issues frequently experienced
by representatives, and it affected the worker
execution. Organizational work culture
contends the supervisors' activity (Gonzalez-
Rodriguez, Martin-Samper, Koseoglu, &
Okumus, 2019; Hartnell, Ou, Kinicki, Choi,
& Karam, 2019). Fernandez et al. (2003)
incorporated hierarchical culture and natural
administration, underscoring the significance
of authoritative culture alongside
authoritative association, preparing, and
inspiration. It is expressed that a successful
association must have a work culture that
underpins its representatives. Clear targets in
terms of mission and vision will lead the
association in a superior
accomplishment in the future.
Rachman and Sari (2019) featured work
culture straightforwardly sway business
fulfillment and subsequently would improve
execution. In case low elements of
fulfillment, it would cut down the execution.
Jain and Hyde (2020) illuminated that when
stress was in unusual states, work fulfillment
was reduced, and when the sentiment of
tension was low, then the execution would be
improved. In this study, the literature support
that environmental work culture has been
identified as the moderator, which moderates

manner to
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the relationship of the effect of
organizational  enablers on  employee
perception of organizational support for
pro-environmental behaviors. Environmental
work culture as moderator is the examination
which intrigued to look at how worker
impression of the executives rehearses
representative  impact ~commitment in
ecological practices, for example, taking an
interest in natural administration exercises,
advancing ecological activities, and proposing
inventive ecological practices. Thus,
hypothesized that:

Ho6a: Environmental work culture moderates the
relationship of the effect of supervisory support for
environmental initiatives on employee perception of
organizational — support  for  pro-environmental
bebaviors.

H6b: Environmental work culture moderates the
relationship of the effect of environmental training
provided to an employee by the organization on
employee perception of organizational support for
pro-environmental bebaviors.

H6e: Environmental work culture moderates the
relationship of the effect of rewards provided by the
organigation for pro-environmental bebaviors on
employee perception of organizational support for
pro-environmental bebaviors.

we

2.6 Conceptual framework and underpinning theory
This study used employee perceptions of
environmental management practices
(Cantor et al.,, 2012), which may influence
employee engagement in innovative pro-
environmental behaviors and frequency of
involvement in upstream oil and gas supply
chain management. Rhoades and
Eisenberger ~ (2002)  highlighted  that
organizational support theory discovered the
magnitudes of perception of organizational
support. An empirical test of organizational
support theory has indicated that employees
make every effort to repay the firm for the
support given by the firm to the employee
via active participation and increase in efforts
to assist the firm in reaching its business
goals (Aseclage & Eisenberger, 2003).

Cantor et al. (2012) have built up a model
utilizing hierarchical help hypothesis of how
worker impression of authoritative help
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rehearses representative impact commitment
in ecological practices. The model adds to
the inventory network discipline by utilizing a
conduct hypothesis, authoritative  help
hypothesis, address a contemporary
production network. Cantor et al. (2012)
explained  the  expansion use  of
organizational support theory empirically to
other spheres by shifting of the intended
target of support from the individual
employee to organizational support of the
environment, as perceived by the employee.

to

Organizational support theory contends that
favorable conduct by organizations should
increase the perception of organizational

Environmental work

support. Besides, perception of
organizational support for pro-
environmental behaviors clarifies employee
understanding of the extent to which the
organization values the environment and
secks employee involvement in pro-pro-
environmental behaviors. Employees with
high levels of perception of organizational
support should thus reciprocate by actively
engage in the organization's behaviors or
initiatives as they would feel a stronger
obligation to help the organization achieve
its objectives. A wide array of literature has
been reviewed to develop the hypotheses for
the current study (Figure 1).

Ho6a
Ho6b
Supervisory support for Heéc
environmental initiatives \ H4 Innovative pro-
H1 N Employee pergeption environmental
Environmental training v I\ of organizational behaviors
provided to employee by support for pro-
the Organizaﬁon H2 enVernmental \
v behaviors
Frequency of
Rewards provided by the H5 involvement
organization for H3
environmental behaviours

Figure 1.
Theoretical Framework

3. Methodology

3.1. Data collection

The data was collected (June to August 2019)
from employees of Prudential Ampri
Cleanroom Services (PACS) and service
provider companies in Malaysia. The data
collection was carried out using questionnaire
method from the selected companies from
the two main categories of companies
involve in upstream oil and gas floating
facilities which are Production Arrangement
Contractor (PAC) and Service Provider
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company where the Service Provider
companies are registered with PETRONAS
under the SWEC code of SF2010000, which
is for the work category of floating offshore
facilities. Suitable inquiries were taken in the
poll organization and sent focus
respondents for their input and reactions.
Polls are appropriated with covering letter
clarifying the motivation behind the
investigation =~ and  the  respondent's
classification of giving the appropriate
response. This will give urge respondents to
certainly take an interest in the poll and

to
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enthusiastically give exact responses to the
survey. The poll strategy is a proficient
information accumulation instrument when
the researcher knows precisely what is
required and how to gauge the factors of
intrigue (Sekaran & Bougie, 2010).

The sampling size for this research was set at
a total of 400 employees where 200
employees were identified for the analysis.
The sampling for this research is based on
stratified random sampling with the target of
convenient respondents. The prospective
respondents were chosen conveniently. This
procedure enabled the researcher to access a
sufficient number of prospective participants
for this study. Questionnaires were collected
using face to face survey method. We
obtained approval from the senior officer of
the Human Resource (HR) department of
the respective company. After obtaining
permission to collect data, the first author of
this study went on-site to distribute
questionnaires to frontline employees.

The questionnaire included a plain language
statement of the project and a survey, which
took around 20 minutes to complete. The
respondents  were assured that their
involvement was completely voluntary and
their anonymity guaranteed. The participants
were sent the completed surveys directly to
the first author. We provided an RM20 cash
incentive to each employee who received our
invitation to participate in this research
project. A total of 400 questionnaires were
administered, 340 were returned, a response
rate of 85%. Since employees are always busy
with their duty in the company, therefore,
some participants may not be able to return
the questionnaire. Of 340 returned surveys,
200 were sufficiently completed for data
analysis, yielding a usable response rate of
50%. Missing data might be since
respondents filled in the surveys without the
help of trained investigators.

For the 200 usable samples, a total of 22.8%
of respondents were from PACS and 77.2%
from the Service Provider company. The
respondents’ firms 84.2% were Malaysia
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owned, 7.9% local and foreign JV Company,
while the remaining 7.9% were owned by
non-Malaysian. The respondents’ firms 6.9%
have been in the business for less than five
years while the other 47.5%. The
respondents’ firms 13.9%, 9.9%, and 21.8%
were in the business about 6 to 10 years, 11
to 20 years, 21 to 30 years, and above 30
years, respectively. The respondents’ firms
15.8% having several employees less than
100 while the other 7.9%, 8.9%, 37.6% and
29.7% of respondents’ firms having the
number of employees from 101 to 250, 251
to 500, 501 to 1000 and more than 1000
correspondingly. The results also showed
that respondents, 28.7% claimed that their
firms were having all the three certified
management systems (ISO 9001, OHSAS
18001/1SO 45001, and ISO 14001).

Most of the respondents’ firms are certified
with ISO 9001, where the percentage was
94.1%, followed by OHSAS 18001/ISO
45001 and ISO 14001 at 36.6% and 34.7%,
respectively. The top three environmental
management  implemented by  the
correspondents’ firms were Total Preventive
Maintenance, 5S Practices, and Quality
Control Circle, with a percentage of 60.4%,
43.6%, and 42.6%, respectively. Male
respondents encompassed 85.1%, while
female respondents covered 14.9%. A total
of 69.3% were between 30 to 40 years old,
followed by 14.9% were below 30 years old,
10.9% were between 41 to 50 years old, and
4.9% were 51 years old and above. Among
the respondents, 66.3% were holding the
positions of the executive while the other
27.7% and 6.0% were holding a position of
management and senior management,
respectively.  Furthermore, 25.7%  were
working with the firms less than two years,
36.6% were working with the firms between
two to five years, 22.8% were working with
the firms between 6 to 10 years, and 14.9%
were working with the firms more than ten
years.

3.2. Measures
All items of this study were measured on a 5-
point Likert scale that ranged from strongly
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disagree (1) to strongly agree (5). Since we
used existing scales to measure variables that
were written originally in English, we used
translated scales in Bahasa Malay that the
literature recommends ensuring the validity
of the translated scales (Stening & Zhang,
2007). We used two sets of the questionnaire
and an expert on the topic who were
bilingual. The translated version was pre-
tested using six experts who commented on
items that were difficult to understand. A
minor adjustment was made to the final
English and Bahasa Malay version.

Twenty four items were adapted from Cantor
et al. (2012) and Boyt et al. (2001) for

evaluating supervisory support for the
environmental  initiative,  environmental
BT

Suparvisory
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Figure 2.
Results of Measurement Model.

3.3. Test of common method bias
In this study, we have
procedures for measuring
method bias. In the period

used several
the common
of distribution

training provided to an employee by the
organization, and Rewards provided by the
organization for pro-environmental
behaviors. Based on Shanock et al. (2019)
and Eisenberger, Rockstuhl, Shoss, Wen, &
Dulebohn (2019), nine items were modified

for assessing employee perception of
organizational support for pro-
environmental  behaviors. Environmental

work culture was measured using six items
adapted from Iranmanesh, Zailani, Hyun,
Ali, and Kim (2019). Thirteen items were
adapted from Montabon, Sroufe, and
Narasimhan (2007) and Cantor et al. (2012)
for evaluating innovative pro-environmental
behaviors and frequency of involvement.
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questionnaires, we followed the
recommended  procedure to  provide
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statements to respondents that the current
study will use only study purpose, responses
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were confidential and there was no correct
and wrong response. The study also used
Harman’s one-factor test to identify the
problem of common method bias. Factor
analysis was used on seven factors whose
eigenvalues were above 1. The first estimated
33.12% of the total variance, and with all
factors accounting for 69.23% of the total
variance, which indicates that common
method bias is not an issue in the data.

4. Findings and Discussion

4.1 Measurement model

We have used SmartPLS 3.0 to assess the
model. A two-step process is applied to test
the hypotheses relationship in the proposed
conceptual model of this study (Kline, 2015).
In the first step, we have applied
confirmatory factor analysis (CFA) to analyze
the convergent validity using a series of tests
that compared the measurement model. In
the second step, we have measured the
hypothesized relationship to assess the fit of
the structural model. The results of the first
step analysis are shown in Table 1. (see in

appendix)

Internal  reliability is evaluated using
Cronbach’s alpha value, which ranged from
0910 to 0951 and greater than 0.70,

Table 2.
Discriminant VValidity (HITMT)

indicating adequate reliability (Hair, Ringle, &
Sarstedt, 2013). Convergent validity is
achieved since factor loadings are significant
and above 0.60 (ranged from 0.736 to
0.932,  average variance extracted (AVE)
exceed 0.50 (ranged from 0. 690 to 0.803 and
composite reliabilities are greater than 0.60
(ranged from 0.930 to 0.961) (Fornell &
Larcker, 1981). The results of the
measurement model are shown in Figure 2.
Discriminant validity is achieved if the values
surpass 0.85 or 0.90 (Fornell & Larcker,
1981). Heterotrait-Monotrait Ratio (HTMT)
value 0.85 is a stringent criterion than the
0.90.

4.2 Structural model and hypotheses test

The assessment of the structural model
involved a coefficient of determination (R2)
and path coefficient. R-square value
elucidates the endogenous constructs using
its amount of variance as explained by the
exogenous constructs. It implies that a
greater value of R2 will escalates further the
structural model of its predictive ability. The
findings showed in Table 2 that all the
construct's values are lower than the
stringent value of HTMT (0.85), which
indicates that the discriminant validity of the
model is ascertained. The bootstrapping
function is used to gain the t-statistic values.

Constructs | FI | FI | CP | BR | BSS | BET
Frequency of Involvement (FFI)

Innovative Environmental 0.831

Behaviour (FI)

Employee perceptions (CP) 0.622 0.599

Reward (BR) 0.672 0.631 0.562

Supervisory Support (BSS) 0.703 0.654  0.652 0.698

Training (BET) 0.685 0.645  0.589  0.785  0.684

HTMT: Heterotrait-Monotrait Ratio

The findings revealed that the perception of
organization support explained 35.4% and
32.3% of the variance in frequency of
involvement and innovative environmental
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behavior respectively. The idiosyncrasy of
supervisory support, training, and reward
together explain 44.6% of the variance in
perception of organizational support. We
used t-statistics for all the paths to examine
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the significance level where the t-statistics
were created using the bootstrapping 5,000
samples. The output of t-statistics and p-
value determined the significance level of
each connectivity between constructs.

About the path coefficient analysis, the
supported hypotheses are showing t-value =
2.32 considers a significant level at 0.01 and
t-value = 1.64 considers a significant level at
0.05. Referring to the results presented in the
structural model (Figure 3), it is revealed that
H1, H2, H4, and H5 are significant while H3
is not significant.

supervisory support for environmental
initiatives have a high impact on employee

perception of organizational support for
environmental behaviors (3=0.413,
t=3.301, (p< 0.01), while environmental

training provided to an employee by the
organization have a significant relationship
with employee perception of organizational
support for pro-environmental behaviors
(8=0.231, t=2.188, p< 0.05), but rewards
provided by the organization for pro-
environmental behaviors do not seem to
have significant effect on employee
perception of organizational support for
pro-environmental ~ behaviors  (3=0.102,

From the analysis and in terms of t=0.946, p > 0.05), supporting hypothesis
employees’ perception, it reveals that H1 and H2 and not supported H3.

Figure 3.

Structural Model

The results also indicate that employee

perception of organizational support for In  terms  of  moderating  effect,
pro-environmental behaviors have a strong environmental ~ work  culture (EEWC)
significant effect on employee’s innovative moderates the relationship of the effect of
environmental behaviors (8=0.569, supervisory support for environmental
t=9.326, p< 0.01) and on employee’s initiatives (BSS) on employee perception of
frequency of involvement (3=0.595, t=9.726, organizational support for pro-
p< 0.01), indicating hypotheses H4and H5 environmental behaviors (CP) (3=0.117,

are supported.
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t=1.651, p< 0.05). The results also indicate
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that EEWC moderates the relationship of
the effect of rewards provided by the
organization for pro-environmental
behaviors (BR) on CP ($=0.132, t=1.672,
p< 0.05), while EEWC does not
moderate the relationship of the effect

employee by the organization (BET) on CP
(8=0.009, t=0.118, p > 0.05). Hence, it is
concluded that hypothesis H6a and H6c are
supported respectively but HG6b is not
supported. The summarized results are
shown in Table 3.

of environmental training provided to an

Table 3.
Hypothesis Results
Note: t-valne =2 2.32 considers significant level at 0.01 and t-value = 1.64 considers significant level at 0.05.
. . . Path T-
Hypothesis Relationship Cocfficient (8) _ statistics P-values
H1 Supervisory Sgppprt = Perception of 0413 3301 0.001*
Organizational Support
H2 Training > Perception of Organizational 0231 2188 0.029%
Support
H3 Reward > Perception of Organizational 0102 0.946 0.344
Support
H4 Percepm’op of Or.ganizational Suppprt > 0569 9.326 0.000%
Innovative Environmental Behaviours
H5 Perception of Organizational Support = 0.595 9.726 0.000%
Frequency of Involvement
Hoéa Moderating Effect 1> SuPeryisory Support 0117 1.481 0.139%
and Perception of Organizational Support
Hob Modersiltlng Effect 24 > 4Tra1n1ng and 0.009 0118 0.906
Perception of Organizational Support
Hoe Moderating Effect 3 2 Reward and 0132 1672 0.095*

Perception of Organizational Support

¥
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Figure 4 and 5.
Moderating Effects.
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Based on Figure 4, it demonstrates that the
relationship is stronger when EEWC is high
than when it is low. The interaction term was
significant at 0.05. We show this moderating
effect of EEWC on the relationship between
BSS on CP. Similarly, Figure 5 demonstrates
that EEWC moderated the effect of rewards
provided by the organization for pro-
environmental  behaviors on  employee
perception of organizational support for
pro-environmental ~ behaviors  (at  0.05
significant level) such that the relationship is
stronger when EEWC is high than when it is
low. Therefore, the data support H6a and
Hoéc.

5. Conclusion

Pro-environmental behaviors remain an
interesting topic since business landscape
requires firms to continuously involve in
environmental initiatives. The success of
those initiatives is reliant on its employee’s
engagement.  Upstream oil and gas
companies in Malaysia, such as the
Production Arrangement Contractor and
Service Provider Company, also set their eyes
on the behaviours initiations.

Drawing upon behavioral research literature,
this research used organizational support
theory as the framework to investigate what
are the organization support practices as the
enablers  of  engagement in  pro-
environmental behaviors among supervisory
support, training and reward that influence
perception of organizational support and
subsequent influence employee’s engagement

in pro-environmental behaviors such as
participating  in  firm’s  environmental
practices and  proposing  innovative

environmental initiatives.

The study carried out a further examination
in new areas where environmental work
culture has been introduced as a moderator
between enablers of engagement in pro-
environmental behaviors and employee
perception of organizational support for
pro-environmental behaviors. The theoretical
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model was evaluated using a sample of
employees  employed  either by  the
Production Arrangement Contractor (PAC)
and Service Provider Company where the
Service Provider companies are registered
with PETRONAS under the SWEC code of
SF2010000 which is for the work category of
floating offshore facilities.

The research findings demonstrate that
supervisory support for environmental
initiatives and  environmental  training
provided to an employee by the organization
have a positive effect on employee
perception of organizational support for
pro-environmental  behaviors.  However,
rewards provided by the organization for
pro-environmental behaviors do not have a
positive effect on employee perception of

organizational support for pro-
environmental behaviors. The study also
proved that employee perception of
organizational support for pro-
environmental behaviors has a positive effect
on employee  engagement in  pro-

environmental behaviors in both forms of
employees’ frequency of involvement and
employees’  innovative pro-environmental
behaviors. The findings discovered that
environmental work culture moderates the
relationship of the effect of all the
organization support practices (supervisory
support  for  environmental initiatives,
environmental training provided to an
employee by the organization and rewards
provided by the organization for
environmental) on employee perception of
organizational support for pro-
environmental behaviors.

References

Allaoui, H., Guo, Y., & Sarkis, J. (2019).
Decision  support for  collaboration
planning in sustainable supply
chains. Journal of Cleaner Production, 229,
761-774.

Aselage, J., & FEisenberger, R. (2003).
Perceived  organizational support and
psychological contracts: A theoretical



The Asian Journal of Technology Management 1/ol. 13 No. 2 (2022): 173-189

integration. Journal — of  Organizational
Behavior:  The  International  Journal — of
Industrial, Occupational and Organizational
Psychology and Bebavior, 24(5), 491-509.

Aziz, A. (2019, December 16). Petronas to
award more jobs in next three years.
Retrieved from
https://www.theedgemarkets.com/article
/petronas-award-mote-jobs-next-three-
years.

Barbosa-Pévoa, A. P, da Silva, C., &
Carvalho, A. (2018). Opportunities and
challenges in sustainable supply chain: An
operations research perspective. European
Journal of Operational Research, 268(2), 399-
431.

Bishop, J. W, Scott, K. D., Goldsby, M. G., &
Cropanzano, R. (2005). A construct
validity study of commitment and
perceived support variables: A multifoci
approach  across  different  team
environments. Group & Organization
Management, 30(2), 153-180.

Berns, Maurice & Townend, Andrew &
Khayat, Zayna & Balagopal, Balu &
Reeves, Martin & Hopkins, H.S. &
Kruschwitz, Nina. (2009). The Business
of Sustainability: What It Means to
Managers Now. MIT Shan Management
Review, 51(1), 20-26.

Boyt, T. E., Lusch, R. F, & Naylor, G. (2001).

The role of  professionalism in
determining  job satisfaction in
professional  services: A study of

marketing researchers. Journal of  Service
Research, 3(4), 321-330.

Caesens, G., Stinglhamber, I\, Demoulin, S.,
& De Wilde, M. (2017). Perceived
organizational support and employees’
well-being:  The mediating role of
organizational ~dehumanization. European
Journal — of  Work — and  Organizational
Psychology, 26(4), 527-540.

Cantor, D. E., Morrow, P. C., & Montabon, .
(2012). Engagement in environmental
behaviors among supply chain
management employees: An
organizational support theoretical
petspective. Journal — of  Supply  Chain
Management, 48(3), 33-51.

Choi, D., & Hwang, T. (2015). The impact of

185

green supply chain management practices
on firm performance: the role of
collaborative capability. Operations
Management Research, 8(3-4), 69-83.

Covin, T. J, & Kilmann, R. H. (1990).
Participant perceptions of positive and
negative  influences on  large-scale
change. Group & Organization
Studies, 15(2), 233-248.

Culver, K. C,, Young, R. L., & Barnhardt, C.
L. (2020). Communicating support:
Examining  perceived  organizational
support among faculty members with
differing  appointment  types. lnnovative
Higher Education, 1-17.

Danso, A., Adomako, S., Amankwah-Amoah,
J., Owusu-Agyei, S., & Konadu, R. (2019).
Environmental sustainability orientation,
competitive  strategy  and  financial
performance. Business — Strategy the
Environment, 28(5), 885-895.

Del Brio, J. A., Fernandez, E., & Junquera, B.
(2007). Customer  interaction  in
environmental innovation: the case of
cloth diaper laundering. Service
Business, 1(2), 141-158.

Dhamija, P, Gupta, S., & Bag, S. (2019).
Measuring of job satisfaction: the use of
quality of work life factors. Benchmarking:
An International Journal, 26(3), 871-892.

Eisenberger, R., Rockstuhl, T., Shoss, M. K.,
Wen, X., & Dulebohn, J. (2019). Is the
employee—organization relationship dying
or  thriving? A temporal  meta-
analysis. Journal of Applied
Psychology, 104(8), 1036.

Farooq, O., Farooq, M., & Reynaud, E.
(2019). Does Employees’ Participation in
Decision Making Increase the level of
Corporate Social and Environmental
Sustainability? An Investigation in South
Asia. Sustainability, 11(2), 511.

Fernandez, E., Junquera, B, & Ordiz, M.
(2003). Organizational culture and human
resources in the environmental issue: a
review of the literature. International Journal
of Human Resource Management, 14(4), 634-
656.

Fornell, C., & Larcker, D. E (1981).
Evaluating structural equation models
with  unobservable  variables  and

and



Amin, Zatlani and Rabman/ Environmental Behaviours Among Frontliners Of Upstream Supply Chain Firms In Oil And Gas Industry: Does

Environmental Work Culture Really Matters?

measurement etror. Journal of  marketing
research, 18(1), 39-50.

Gilbreath, B, & Karimi, L. (2012).
Supervisor  behavior and  employee
presenteeism. International — Journal — of
leadership studies, 7(1), 114-131.

Gonzalez-Rodriguez, M. R., Martin-Samper,
R. C, Koseoglu, M. A., & Okumus, I
(2019). Hotels’  corporate  social
responsibility  practices, organizational
culture, firm reputation, and
performance. Journal of Sustainable
Tourism, 27(3), 398-419.

Hair, J. I, Ringle, C. M., & Sarstedt, M.
(2013). Partial least squares structural
equation modeling: Rigorous applications,
better results and higher acceptance. Long
range planning, 46(1-2), 1-12.

Hartnell, C. A., Ou, A. Y, Kinicki, A. |,
Choi, D., & Karam, E. P. (2019). A meta-
analytic test of organizational culture’s

association  with  elements of an
organization’s system and its relative
predictive  validity on  organizational
outcomes. Journal of Applied

Psychology, 104(6), 832-850.

Huzaini, A. S. B., Mohammad, R., Othman,
N., & Kadir, Z. A. (2020). Exploring of
Offshore Medical Emergency Response
System Challenges in Oil and Gas
Environment. Journal — of  Environmental
Treatment Technigues, 8(1), 364-373.

Iranmanesh, M., Zailani, S., Hyun, S. S., Alj,
M. H., & Kim, K. (2019). Impact of Lean
Manufacturing  Practices on  Firms’
Sustainable Performance: Lean Culture as
a Moderator. Sustainability, 11(4), 1112.

Jabbour, C. J. C. (2013). Environmental
training in organisations: From a literature
review to a framework for
research. Resources, Conservation
Recyeling, 74, 144-155.

Jabbour, C. J. C. (2015). Environmental
training and environmental management
maturity of Brazilian companies with
ISO14001: empirical evidence. Journal of
Cleaner Production, 96, 331-338.

Jain, R., & Hyde, A. (2020). Impact of social
support on occupational stress, anxiety
and job performance. Owur Heritage, 68(30),
10113-10131.

future

and

186

Jensen, M. C., & Heckling, W. H. (1995).
Specific and general knowledge, and
organizational structure. Journal of applied
corporate finance, 8(2), 4-18.

Kazmi, R., Amjad, S., & Khan, D. (2008).
Occupational stress and its effect on job
performance. A case study of medical
house officers of district Abbottabad. |
Ayub Med Coll Abbottabad, 20(3), 135-139.

Kline, R. B. (2015). Principles and practice of
structural — equation  modeling.  Guilford
publications.

Kurtessis, J. N., Hisenberger, R., Ford, M. T,,
Buffardi, I.. C., Stewart, K. A., & Adis, C.
S. (2017).  Perceived  organizational
support: A meta-analytic evaluation of
organizational support theory. Journal of
management, 43(6), 1854-1884.

Lange, I, & Dewitte, S. (2019). Measuring
pro-environmental behavior: Review and
recommendations. Journal of Environmental
Psychology, 63, 92-100.

Li, D., Zhao, L., Ma, S., Shao, S., & Zhang, L.
(2019). What influences an individual’s
pro-environmental behavior? A literature
review. Resources, Conservation and
Recyeling, 146, 28-34.

Mingliang, Z. (2020). China’s Development
of Public Goods in the South China Sea
Islands. In Chinas Globalization and the Belt
and Road Initiative (pp. 101-122). Palgrave
Macmillan, Cham.

Montabon, E., Sroufe, R., & Narasimhan, R.
(2007). An examination of corporate
reporting, environmental ~management
practices and firm performance. Journal of
operations management, 25(5), 998-1014.

Nazir, S., Shafi, A., Atif, M. M., Qun, W,, &
Abdullah, S. M. (2019). How organization
justice and perceived organizational
support facilitate employees’ innovative
behavior at work. Employee Relations: "The
International Journal, 41(6), 1288-1311.

Park, J., Sarkis, J., & Wu, Z. (2010). Creating
integrated business and environmental
value within the context of China’s
circular  economy and  ecological
modernization. Journal of Cleaner
Production, 18(15), 1494-1501.

Paillé, P, & Meija-Morelos, J. H. (2019).
Organisational support is not always



The Asian Journal of Technology Management 1/ol. 13 No. 2 (2022): 173-189

enough to encourage employee
environmental performance. The
moderating role of exchange

ideology. Journal of Cleaner Production, 220,
1061-1070.

Rasool, S. E, Wang, M., Zhang, Y., & Samma,
M. (2020). Sustainable work performance:
the roles of workplace violence and
occupational stress. International journal of
environmental research and public health, 17(3),
912.

Raineri, N., & Paillé, P. (2016). Linking
corporate policy and supervisory support
with environmental citizenship behaviors:
The role of employee environmental
beliefs and commitment. Journal of Business
Ethics, 137(1), 129-148.

Rachman, M., & Sari, N. P (2019).
Reformation of Public Service in the
Perspective  of  Human  Resource
Development and Reinforcement of
Organizational Culture. Revista
ESPACIOS, 40(18), 1-11.

Qin, Y., Harrison, J., & Chen, L. (2019). A
framework for the practice of corporate
environmental responsibility in
China. Journal of Cleaner Production, 235,
426-452.

Rhoades, L., & Eisenberger, R. (2002).
Perceived organizational support: a review
of the literature. Journal  of  applied
psychology, 87(4), 698-714.

Sammalisto, K., & Brorson, T. (2008).
Training and communication in the
implementation of environmental

management systems (ISO 14001): a case
study at the University of Givle,
Sweden. Journal of Cleaner Production, 16(3),
299-309.

Sekaran, U., & Bougie, R. (2010). Research
Methods for Business: A Skill Building
Approach. Chichester, West Sussex: John
Willey & Sons.

Shanock, L. R., Eisenberger, R., Heggestad,
E. D., Malone, G., Clark, L., Dunn, A.
M., .. & Woznyj, H. (2019). Treating
employees  well:  The  value of
organizational support theory in human
resource management. The  Psychologist-
Manager Jonrnal, 22(3-4), 168-191.

Stening, B. W, & Zhang, M. Y. (2007).

187

Methodological =~ challenges confronted
when conducting management research in
China. International Journal of Cross Cultural
Management, 7(1), 121-142.

Tseng, M. L., & Bui, T. D. (2017). Identifying
eco-innovation in industrial symbiosis
under linguistic preferences: A novel
hierarchical approach. Journal of  cleaner
production, 140, 1376-1389.

Turban, D. B.,, & Greening, D. W. (1997).

Corporate  social — performance and
organizational attractiveness to
prospective employees. Acadenry of

management jonrnal, 40(3), 658-672.
Yu, W., Chavez, R., Feng, M., Wong, C. Y., &
Fynes, B. (2020). Green human resource

management and environmental
cooperation: ~ An  ability-motivation-
opportunity and contingency
petspective. International — Journal of

Production Econowzics, 219, 224-235.



Amin, Zailani and Rabhman] Environmental Bebaviours Among Frontliners Of Upstream Supply Chain Firms In Oil And Gas Industry: Does Environmental Work Culture Really Matters?

Appendix
Table 1.
Convergent validity
Dimension and Indicators Code Drop LoadingAVE CR C-a
item
Supervisory Support (BSS) 0.737 0.951 0.940
My supervisor directly encourages me to work on eco-initiatives BSS1 0.849
When engaging in eco-initiatives activities, my supervisor is very supportive BSS2 0.874
My supervisor provides me with useful advice related to eco-initiatives BSS3 0.906
I find my supervisor very helpful in performing eco-initiative activities BSS4 0.884
I trust my supervisor capability in executing the eco-initiative activities BSS5 0.859
My supervisor neglects me as the importance of human capital for eco-initiatives Activities BSS6  drop 0.464
My supervisor ensures strong participation and commitment from me all the time BSS7 0.775
My supervisor ensures the objectives of eco-initiatives are clear and readily understood
by me in taking actions and responsibility BSS8 0.854
Training (BET) 0.761 0.957 0.947
I have received training related to environmental issues (e.g;, global warming) BET1 0.901
T have received training related to environmental management practices BET2 0.902
I have received training related to environmental tools/techniques BET3 0.905
I have received training related to the environmental information systems development
such as green purchasing and green supplier management BET4 0.903
My firm cannot make rapid IT change while assigning me to conduct environmental
management systems BET5 drop  0.445
My firm provides me with modern and computer-assisted environmental tools and techniques BET6 0.798
My firm conducts continuous training for me to gain more information about my
environmental-related work BET7 0.898
My firm enhances my competency with appropriate education, training, skills, and experience BETS 0.789
Reward (BR) 0.695 0932 0911
I am recognized for keeping up with the latest environmental developments in my field BR1 0.790
I am rewarded for performing work that has a positive environmental impact on both
the firm and society BR2 0.862
I am recognized for exhibiting positive attitudes toward my company’s environmental objectives BR3 0.900
My firm appreciated me by providing incentives when I have solved issues related to environmental
problems BR4 0.886
My firm hires appropriate personnel in helping me in solving the environmental management issues BR5 0.736
I have been acknowledged for my skills and experience in meeting the company’s BR6 0.817
overall environmental objectives
Employee perception of otganizational support (CP) 0.729 0.955 0.947
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My firm is willing to assist employees in solving environmental problems CP1 0.859
Help is available in my firm when environmental problems atise CP2 0.850
My firm is willing to extend itself to solve an environmental problem CP3 0.876
My firm motivates employees to improve innovation and customer satisfaction on environmental initiatives CP4 0.897
My firm inspires employees to reduce the number of complaints on environmental problems CP5 0.864
My firm excites in identifying customer needs on environmental initiatives CP6 0.874
My firm demands to enhance customer and supplier’s commitment to legal Quality, Environment, & Safety CP7 0.817
My firm disregards customer and supplier pressures on quality and environment requirements CP8 drop  0.484
My firm ensures mutual beneficial relationships between the company and the customer- supplier CP9 0.788
Environmental Work Culture (EEWC) 0.803 0.961 0.951
Meaningful incentives that reward eco-initiatives progress are in place EEWC1 0.841
A non-blaming, performance-oriented, process-driven organizational atmosphere exists EEWC2 0.896
There is regular, direct personal involvement by senior management with operating

workforce concerning eco-initiatives EEWC3 0.909
Management encourages work area eco-initiatives for continuous improvement knowledge and skills EEWC4 0.884
The organization’s senior managers are actively leading the deployment of eco- initiatives EEWC5 0.932
Eco-initiatives targets are defined and have been effectively communicated EEWC6 0.912
Innovative Environmental Behaviour (FI) 0.690 0.930 0.910
I'look for opportunities to reduce pollution from work-related activities FI1 0.800
I actively research solutions to my company’s environmental problems FI2 0.860
I am highly motivated to replace materials with those that are more environmentally friendly FI3 0.796
I champion the use of energy conservation efforts in my department FI14 0.795
I demonstrate good time management by delivery of a good quality audit on time FI5 0.857
I deliver firms’ eco-initiatives against the environmental plan FIo 0.874
Frequency of Involvement (FFI) 0.760 0950 0.936
I often thinking of eco-initiatives ideas that would benefit the firm and society FFI1 0.868
I often shared formal eco-initiative ideas with others FFI12 0.916
I easily communicated ideas on eco-initiatives to my supervisors FFI3 0.896
I had problems in persuading my team to be dedicated to work-related with the eco- initiative FFI4  drop 0.357
I always shared the success of the implementation of any eco-initiatives with my Colleagues FFI5 0.920
I often submitted eco-initiative proposals to my management for their considerations FFI6 0.800
I will always be loyal to any of eco-initiatives project been assigned to me FF17 0.825

Note: AVE: Average Variance Extracted; CR: Composite Reliability; C-a: Cronbach’s alpha.
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