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INTRODUCTION 

Industry 4.0 or the Fourth Industrial Revolution is a new and recent industrial model referred to 
as advanced production (Benitez et al., 2019; Cordeiro et al., 2019) and characterized by excellent 
productivity as well as procedural and environmental performance (Carvalho et al., 2020). This 
model is briefly defined as the use of information and communication technologies in industry 
(Youssef Abdelmajied, 2022). The integration of people, work, machines/equipment and 
technologies is prominent in the model. Optimizing physical resources, using natural resources 
more consciously, caring for the environment, reducing waste, making processes leaner, and using 
machinery and equipment for longer periods of time are also essential for the model (Carvalho et 
al., 2020). 
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Industry 4.0 is a model that attempts to prioritize and achieve sustainability (Bonilla et al., 2018). 
Sustainability is described  as  being  able  to  achieve  social  and  environmental  improvement  
without creating obstacles for future generations (Alhaddi, 2015; Maruyama et al., 2019). As in social 
life, sustainability in organizational life consists of three main components: economic, social, and 
environmental sustainability (Alhaddi, 2015). All three components of sustainability are very 
important for human and environmental well-being (Torrent-Sellens et al., 2023), but 
environmental sustainability is of particular importance. Because today, there is a high 
consumption of non-replaceable resources, raw materials and energy (Olah et al., 2020). Today, 
practices such as burning or dumping waste into the environment and disposing of toxic 
substances in nature are more widespread than in the past (Weerakkody et al., 2022). All of this 
leads to high carbon emissions, greenhouse gases, changes in climate, natural disasters, and 
diseases caused by air and environmental pollution (Fawehinmi et al., 2022). Therefore, it is 
important to focus on environmental sustainability.  

It is important to focus on employees, who are members of society (Weerakkody et al., 2022), 
and to ensure that they exhibit pro-environmental (green) behaviors in the organizational 
environment in order to ensure environmental sustainability. Because employee green behavior 
leads to an increase in green performance by spreading pro-environmental attitudes and behaviors 
in the organizational environment (Huo et al., 2022; Edosomwan et al., 2023). For this reason, it is 
important to determine the variables that enable employees to exhibit environmentally friendly 
behaviors both within and beyond the scope of their job descriptions. This study examined this 
phenomenon and attempted to find out how to increase employee green behavior with the 
perception of green organizational support (PGOS) as a variable. Additionally, the study examined 
whether this relationship would change based on employee long-term orientation levels. Since 
employees with high long-term orientation are more future-oriented in their activities and consider 
the future effects of their behaviors more compared to those with low long-term orientation 
(Hofstede et al., 2008), the study also attempted to find out whether long-term orientation is a 
moderator in the relationship between PGOS and employee green behavior. 

The study predicted that there would be a positive relationship between the level of perception 
of green organizational support and green behaviors exhibited by the employees. The study also 
assumes that this relationship will be stronger in employees with low long-term orientation 
compared to those with high long-term orientation. The study is expected to contribute to the 
relevant literature as follows: Firstly, the study discusses the concept of employee green behavior, 
which is important for Industry 4.0 (Wu et al., 2021), and attempts to determine the relationship 
between PGOS and employee green behavior. Although there are a limited number of studies 
addressing this relationship in the literature (Aboramadan et al., 2022b), there have been no studies 
on a Turkish sample. On the other hand, perceptual variables play a particularly important role in 
affecting employee green behaviors (Gu and Liu, 2022; Huang et al., 2023). Therefore, the study 
attempted to determine a perceptual variable's (PGOS) effect on employee green behavior. 
Moreover, this study is the first to take into account long-term orientation as a variable for 
employee green behavior. Therefore, the study is the first to determine whether the level of long-
term orientation changes the relationship between the perceptual variable and green behavior.   

Secondly, the study examined the concept of employee green behavior in the context of the 
manufacturing sector, which is especially important for environmental sustainability. Examining the 
relevant literature reveals that there are few studies on green practices in the manufacturing sector 
(Huo et al., 2022; Islam et al., 2021). However, as in other countries (Zhou et al., 2013; Griffin et al., 
2016; Office for National Statistics, 2022), the manufacturing sector is one of the leading sectors in 
energy consumption and CO2 emissions in Turkey (Sel and Göktolga, 2020). For this reason, it is 
particularly important to carry out environmental studies and determine the variables that can 
increase employee green behavior in the manufacturing sector.  

 

       Perceived Green Organizational Support (PGOS) 

 
Perceived organizational support (POS) is an employee's perception of whether their 

organization supports them and is interested in them (Eisenberger et al., 1986). This means that 
the employee feels that the organization values their contributions to the organization, cares about 
their well-being (Rhoades et al., 2001) and includes their general beliefs in the organization. 
Researchers (i.e., Lamm et al., 2015) have suggested that this generalized belief does not include 
support for sustainability, making it incomplete. Since environmental sustainability activities are 
important for today's organizations to survive (Jennings & Zandbergen, 1995), the concept of 
perceived environmental (green) organizational support should be examined (Lamm et al., 2015).  

PGOS expresses employees' beliefs in the extent to which employee contribution to 
sustainability is valued in the organization (Lamm et al., 2015). PGOS means that organizations 
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value, care about and appreciate employee contributions to the environment, and that employees 
in turn perceive this phenomenon (Aboramadan et al., 2022a). Therefore, it should be noted that 
PGOS is a “perception-based” phenomenon. This means that employees can perceive the actions 
and activities in the organization differently and that similar actions can be interpreted differently 
by different employees (Kerse and Karabey, 2017). In other words, instead of actually caring about 
and supporting activities and actions related to the environment in the organization, making the 
employee feel this support is sufficient for the formation of PGOS.   

PGOS can be considered as a “socio-emotional resource” (Cobb, 1976), associated with the 
support given by the organization to its employees for environmental activities and initiatives when 
performing organizational activities (Lamm et al., 2015). The perception of this resource (i.e., 
perception of support) leads to positive outcomes at the individual, team, and organizational levels. 
These outputs may be related to environmental sustainability or include outputs other than 
sustainability. As a matter of fact, Lamm et al. (2015) determined that PGOS positively affects 
psychological empowerment, job satisfaction and organizational identification while negatively 
affecting turnover intention. Aboramadan and Karatepe (2022) found that PGOS is positively 
related with job performance and organizational citizenship behavior towards the organization. 
Hameed et al. (2022) suggested that there are positive relationships between PGOS and green 
employee creativity, while Zhang et al. (2022) suggested that there are positive relationships 
between team green innovative behavior and team environmental knowledge learning.  

 

       PGOS and Employee Green Behavior  

 
Employee green behavior, defined as the green performance of the employee (Ones and 

Dilchert, 2012), includes employee behaviors related to environmental sustainability in the 
organizational environment (Kerse et al., 2021; Edosomwan et al., 2023). Ones and Dilchert (2012) 
suggest that this definition does not only include behaviors aimed at supporting environmental 
sustainability, but also behaviors that prevent or harm it. Therefore, they define employee green 
behavior as measurable actions and activities related to environmental sustainability and exhibited 
by the employees of the organization that contribute to or move away from environmental 
sustainability (Ones and Dilchert, 2012).  

Employee green behavior is a positive workplace behavior that addresses environmental and 
sustainable development issues, such as reducing waste, completing tasks in an environmentally 
friendly way, and promoting environmentally friendly behaviors among colleagues (Edosomwan et 
al., 2023). While this behavior can be addressed in four dimensions, which are green learning, 
individual practices, influencing others, and organizational voices (Zhang et al., 2021), it can also be 
addressed as in-role and extra-role green behavior. Employee in-role green behavior is the 
behavior that occurs as a result of employees' expectations to do their jobs in environmentally 
friendly ways (Bissing‐Olson et al., 2013). These behaviors include employees shifting towards 
sustainable activities in line with organizational policies and exhibiting environmentally friendly 
behaviors as part of their job descriptions (Norton et al., 2015; Kerse et al., 2021). Therefore, using 
water and energy sensibly, protecting organizational resources, and reducing or preventing toxic 
waste due to organizational expectations when fulfilling tasks are examples of in-role green 
behavior (Kerse et al., 2021).  

Employee extra-role green behavior is an environmentally friendly behavior voluntarily 
exhibited by an employee, also known as organizational citizenship behavior towards the 
environment (Katz et al., 2022). These include employee behaviors based on personal initiatives 
aimed at contributing to environmental sustainability beyond organizational expectations (El-Tony 
and Choo, 2021). Prioritizing the environment, making pro-environmental recommendations to 
improve existing processes or products, initiating green policies and programs, turning off lights 
and computers when they are not in use, and incentivizing other employees to be green are some 
extra-role green behaviors (Kerse et al., 2021; Islam et al., 2021). Therefore, while in-role or task-
related green behavior takes place in the context of the necessary basic tasks of employees, extra-
role or proactive green behavior involves a more active and change-oriented approach to the 
environment and environmental problems in the organizational environment (Bissing ‐Olson et al., 
2013). Employee green behavior gains significance in the organizational environment when these 
two behaviors are exhibited and supported together (Dumont et al., 2017; Gu and Liu, 2022), 
providing positive financial/non-financial outcomes such as competitive advantage, cost savings, 
leader effectiveness, and employee internal satisfaction (Norton et al., 2015). For this reason, it is 
important to determine the perceptual and behavioral organizational variables that can ensure 
green employee behaviors being adopted. One of these perceptual organizational variables is 
PGOS.   

The relationship between PGOS and employee green behavior can be explained on a theoretical 
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basis with Social Exchange Theory (Blau, 1964). This theory suggests that employee perceptions 
that the organization or managers consider their well-being and meet both their material and social 
needs at the level they expect will lead to attitudes and behaviors that bring about organizational 
benefit (Kerse and Karabey, 2019). Therefore, when an employee feels that their contributions and 
well-being are valued in the organization, they exhibit positive attitudes and behaviors that provide 
organizational benefit. The same can also be said for PGOS. When employees feel that their 
organizations value their contributions to the environment, they will turn to positive attitudes and 
behaviors towards their work and organization. As a matter of fact, studies (Lamm et al., 2015; 
Aboramadan and Karatepe, 2022) have determined that PGOS has positive relationships with job 
satisfaction, organizational identification, psychological empowerment, job performance and 
organizational citizenship behavior. On the other hand, employee perception of pro-environmental 
organizational support is also reflected in pro-environmental attitudes and behaviors towards work 
and the organization. As a matter of fact, Zhang et al. (2022) determined that PGOS positively affects 
green innovative behavior and environmental knowledge learning at the team level. Aboramadan 
et al. (2022a) found a positive relationship between PGOS and green voice behavior, green 
knowledge sharing behavior, and green helping behavior. In another study, Pham et al. (2020) and 
Ababneh (2021) found that environmental support (such as green education and green employee 
involvement) is reflected on in-role and extra-role green behaviors, leading to an increase in these 
behaviors. Taking all these theoretical justifications and empirical findings into consideration, PGOS 
was expected to increase employee green behaviors and the following hypothesis was developed:  

• H1: PGOS positively affects employee green behavior. 
  

        The Moderating Role of Long-Term Orientation 

 
Long-term/short-term orientation, related to how individuals view time, is one of the 

dimensions in Hofstede's (2011) classification of national culture. Long-term/short-term orientation 
is a society's views on how it evaluates and cares about the past, present and future (Hofstede et 
al., 2008; Mosakowski and Earley 2000). Long-term oriented societies consider the impact of current 
conditions and behaviors on future generations and value their continuity (Koçer et al., 2019). In 
these societies, individuals direct their values (such as perseverance and frugality) towards the 
future (Hofstede et al., 2008). These are societies that try to integrate their traditions into a more 
modern structure, accept all kinds of developments and changes in order to prepare for the future, 
and attempt to utilize change (Koçer et al., 2019; Bedur Doğruöz and Erbaş, 2021). Therefore, it 
fundamentally involves being more future-oriented and thinking about future generations rather 
than living in the moment.  

On the other hand, short-term orientation (low long-term orientation) represents societies that 
adhere to existing traditions and values and direct values to the past or present (Hofstede et al., 
2008). These societies have reservations about social change and move forward with their 
traditions (Bedur Doğruöz and Erbaş, 2021). These two extreme temporal orientations in societies 
affect individuals' daily lives (Hofstede & Minkov, 2010; Graafand 2020), as well as their work lives 
(Lumpkin et al., 2010). Additionally, they affect the attitudes and behaviors of employees in the 
organizational environment (Ertaş, 2018; Siwen, 2019) and can even moderate the relationship 
between these attitudes and behaviors. For example, Khan et al. (2021) determined that long-term 
orientation has a moderating role in the relationship between heuristic biases and investment 
decisions. Sims et al. (2016) found that long-term orientation is a moderator in the relationships 
between job pressure, job satisfaction and turnover intention. Taking these explanations and 
empirical findings on long-term orientation into consideration, the present study expected that it 
moderates the relationship between PGOS and employee green behavior. The study assumed that 
individuals with high long-term orientation levels gravitate more towards green behaviors because 
they are future-oriented rather than past or present-oriented (Hofstede et al., 2008). These 
individuals (employees) try to exhibit more environmentally friendly behaviors since they consider 
future generations and want a cleaner environment. On the other hand, these future-oriented 
individuals will continue to protect the environment even if they do not perceive green support. 
Therefore, perception of green organizational support by employees with low long-term orientation 
levels will affect employee green behaviors more compared to employees with high long-term 
orientation levels. Therefore, the following hypothesis was developed:  

H2: Long-term orientation has a moderating role in the relationship between PGOS and 
employee green behavior; such that the positive relationship between PGOS and employee green 
behavior is stronger in employees with low long-term orientation.  

In line with these explanations and hypotheses, the following research model was created.  
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Figure 1 - The Research Model 

METHODS 

        Participants and procedures  

 
Data were obtained from two businesses operating in the manufacturing sector in a province 

in Turkey. The data were obtained from the manufacturing sector since it tends to have high energy 
consumption and carbon emissions (Zhou et al., 2013; Griffin et al., 2016; Sel and Göktolga, 2020), 
making employee green behaviors more important. The necessary permissions were obtained 
from the business managers before delivering online and face-to-face surveys to the employees. 
The data were collected using the convenience sampling method. The surveys were returned after 
approximately three weeks. 153 surveys were deemed suitable for analysis after eliminating those 
with missing data. Although there are different opinions in the literature, the general acceptance is 
that the survey data (sample size) should be at least 100 in order to obtain healthy and reliable 
results in the analyses (Memon et al., 2020). Therefore, the number of data in this study met the 
general acceptance in the literature. Examining the demographic data of the surveys revealed that 
the majority of the participants were male (71.9%). Furthermore, the data revealed that a high 
proportion of the participants were married (56.9%), between the ages of 26-35 (62.7%), had an 
associate degree (38.6%) and had been working for less than 4 years (48.4%).  

 

       Data Collection Tools  

 
Employee’ PGOS levels were measured using the 5-item, one-dimensional "Perceived 

Organizational Support towards the Environment" scale developed by Lamm et al. (2015). The scale 
includes items such as "I feel that I am able to behave as sustainably as I want to at the organization 
where I currently work".  Employee green behavior levels were measured using the 6-item "Pro-
Environmental Behavior" scale developed by Bissing-Olson et al. (2013). The scale includes two 
dimensions: in-role (3 items) and extra-role (3 items). The scale includes items such as “I complete 
the given tasks adequately with environmentally friendly methods” and “I take initiative to act in an 
environmentally friendly way at work”. Finally, employee’ long-term orientation levels were 
measured using the 6-item scale used by Yoo et al. (2011). The scale includes items such as "Long-
term planning is important". Each scale item was evaluated with a 5-point Likert Type (1: Strongly 
Disagree – 5: Strongly Agree).  

 

FINDINGS  

        Findings on Scale Reliability and Validity  

 
The scales underwent reliability and validity (including discriminant validity) tests before the 

hypothesis tests. The validity test was performed using Amos 18.0 before performing the 
confirmatory factor analysis. Items with a factor load below 0.40 were removed from the analysis 
(Hair et al., 2017). One item on the PGOS scale was accordingly removed from the analysis because 
it did not meet the reference factor load. The confirmatory factor analysis examined the CMIN/DF, 
RMR, GFI, NFI, CFI and RMSEA values for model fit. The fit index values were improved by making 
modifications on the items, taking into account the reference criteria (Table 2). The Cronbach Alpha 
coefficients indicating internal consistency reliability were examined for the reliability of the scales. 
Furthermore, the CR (Composite Reliability) and AVE (Average Variance Extracted) values were 
calculated for reliability and validity. All findings are presented in Table 1.  
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 Table 1 - The Reliability and Validity Analysis Findings   

 Factor 

Loadings 

Cronbach's 

Alpha 

CR AVE 

Perceived Green Organizational Support (PGOS) 

PGOS1 0,778 0,816 0,812 0,526 

PGOS3 0,860    

PGOS4 0,538    

PGOS5 0,686    

Employee Green Behavior (EGB) 

GEB_IR1 0,865 0,921 0,912 0,638 

GEB_IR2 0,879    

GEB_IR3  0,938    

GEB_ER4 0,730    

GEB_ER5 0,675    

GEB_ER6 0,664    

Long-Term Orientation (LTO)  

LTO1 0,926 0,888 0,886 0,572 

LTO2 0,834    

LTO3 0,662    

LTO4 0,830    

LTO5 0,580    

LTO6 0,645    

 
The findings in Table 1 reveal that the scale item factor loads met the reference criterion of 0.40. 

Reliability and validity were ensured since the scale Cronbach alpha (PGOS = 0,816; EGB = 0,921; 
LTO= 0,888) and CR values (PGOS = 0,812; EGB=0,912; LTO= 0,886) were greater than 0.70, and the 
AVE values (PGOS = 0,526; EGB = 0,638; LTO= 0,572) were greater than 0.50, respectively (Hair et al., 
2017). Furthermore, the confirmatory factor analysis compliance values for the scales met the 
reference criteria (see Table 2).  

 
  Table 2 - Scale Fit Index Values   

Models CMIN/DF RMR GFI NFI CFI RMSEA 

0< χ2/sd ≤ 5 ≤,10 ≥,85 ≥,90 ≥,90 ≤,08 

PGOS ,269 ,007 ,999 ,999 1,000 ,000 

LTO ,759 ,011 ,993 ,995 1,000 ,000 

GEB 1,002 ,013 ,989 ,993 1,000 ,004 

Three-factor 

model 

1,839 ,063 ,878 ,903 ,952 ,074 

 
Finally, another analysis necessary for validity was conducted. For this purpose, a three-factor 

research model (PGOS, LTO and GEB separately) was created and compared with other models 
(two-factor model in which PGOS and LTO were combined and GEB was left separate; two-factor 
model in which PGOS and GEB were combined and LTO was left separate, etc.). When the fit index 
values obtained were examined, it was seen that the other models did not meet the referenced 
index values, while the three-factor research model did (see Table 2). Therefore, the results 
obtained at this stage also showed that validity was found. 

 

        Hypothesis Testing Findings  

 
The study primarily attempted to examine the relationship between the PGOS, employee green 

behavior and long-term orientation variables. The findings of the correlation analysis can be seen 
in Table 3.  

  Table 3 - Correlation Analysis Findings   

Variables  1 2 3 Mean  S. D.  

1. PGOS 1   2,997 ,661 

2.Long-Term Orientation  ,142 1  3,811 ,745 

3. Employee Green Behavior  ,497** ,434** 1 3,482 ,788 
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**= 0,01  

 
Findings from the correlation analysis (Table 3) reveal that employee green behavior is positively 

related to PGOS and long-term orientation. It was therefore deduced that the regression analysis 
could be performed for the hypothesis tests. The hypotheses were tested using the Process Macro 
software and Model 1 developed by Hayes (2013). PGOS was selected as the independent variable, 
employee green behavior was selected as the dependent variable, and long-term orientation was 
selected as the moderator variable. Findings obtained on Model 1 can be seen in Table 4.   

 
       Table 4 - Regression Analysis Findings (Model 1)  

Variables  b S.H. t p 

PGOS ,564*** ,076 7,377 ,000 

 [.413, .715]    

Long-term 

orientation 

,368*** ,068 5,444 ,000 

 [,234; ,501]    

PGOS X Long-

term orientation 

-,298* ,103 -

2,886 

,005 

 [-,502; -,094]    

     

R= ,644 R2= ,414    

*** p < ,001 ** p < ,01 * p < ,05   

 
 
The findings in Table 4 reveal that PGOS positively and significantly affects employee green 

behavior (b= 0,564; p=0,000), supporting H1. Furthermore, long-term orientation affects employee 
green behavior positively and significantly (b= 0,368; p=0,000); and the interaction term (PGOS X 
Long-term orientation) has a significant effect on employee green behavior. Therefore, increases in 
long-term orientation increase employee green behavior while long-term orientation has a 
moderating role in PGOS' effect on employee green behavior. H2 is therefore accepted. 
Additionally, the following graph was obtained by performing the necessary analyses to determine 
how the level of long-term orientation affects the moderation effect (Figure 2).  

 
 

 
  Figure 2 - Graphical Representation of the Long-Term Orientation 

 

The findings in Figure 2 reveal that PGOS positively affects employee green behavior in low, mid 
and high long-term orientation levels. However, PGOS affects employee green behavior more in 
employees with low long-term orientation. Therefore, employees with low long-term orientation 
perceiving green support in the organization enables them to focus more on green behaviors.  
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DISCUSSION AND CONCLUSION  

 

The actions of individuals and organizations are contributing to a rise in resource consumption 
and environmental pollution. As a result, there is a growing global effort to promote environmental 
sustainability through measures such as contracting agreements and raising awareness 
(Fawehinmi et al., 2022). Employees in organizations play a critical role in ensuring environmental 
sustainability. Employees, who are also individuals in society, affect the environment both directly 
and indirectly with their activities and jobs. Therefore, promoting green behaviors among 
employees and identifying the factors that can facilitate this shift are crucial for achieving 
environmental sustainability. The present study focused on the impact of PGOS on employee green 
behavior, with a particular focus on the moderating role of long-term orientation in this 
relationship. The study obtained the following findings and implications.   

The study's first finding indicates that increases in the perception of support for green practices 
in the organization lead employees to exhibit more green behaviors. This finding is in line with 
findings in the literature suggesting that PGOS affects various employee green behaviors 
(Aboramadan and Karatepe, 2022; Zhang et al., 2022; Aboramadan et al., 2022a). Therefore, 
providing employees in the organization with environmental support as a perceptual variable 
enables them to exhibit green behaviors within and beyond the scope of their job descriptions.  

Another finding obtained in the study indicates that high long-term orientation leads to an 
increase in employee green behaviors. In other words, since long-term oriented employees tend to 
be future-oriented, they have a higher tendency to exhibit green behaviors. On the other hand, the 
findings show that long-term orientation has a moderating role in PGOS' effect on employee green 
behavior. Analyzing the graph based on the levels regarding this relationship reveals that PGOS has 
a higher effect on employee green behavior in employees with low long-term orientation than in 
employees with medium and high levels of long-term orientation. Turkey is a country with a 
moderate score regarding these orientations (Hofstede Insights, 2023), inhabited by individuals 
with long-term and short-term orientations. Providing environmental support to these individuals, 
especially to those with low long-term orientation levels, will enable them to exhibit more green 
behaviors while performing their tasks. This will be reflected in their daily lives, eventually leading 
to green behaviors becoming widespread. Therefore, widespread employee green behavior will 
ensure that Industry 4.0 (Carvalho et al., 2020), which is based on activities such as using resources 
consciously and taking care of the environment, achieves its purpose and functionality.  

The findings are also expected to make significant contributions at the sectoral level. The 
manufacturing sector involves some of the most environmentally harmful factors such as energy 
consumption and carbon emissions (Zhou et al., 2013; Griffin et al., 2016; Office for National 
Statistics, 2022; Sel and Göktolga, 2020). For this reason, it is important for employees in this sector 
to turn to green behaviors and do their jobs with this in mind. The findings reveal that employee 
green behavior increases with PGOS. Therefore, it is important for sector managers to support 
employees, especially in green practices. Perceived support is particularly important for employees 
with low long-term orientation, although it should be provided to all employees.  

With these findings in the study, it is possible to make guiding inferences for both organizations 
operating in the manufacturing sector and their managers. Although the manufacturing sector 
contributes more to economic development than other sectors (Ullah et al., 2022), it is claimed that 
manufacturing industry production is one of the sectors that cause environmental pollution 
(Ünlüoğlu and Dağdemir, 2023). This situation shows that organizations operating in this sector 
should support their employees more in terms of environmentalist behaviors compared to other 
sectors. As seen in the research findings, it is much more important to support the environmentalist 
(green) behaviors of employees with low long-term orientation in this sector. Because the support 
perceived by these employees effects their environmental behaviors more. For this reason, 
managers in manufacturing sector organizations should create policies to support environmental 
behaviors, organize training on environmental behaviors at the organizational level and take these 
behaviors into consideration in performance evaluation criteria. In addition, these behaviors 
should not be limited only within the organization. Managers should support employees to exhibit 
environmentalist behaviors in private life, and these behaviors should be disseminated through 
practices such as "environmentalist employee of the month".  

It is worth noting that the study has certain limitations alongside its contributions. First of all, 
the research data were obtained cross-sectionally, and the employees responded to the surveys 
based on their immediate feelings. Secondly, data were obtained from only two businesses in the 
manufacturing sector. Therefore, there are limitations regarding the generalizability of the findings 
to the sector. Therefore, future studies may find it beneficial to obtain the data longitudinally and 
involve more employees from the sector. On the other hand, the only variable in the study 
regarding the cultural dimensions was long-term orientation. Future studies may find it beneficial 
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to take other cultural variables (such as individualism/collectivism) into consideration and to 
examine individual factors such as personality with employee green behavior. 
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