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Abstract 
Employee behaviour and work settings have a substantial effect in the 
context of hotel business because of its heavy reliance on human activities. 
This study seeks to examine the relationship between authentic leadership 
(AL), workplace environmental behaviors (WPEB), and green 
organizational support (GOS) based on social identity theory (SIT). The 
study also investigates how GOS mediates the relationships between WPEB 
and AL. 194 hotels’ employees in Pakistan participated in the investigation 
using snowball sampling through self-administered surveys. Structural 
Equation Modeling was used to test the proposed hypotheses under study. 
The results demonstrate a significant positive influence of AL, GOS, and 
environmental focused behaviors in hotel workplaces. Furthermore, GOS 
acts as a mediator between AL and WPEB. Thus, this study suggests 
important insights by highlighting environmental behaviours in the 
workplace and the importance of supporting sustainable organizations in the 
hospitality sector. This study also highlights the need for the hospitality 
sector to enrich environmental behaviors in the workplace and promote 
policies that support the transition to a sustainable hospitality industry. 

Keywords: authentic leadership, green organisational support, hotel 
industry, workplace environmental behaviors 

Introduction 
Ingenious approaches and behaviors that encourage sustainability and 
reduce the environmental impression of business practices are part of the 
progress toward fostering environmentally welcoming practices in the 
workplace (Gull et al., 2024). Economic development is increasing day by 
day due to the expansion of the tourism industry (Khatter et al., 2021). 
However, in its initial stage, the industry faces numerous challenges (Raza 
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& Khan, 2022), including political uncertainty, economic instability, 
inadequate infrastructure, security concerns, energy crises, and the practical 
implementation of sustainable practices. In the tourism industry, hotel 
management is one of the most energy-consuming sectors (Farooq et al., 
2021). Hotels have an ecological impact in terms of energy usage, 
production of waste, water consumption, and the carbon footmark of travel, 
all of which indirectly contribute to greenhouse gas emissions (Gull et al., 
2024). Waste is left on the grounds because many hotels lack effective 
recycling and composting systems and this industry generates a substantial 
amount of waste material, and utilizes numerous resources to remain 
competitive, ultimately depleting the environment. The industry focuses on 
promoting a dynamic shift in employees' green behavior in the hospitality 
sector to address environmental sustainability challenges (Gull et al., 2023; 
Tosun et al., 2022). As more focus is on ecological sustainability, the 
government is also imposing on every sector to take responsibility for 
adopting ecological behaviors, and the hotel industry is no exception 
(Lenzen et al., 2018). The study by Nadeem et al. (2025) employs a multi-
criteria decision-making approach to prioritise the determinants of green 
employee behaviour, indicating the need for dedicated research on drivers 
such as leadership and organisational support.   

The effect of leadership in nurturing WPEB is central (Aziz & Hussain, 
2025). There is growing concern about what leadership style best fits 
effective green management practices within the hotel industry. This study 
is significant and represents an initial attempt for managers seeking to 
implement practical approaches to generate workplace environmental 
behaviors (WPEB) among their employees through authentic leadership 
(AL). The relevance of environmentally exclusive leadership styles and 
their effects on pro-environmental behaviour in the workplace can serve as 
a basis for investigating the nature of authentic leadership (Butt, 2024). 
Thus, considering the reasons that determine such green behaviors becomes 
crucial. Most significantly, organisations are facing increasingly serious 
environmental challenges, compelling academics and experts to devise 
strategies to enhance environmental awareness among employees and 
promote their WPEB (Zhang et al., 2024). 

Leaders are at the apex of the organization, and their behaviors and 
actions are followed by their employees. Authentic leaders focus more on 
environmentally green behaviour (Farrukh et al., 2023). An authentic leader 
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follows a form of leadership that fosters the growth of a green work 
environment rooted in its core values. Authentic leaders anticipate 
supporting environmental and societal issues by setting examples of 
openness and innovative ideas (Srivastava et al., 2020). Leaders who 
establish AL qualities are more appropriate in directing followers toward 
good ethical and moral conduct, such as green behaviour, and guiding 
employees to limit environmental problems (Avolio & Gardner, 2005). 
However, the influence of authentic leaders on WPEB is still in the early 
stages of research, which needs to be addressed (Farrukh et al., 2023) in 
terms of tenure and hierarchy of leaders. 

When employees have ecological passions, they demonstrate their 
desire and commitment to green work activities. Robertson and Barling 
(2017) emphasized that employees follow their leaders' behaviors when 
they are inclined toward environmental preservation. Furthermore, when 
employees receive rewards from their organisations for their WPEB, they 
believe that organisational support is there for those who value their 
contribution to environmental sustainability (Aboramadan & Karatepe, 
2021).  

Organisational Support Theory (OST) advocates that when employees 
observe favourable treatment from their employers, this tends to intensify 
their organisational support (Rhoades & Eisenberger, 2002) and realise that 
the organisation values their contributions and cares about their welfare 
(Kurtessis et al., 2017). It is evident in the extant literature that leaders 
perform a substantial role in enhancing employees' organizational support 
(Huning et al., 2020). Therefore, it has been identified that when employees 
realise their leaders are approachable, open, and available to address 
environmental concerns, such perceptions are considered positive green 
work behaviors, ultimately fostering their green organisational support 
(GOS) (Aboramadan et al., 2022a). The determinants of organizational 
citizenship behaviors of the employees in relation to the environment are 
entirely comprehended in the work by Henriques (2024), and it is necessary 
to present those types of behaviors due to a comprehensive understanding 
of the problem, which will help create the essential conceptual framework 
of this study.   

To examine the considerable impact of follower WPEB on 
organizational environmental outcomes, GOS is considered an essential 
link between AL and followers' behaviors. Previous studies overlooked the 
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mediating role of GOS in the relationship between AL and WPEB. 
Therefore, explaining how a leader influences the employees' green 
initiatives for a sustainable future in the hotel industry is essential. Thus, the 
research objectives are to identify the influence of AL on WPEB and to 
verify the mediating role of GOS between the stated variables based on 
social identity theory. Social Identity Theory can be a robust framework for 
understanding and promoting workplace environmental behaviors, 
explaining how individual attitudes and behaviors are influenced by the 
social groups to which they belong. The social identity approach not only 
offers a valuable theoretical perspective through which to study 
environmental behaviour but also offers solutions for addressing 
environmental complications (Fielding & Hornsey, 2016). While building 
on established theories, this study provides valuable empirical evidence 
from the underexplored context of Pakistan's hospitality industry, 
highlighting the role of GOS and the importance of a supportive 
organizational culture in facilitating a green transition. Although the study 
offers little theoretical value, it provides valid empirical data in a contextual 
setting, supporting how AL can positively influence WPEB via GOS. 
Problem Statement 

Although sustainability initiatives in the hospitality industry are 
significant, a research gap exists in understanding the specific factors that 
influence the development of pro-environmental behaviors among its 
employees. The available literature is skewed by not focusing more on the 
problems peculiar to developing economies and the complex nature of 
leadership. This research, therefore, investigates the extent to which 
authentic leadership is associated with pro-environmental behaviour in the 
workplace, especially mediated through green organizational support. 
Through these relationships, we strive to establish a compelling framework 
for fostering a sustainable culture within our organisational setting. 

Literature Review  
Earlier researchers used social identity theory (SIT) to recognize the 
influence of leadership on environmental behaviors (Aboramadan et al., 
2022b; Kim et al., 2019). Employees view leaders as key role models and 
imitate their behaviors; therefore, the identity of leaders is superior to that 
of subordinates, and employees try to adopt their behaviors. When authentic 
leadership (AL) encourages employees to exhibit WPEB with green 
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organizational support (GOS), they can play a significant role in 
establishing an eco-friendly hospitality industry. The conceptual model is 
depicted in Figure 1. 
Authentic Leadership (AL) 

Authentic leadership is an approach to leadership that encapsulates self-
discovery, moral perspective within a person, balanced cognitive 
processing, and the demonstration of relationships by the leader (Henriques, 
2024). Leading by example is one of the most obvious elements of an 
authentic leader, as it imparts the need to behave according to personal 
values, create an atmosphere of trust, and promote open communication. 
According to the literature, this form of leadership is crucial for establishing 
a favourable organizational climate and engaging employees (Al-Romeedy 
& Khairy, 2024). 

Authentic leadership (AL) is defined in terms of self-awareness, 
transparency, and sincerity, and has become popular in leadership research 
due to its proven positive impact on individuals and organizations. 
Researchers define its essential aspects, shedding light on the underlying 
mechanics. Subsequent research by Barbuto and Scholl (2010) looks into 
the elements of AL development, identifying personality traits, emotional 
intelligence, and self-efficacy as potential causes. Furthermore, Avolio et 
al. (2009) and Lee et al. (2011) have proven the favourable long-term 
impacts of AL, which range from greater job satisfaction and trust in 
leadership to improved creativity and performance. 
Green Organisational Support (GOS) 

Green Organisational Support (GOS) indicates employees' insights and 
opinions about their organizations’ contributions and care for their well-
being. GOS is a specific type of organizational support which indicates 
employees' perceptions towards the organizations’ contributions to 
ecological actions and activities. GOS has emerged as a crucial conception 
for fostering employee engagement in sustainable practices and it enables 
employee participation in eco-friendly novelties and generates outcomes at 
both individual and organizational levels (Aboramadan et al., 2020; Chen 
et al., 2021). The previous research scholars assert that employees who 
perceive high level of green organisational support are involved in eco-
friendly activities and depict ecological friendly behaviors (knowledge 
sharing, green innovation and creativity, and ecological support for each 
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other) (Aboramadan et al., 2020a; Hameed et al., 2021). This optimistic 
enthusiasm can be prejudiced by job satisfaction, leaders, intrinsic 
inspiration, and commitment at organizational level (Afsar et al., 2023; 
Khan et al., 2022). 

Green Organisational Support (GOS) has instigated to obtain growing 
consideration from numerous previous research academics as it has been 
revealed to encouragement employees' eco-friendly behaviors 
(Aboramadan et al., 2022a). 
Workplace Environmental Behaviors (WPEB) 

Workplace Environmental Behaviors (WPEB) indicate the employees' 
voluntary activities to diminish their influence on the work environment, 
and it is a pitch of study predictable for its noteworthy involvement towards 
accomplishing organizational sustainability goalmouths. Sharma and 
Bansal (2012) and Chen et al. (2021) found that facilitative environments 
increase employee engagement in WPEB. Identification of these key factors 
enables organizations to formulate solutions that empower sustainable 
actions, resulting in environmental and organizational value. 

In addition, green organizational support (GOS) for green human 
resource management (HRM) ingenuities, training, and organizational 
substructure shows a vital position. Bamberg and Moser (2007) and Steg 
and Vlek (2009) specified that perceived behavioural regulator (PBR), self-
efficacy (SE), and environmental apprehension (EA) impact the 
development of environmentally moral goalmouths and behaviors. 

The behaviour of environmental perception in the workplace refers to 
the voluntary activities and attitudes of an employee that contribute to 
making the environment sustainable within their organisation (Chua et al., 
2024). This entails not only the performance of in-role duties, such as 
adherence to waste management procedures, but also extra-role duties, i.e., 
green organisational citizenship behaviors, including volunteering key 
proposals for new energy-saving actions (Henriques, 2024).  
Authentic Leadership and Green Organizational Support 

Authentic leaders are truthful, sensible, vulnerable, and can augment 
trust and assurance among their staff by motivating them to perform in the 
highest concentration of the organization (Avolio et al., 2004; Ilies et al., 
2005). Hameed et al. (2021) recommend that authentic leadership (AL) can 
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upsurge the proficiency of the Green Organizational Support (GOS), 
engendering an intensifying upshot on the workplace environmental 
behaviors (WPEB). For example, honest leaders can inspire green events 
and suggest concrete support, such as training, which intensified employee 
engagement (Wang et al., 2023). GOS and AL both smooth WPEB in 
organizations. Furthermore, GOS is the facilitation of employees for the 
establishment of ecological creativities, which sanctions individuals to 
comprise in ecologically sustainable practices (Aboramadan et al., 2020; 
Chen et al., 2021).  

Jun et al. (2025) projected that presence of social identity theory (SIT) 
with organizational support theory (OST) can more efficaciously elucidate 
the linking between AL, organizational citizenship behaviour (OCB), and 
perceived organizational support (POS). This research presents a ground-
breaking combination of SIT and OST to educate the inspiration of AL on 
followers' OCB. It is one of the introductory scholarships to extant 
organizational identification (OI) as an intermediating aspect in these 
connections and to examine the restraining impact of POS.  

A philosophical inquiry of the multi-layered interaction between these 
perceptions unveils the vigorous reputation of AL and GOS for 
organizational sustainability. Despite contemporary knowledge, research 
gaps endure, and future research studies could investigate the explicit 
apparatuses through which AL achieves GOS, as well as the encouragement 
of enlightening backing on these consequences (Earley & Erez, 2005). 
Thus, we endorse that: 
H1: There is a positive association between authentic leadership (AL) and 
green organizational support (GOS). 
Green Organisational Support and Workplace Environmental 
Behaviors 

Green organizational support (GOS) performs a critical role in fostering 
workplace environmental behaviors (WPEB) and the degree to which 
employees feel reinforced by their organization in executing environmental 
initiatives (Zhang et al., 2022). This inspiration can be pragmatic through 
employee commitment to the internal motivation, satisfaction and 
organization (Afsar et al., 2023; Khan et al., 2022).  

According to Chen et al. (2021) and Aboramadan et al. (2020), it has a 
positive influence on numerous arrangements of WPEB (green innovation, 
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energy preservation, and recycling). Additionally, direct support, comprised 
of resources and training by the GOS, impacts employee commitment to 
WPEB. Cultivating these principles determines specific interventions 
towards the environment (Wang et al., 2023). Schlapp et al. (2025) 
highlighted the status of pro-environmental behavior (PEB) within 
organizations, accentuating the rank of organizational support in 
reassurance environmentally friendly practices.  

Contribution in green infrastructure and starting environmentally 
friendly practices can stand-in WPEB, which fosters a culture of 
sustainability (Bashirun et al., 2025). However, supplementary examination 
of the relationship between GOS and WPEB is required to regulate the 
aspects and facades of GOS that would subsidize to improve WPEB. 
Therefore, the following is proposed: 
H2: There is a significant association between green organizational 
support and workplace environmental behaviors. 
Authentic Leadership and Workplace Environmental Behaviors 

Authentic leadership (AL) features self-awareness, morality, and 
authenticity in the workplace. Avolio et al. (2004) and Ilies et al. (2005) 
revealed that it can instil confidence, commitment, and determination in 
employees, commending and inspiring them to engross in green initiatives. 
Hameed et al. (2021) recommended that AL can produce a domino effect in 
fostering a culture of knowledge sharing (KS) and green innovation (GI) 
that encourages workplace environmental behaviors (WPEBs). AL also 
prioritizes honesty and ethical decision-making, which can generate an 
environment that endorses environmental achievement in the workplace. 

Future, the researcher’s purpose is to investigate how AL influences 
environmental performance, both individually and collectively, considering 
potential moderating factors such as organizational context and culture 
(Earley & Erez, 2005). By increasing the engagement in this way, one can 
uncover the full capacity of AL to promote workplace environmental 
behaviour (WPEBs) as we move toward a sustainable future. Accordingly, 
it has been suggested that: 
H3: There is a positive relationship between authentic leadership (AL) and 
workplace environmental behaviors (WPEB). 
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Authentic Leadership, Green Organisational Support, and Workplace 
Environmental Behaviors  

The interplay of authentic leadership (AL), Green Organizational 
Support (GOS), and workplace environmental behaviours (WPEB) 
generates an actual agenda for improving organizational sustainability. This 
leadership continuously inspires moral decision-making and generates an 
environment that boosts ecologically responsible arrangements. GOS 
performs as a significant stimulus (Aboramadan et al., 2020; Chen et al., 
2021). Hameed et al. (2021) contended that AL boosts GOS, as leaders who 
promote green practices and provide GOS, generate a culture of innovation, 
which encourages WPEB. 

Organizations can propose tangible resources to support employees in 
adopting WPEB practices (recycling, green innovations and energy-saving) 
(Wang et al., 2023). AL is demarcated by genuineness, improving a sense 
of collective purpose, which stimulates employees to accept green 
innovations (GI). Investigating the detailed traditions in which AL drives 
GOS, along with the influence of other moderating factors reveals exciting 
new opportunities for future researchers (Earley & Erez, 2005). By 
employing this dynamic, organizations can galvanize individual work, 
motivate collective efforts, and achieve their sustainability goals. 
Consequently, based on the points, the authors suggest assuming that: 
H4: Green Organizational Support mediates the relationship between 
authentic leadership and workplace environmental behaviours. 
Conceptual Model 
Figure 1 
Conceptual Model 
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To investigate the mediating impact of green organisational support 

between authentic leadership and workplace pro-environmental behaviour, 
we developed and tested a model.  

Methodology 
Sample and Procedures 

Employees from three, four, and five-star hotels in Pakistan have been 
included in the data collection. The administrators of the hospitality 
industry provided the authors advance permission to gather data after 
having explained the study's objectives. The current research sample 
consisted of employees with bachelor's degrees or above. Since employees 
with a bachelor's degree or above can understand English, there was no need 
to translate the questionnaires into any other language. Following previous 
research studies by Gull et al. (2023) and Jabbar et al. (2025), a cross-
sectional study design was used to disseminate these questionnaires. 

Snowball sampling highlights the importance of networking, and it was 
used to increase the response rate of data collection (Ahmad et al., 2023) as 
it removes the problem of inadequate sampling frames (Dhar, 2016; Nguyen 
et al., 2024). It was also used due to difficulties in accessing a random 
sample within the hotel industry, which is a common challenge. This 
sampling technique was used to select employees from the hospitality sector 
by selecting certain initial connections in the hospitality business. These 
contacts were well-connected and prepared to recommend others to 
participate in the study. The authors encouraged them to participate and 
request their assistance in referring other employees interested in 
participating by providing them with the study information and any 
additional materials they required (questionnaires or consent forms) to 
distribute to potential participants. As initial participants referred to others, 
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the network of potential participants was built in a cycle that continued. 
Each prospective respondent referred to additional people, thereby 
expanding the sample size through each referral chain. It helps to ensure 
that the sample size increases frequently and that participants are chosen 
through referrals until the goal sample size of 300 employees is met. Once 
the sample size was determined, the survey was distributed to the 
participants in person, by email, or online.  

As a result, 300 self-administered questionnaires were distributed in 
person and via social media, ensuring the confidentiality of the participants’ 
answers. Out of 300 surveys, 200 were returned after discarding six 
questionnaires, yielding a 65% response rate. The sample size aligns with 
the 35 responses for each construct (Kline, 2016). The time when the data 
was collected was from November 10, 2023, to January 20, 2024. Previous 
studies have confirmed that hypothesis testing can be done using 
quantitative and survey methods (Gull et al., 2024; Hadadgar et al., 2016). 
The quantitative method is distinct from qualitative methods (Naqvi et al., 
2024) as well as the mixed methods approach, and the selection relies on 
the purpose of the study. 
Measures  

The constructs in this study were measured with scales adapted from 
earlier studies. All the factors under study were measured with a 5-point 
Likert scale. It ranged from strongly disagree denoted by 1 to strongly agree 
denoted by 5.  

In this research study, Walumbwa et al. (2008) adapted the eight items 
scale to measure Authentic Leadership, and previously the same scale of 
Walumbwa et al. (2008) was used to measure the construct of Authentic 
Leadership by Bai et al. (2022). The GOS scale was adapted from Paillé and 
Meija-Morelos (2019) with 5 items. The scale for workplace environmental 
behaviour was developed from the work of Robertson and Barling (2013). 
Gull et al. (2024) used the same scale for GOS and WPEB. 
Analysis  

SEM (SmartPLS version 3.0) analyzed the study. SmartPLS was 
utilized for the reporting of measurement models and for the generation of 
structural models. Smart PLS is taller for regression testing, particularly 
mediation research, and can be utilized for small samples (Henseler et al., 
2016). There are four aims for this study's research. Firstly, investigate how 
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AL directly relates to GOS. The second aim is to examine the GOS and 
WPEB. Next, the relationship between WPEB and GOS will be determined. 
Lastly, the mediation of GOS between AL and WPEB needs to be 
ascertained. 

Results 
Measurement Model  

Using Anderson and Gerbing's (1988) two-step recommendations 
(Measurement and Structural model), the theoretical model of this study 
was examined. From the perspectives of Hair et al. (2019) and  Ramayah et 
al. (2018), the validity and reliability of the measurement model were 
evaluated. In the measurement model, the average variance extracted 
(AVE), Alpha, r-rho, and composite reliability (CR) are evaluated (refer to 
Table 1). The CR values are more significant than 0.7 (Hair et al., 2019). 
According to Peterson (1994), all of the study variables' alpha values are 
over the 0.70 threshold value except the WPEB value. The alpha value can 
be accepted as an AVE value of 0.543, above 0.5 (Table 1). Prior literature 
has shown that in management and organisational research, some constructs 
have a Cronbach's alpha value less than 0.60, but when the AVE value is 
more than 0.50. CR value is more than 0.60, then the measures having a 
Cronbach's alpha value less than 0.60 are still valid, acceptable and reliable 
(Sarstedt et al., 2014; Taber, 2018; Wong, 2013). Values around 0.50 may 
be valid if other indicators provide support, such as AVE and CR. The three 
items of authentic leadership (AL), AL6, AL7, and AL8, were excluded due 
to low loading factors. It indicates that reliability is adequate. For every 
variable, the AVE values are more than 0.5, illustrating acceptable levels.  
Table 1 
Reliability, Validity Values 
 

Alpha Rho-A CR AVE 
AL 0.873 0.880 0.907 0.662 
GOS 0.911 0.925 0.933 0.737 
WPEB 0.561 0.578 0.777 0.543 

R square for GOS is 0.273, and WPEB is 0.128. According to Hair et al. 
(2019), the R-squared values of GOS are more significant than 0.26, 
indicating a moderate influence. The R-squared values of WPEB are equal 
to 0.128, indicating a weak influence (See Table 2). 
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Table 2 
Values of R2 and Adjusted R2  

 R2 Adjusted R2 
GOS 0.273 0.269 
WPEB 0.128 0.119 

The Heterotrait-Monotrait Ratio (HTMT) is used to assess the 
discriminant validity. According to  Henseler et al. (2015), HTMT values 
are considered satisfactory if they are less than or equal to 0.90 when using 
the lenient criterion or less than or equal to 0.85 when using the stringent 
criterion. As a result, every HTMT value (refer to Table 3) falls within a 
reasonable range, indicating that each of the three constructs is unique. 
Table 3 
HTMT values 

 AL GOS 
AL   
GOS 0.568  
WPEB 0.385 0.472 

Structural Model  
Five thousand subsamples with a 95% confidence interval were chosen 

to evaluate the structural model. Multicollinearity was measured using the 
variance inflation factor (VIF) (see Table 4), with all values meeting the 
acceptable criterion as recommended by Hair et al. (2019). Neither the 
researcher nor the research study responder is expected to inflate the results 
to ensure confidentiality and anonymity of the questionnaire. The consent 
of the respondents was also taken to avoid bias. The structural model 
examined the hypothesis in Fig. 2. Therefore, according to the guidelines of 
Baron and Kenny (1986), the complete mediation between AL and WPEB 
with GOS is supported.  
Table 4 
Variance Inflation Factor (VIF) 

 VIF 
AL1 2.094 
AL2 2.261 
AL3 1.878 
AL4 2.003 
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AL5 2.050 
GOS1 2.459 
GOS2 2.163 
GOS3 3.580 
GOS4 4.013 
GOS5 2.736 

WPEB4 1.049 
WPEB6 1.446 
WPEB7 1.411 

Table 5 shows that the path coefficients, t-values, and bias-corrected 
95% confidence intervals of the direct and mediation relationships are 
meeting the threshold values, thus depicting that the relationships between 
model’s variables were statistically significant. The substantial direct 
correlations between the research variables proposed by Hair et al. (2019) 
and Gull et al. (2023) are supported by a t-value larger than 1.96. The p-
values of all direct and indirect associations (Hypothesis 1, 2, and 3) and 
indirect associations (Hypothesis 4) also depict the significant relationships. 
The '0' value was not indicated by the bias-corrected confidence intervals 
(BCI-LL and BCI-UL). The complete mediation for hypotheses, namely 
H4, is thus supported by the findings of the current framework. 
Figure 2 
Structural Model  
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Table 5 
Hypotheses Testing 

Discussion 
Organizations invest considerable effort in environmental conservation, and 
their support encourages employees to engage in workplace environmental 
behaviors (WPEB). Understanding the factors that influence this behaviour 
is crucial for promoting it among employees. Authentic leadership (AL) is 
a significant factor affecting employee behaviour. Authentic leaders in 
organizations contribute to positive outcomes, such as improved 
environmental management (Farrukh et al., 2023). However, research on 
this topic remains limited, especially in Pakistan. Therefore, the main 
objective of this study is to determine the effect of AL on WPEB through 
green organizational support (GOS) in the hospitality industry in Pakistan. 
The results suggest that GOS is an essential link between AL and WPEB. 
Authentic leaders have confidence in their abilities, have faith in resiliency, 
ethicality, and morality, and enhance organizational support among 
employees. Employees realise that when leadership is authentic, their 
organisational support increases, supporting our hypothesis H1 that AL 
significantly affects GOS (Nababan et al., 2023).  

Environmentally sustainable behaviour does not have an agreed-upon 
definition; however, in the environmental psychology literature, it is often 
referred to as pro-environmental behaviour, workplace environmental 
behaviors, or green behaviour (Bridges et al., 2008). WPEB are essential 
for handling environmental problems and encouraging sustainable 
development (De Groot & Steg, 2010). Although WPEB is an under-studied 
matter, empirical studies suggest that employee behaviour helps improve 
environmental performance and green innovations (Ramus & Killmer, 
2007). Meanwhile, GOS developed as an essential concept for assessing 
employee engagement in ecologically friendly practices and has 
considerable potential to drive organizational green transformation by 

Paths t-values BCI LL 
2.5% 

BCI UL 
97.5% 

p-
values 

AL         GOS 7.178 0.377 0.660 0.000 
AL         WPEB 4.757 0.207 0.448 0.000 
GOS         WPEB 3.806 0.135 0.415 0.000 
AL         GOS       WPEB 3.509 0.072 0.233 0.000 
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creating a supportive atmosphere that encourages employees to contribute 
to sustainability activities. Organisational support has a positive impact on 
green innovative behaviour, thus supporting our H2, which pertains to GOS 
and increasing WPEB. 

Unlike other leaders, authentic leaders focus more prominently on 
performance (Braun & Nieberle, 2017). Authentic leaders know who they 
are and what they believe and value when linked with others (Avolio & 
Gardner, 2005). They promote positive behaviour by fostering self-
awareness and self-regulation among followers (Rahimnia & Sharifirad, 
2015). This leadership style impacts green creative behaviour (Rego et al., 
2013). Therefore, authentic leaders profoundly affect WPEB in the 
workplace. Shahid (2022) justifies our H3 by postulating that authentic 
leaders are significant in WPEB.  

Employees' WPEB is the primary effort to enhance organisational and 
creative capabilities. Organisations' primary focus is on staying competitive 
and addressing environmentally sustainable societal issues. Hence, this 
study evaluates the nexus between AL, GOS, and employees' WPEB. AL is 
a multi-layered concept that embraces moral perception, interpersonal 
transparency, and leader self-awareness (Rehman & Zeb, 2023). 

AL creates an open atmosphere centred around organizational values, 
trust, and concern that enhances ethical behaviour among employees 
(Luthans & Avolio, 2003). Authentic leaders can also help their employees 
adopt eco-friendly behaviors. Moreover, research on GOS in the hospitality 
industry has shown optimistic effects on employees and various positive 
outcomes, including employee green behaviour (Aboramadan et al., 2022). 
In an organisational setting, employees are prone to WPEB if they get 
support from their organizations. Organisational support is vital in shaping 
the behaviors of eco-friendly employees (Zhang et al., 2024). Therefore, 
AL, GOS, and WPEB created a captivating triumvirate to promote 
organizational sustainability, validating our H4 that GOS mediates the 
relationship between AL and WPEB. The findings suggest that GOS 
mediates between the AL and WPEB. GOS is the basis for WPEB AL to 
make their green behaviors visible to their followers. Even though this is a 
thorough and rigorous study, certain limitations should be considered for 
future research. Future researchers should integrate various leadership 
styles to identify the most effective ways to promote environmentally 
responsible behaviors in the workplace. 
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Managerial Implications 
The present study offers several suggestions to managers and 

professionals in the hospitality industry to improve workplace 
environmental behaviors (WPEB) through authentic leadership (AL). Our 
findings indicate that a leader's authenticity is crucial for WPEB. Therefore, 
hospitality organisations seeking to encourage employees to engage in 
green behaviors must ensure that leaders can express their true selves and 
provide organisational support.  

The findings of this research provide managers with valuable insights 
into promoting WPEB, particularly when organisations seek to transform 
environmental challenges into opportunities through organisational support. 
First, the research indicates that authentic leaders should encourage WPEB 
among employees. Second, GOS should foster employees' green behaviour 
and view it as a means to harness human potential for generating creative 
solutions to environmental problems. Therefore, our study suggests that AL, 
combined with GOS, can cultivate WPEB by motivating employees and 
providing opportunities to realize their green potential. 

Hotel management can implement various practical measures to 
improve ethical, sustainable, and employee-centric practices. Leadership 
training programs should be designed to incorporate components on 
authenticity, values-based decision-making, and ethical frameworks, 
complemented by comprehensive feedback and conflict resolution training. 
Organizations should implement green policies and sustainability 
initiatives, and provide regular training on eco-friendly practices to their 
employees. Employee engagement can be reinforced through well-being 
initiatives, stress management programs, flexible scheduling, and career 
development plans. 
Limitations and Future Suggestions 

Although this is a comprehensive and rigorous study, certain limitations 
should be considered for future research. Firstly, this research study is 
restricted to the hospitality sector in Pakistan, while future researchers 
should expand this study to implement its findings in diverse cultures and 
areas, thereby improving its information and broadening its understanding. 
This study is based solely on social identity theory (SIT). Future researchers 
are encouraged to combine SIT with other robust theories better to establish 
the relationships between various constructs under study. Secondly, this 
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research employed a cross-sectional design to examine the variables 
simultaneously. Future studies should consider longitudinal, lagged data, 
qualitative (Shahid et al., 2024) or experimental designs to more accurately 
determine the workplace environmental behaviors (WPEB) of employees. 

Moreover, the Snowball sampling method is utilized in this study. 
However, future researchers can employ purposive, cluster, or stratified 
sampling approaches to choose the sample for more broadly applicable 
findings. This study investigated GOS as a mediating factor between AL 
and WPEB. Additional mediating factors, such as green intellectual capital 
(Haider et al., 2025), workplace spirituality, calling, environmental 
knowledge, and organisational support, as well as moderator variables, such 
as leaders’ tenure and hierarchical position, can be investigated. To 
recognize the different independent factors, moderators, and mediators of 
the WPEB, succeeding researchers must perform a systematic literature 
review based on the methodology established by Gull et al. (2022). The 
future researchers should employ diverse independent variables, mediators 
or moderators to enrich WPEB in different industries of diverse cultures.  
Conclusion 

The results of the current study support that there is a significant 
association between green organizational support (GOS) and workplace 
environmental behaviors (WPEB). There is a positive relationship between 
authentic leadership (AL) and green organizational support (GOS), there is 
a significant positive relationship between authentic leadership (AL) and 
workplace environmental behaviors (WPEB) and green organizational 
support mediates the relationship between authentic leadership and 
workplace environmental behaviours within the hotel sector. Moreover, this 
study suggests imperative visions into how AL supports WPEB. It brings 
out the requirement for further research into diverse leadership styles and 
their effect on environmentally friendly behaviors and initiatives.  

Thus, in a nutshell it infers that when leaders show authenticity and offer 
a supportive atmosphere, employees are more persuaded to contribute to 
environmentally friendly practices. Moreover, GOS has been known as a 
noteworthy element in assessing employee behavior related to eco-friendly 
practices, which is indispensable for the sustainable environmental future 
of organizations, largely in the emerging sectors of diverse cultures. 
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