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Abstract

Environmental behavior (EB) is a kind of organizational behavior that seeks to pro-
tect the natural environment and conserve resources, such as saving energy, recycling 
wastes, duplex printing, reducing water use, non-smoking in the workplace, and de-
signing environmentally friendly products. This study aims to identify the degree of 
environmental behavior practice and examine its constraints in Saudi government 
agencies. This study is based on a single design of cross-sectional research. 436 re-
sponses were collected from employees of government agencies in Saudi Arabia. The 
study results indicated that the EB practice is generally high in government agencies.

Furthermore, the results revealed that female employees in government agencies have 
no statistical difference from male employees. In other words, the EB practice of men 
and women in government agencies is equal. The study also found a significant differ-
ence between married, unmarried, and divorced groups. Divorced employees report a 
higher level of EB than other employee groups. However, the study indicated a signifi-
cant difference between the high school, graduate, and postgraduate groups. In other 
words, employees with high school education have a higher level of EB. Receiving and 
not receiving leadership support have a significant difference, whereas employees who 
received environmental training reported higher levels of EB than others. The out-
comes also indicated a difference between the group of employees who have religious 
values. The outcomes of this study may be of benefit to researchers, regulators, policy-
makers, managers, and governors. 
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INTRODUCTION

Environmental sustainability has become a vital issue for societies 
in the 21st century. Consequently, governments and international 
organizations in various fields began translating this concept into 
concrete actions through environmental policies, programs, and 
initiatives. For example, public and private organizations have en-
couraged employees to adopt environmental concepts and behavior 
(EB) to conserve the natural environment and resources from pol-
lution due to waste. Moreover, many organizations have integrated 
new scientific concepts, such as green organizations, policies, and 
human resource management (HRM), into their processes, practic-
es, and functions. They aim to enhance environmental sustainabil-
ity and create an excellent image for members of society (Cherian 
& Jolly, 2012; Mashala, 2018; Pham et al., 2019). As a global ap-
proach, the concept of green HRM refers to building and develop-
ing the workforce to enable understanding and embodiment of en-
vironmental standards in their behaviors (Ahmad & Nisar, 2015). 
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However, this concept is rarely studied in the Arab world, particularly in Saudi Arabia, despite the 
continuous increase in studies of green behavior in the west (Albahairy, 2018; Ibrahim, 2018).

Notably, Saudi Arabia is one of the 20 countries globally whose economy depends mainly on oil and 
has a powerful administrative system comprising 1,244,811 government employees as of 2019 (General 
Authority for Statistics, 2019). In 2015, Saudi Arabia adopted a strategic plan known as Vision 2030, 
which emphasized the efficiency of administrative and financial spending, reducing the waste in mon-
ey, water, and natural resources, and enhancing environmental sustainability. Therefore, this study at-
tempts to bridge the gap in this area. It presents an accurate picture of EB practice of employees and its 
determinants, which drives leaders and decision-makers to take measures and incentives to encourage 
employees to support sustainability in a high manner. Remarkably, studies on EB in public organiza-
tions remain few because previous studies focused on private organizations. 

1. LITERATURE REVIEW 

AND HYPOTHESES 

DEVELOPMENT

Organizations have focused on maximizing effi-
ciency and profits only in the past decades, with-
out any interest in environmental sustainability 
(Masri & Jaaron, 2017). However, environmental 
protection has become a global issue since the 
1990s (Anderson et al., 2015; Haney et al., 2020; 
Iqbal et al., 2018; Kim et al., 2019; Pham et al., 
2019). Therefore, these organizations attempted 
to raise awareness of their employees’ green prac-
tices and environmental management techniques 
to decrease their pollution contributions (Ahmad 
& Nisar, 2015; Tuân et al., 2014). Moreover, public 
organizations have considered the environmental 
concern and incorporated the environmental di-
mension into their plans, operations, and servic-
es (Mashala, 2018). Hence, employees in organi-
zations can help reduce environmental pollution 
and resource wastage through voluntary environ-
mental activities. 

This study is based on the theory of planned be-
havior (TPB), a psychological theory developed 
by Ajzen (1985). It assumes that an individual’s 
behavior depends on his intention to perform any 
action (Figure 1). This assumption implies that the 
central factor in this theory is behavioral inten-
tion, which can be predicted through the follow-
ing three main components: attitudes, subjective 
norms, and perceived behavioral control (Beck & 
Ajzen, 1991). Attitudes refer to the degree to which 
a person has a favorable or unfavorable evaluation 
of the behavior of interest. Subjective norms refer 

to the belief of whether most people (e.g., friends, 
family, spouse, coworkers, or supervisors) approve 
or disapprove of performing the behavior. Finally, 
perceived behavioral control refers to a person’s 
perception of the ease or difficulty of performing 
the behavior of interest (Ajzen, 2015; Gatfield & 
Chen, 2006).

TPB states that individuals who have strong pos-
itive intentions toward the environment actively 
participate in environmentally-friendly activities 
(Fielding et al., 2008; Octav-Ionut, 2015; Yuriev et 
al., 2020). Many studies have been conducted in 
different contexts according to this theory. 

For example, Octav-Ionut (2015) used this theory 
in Romania to predict the environmental behavior 
of energy consumers and their conservation and 
action intentions in an environmentally friend-
ly manner. TPB was also used in California and 
Luxembourg to predict the behavioral intention of 
residents to conserve water (Liang et al., 2018) and 
understand the beliefs that influence the pro-en-
vironmental behavior of high school students 
(Leeuw et al., 2015), respectively. This theory was 
employed in Australia and Malaysia to verify the 
intentions of university students to engage in en-
vironmental activities (Fielding et al., 2008; Mat 
et al., 2020). 

Moreover, this theory was utilized to predict the 
recycling behaviors among college students in 
Hong Kong (Cheung et al., 1999) and pre-service 
teachers in Turkey (Pamuk & Kahriman-Pamuk, 
2019), the recycling behaviors in Canada (Lakhan, 
2018), and South Africa (Strydom, 2018). By con-
trast, TPB was used to predict the green buying 
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behavior and the intention to purchase green 
products among the population in India (Yadav 
& Pathak, 2017), Indonesia (Setyawan et al., 2018), 
China (Zhang et al., 2019), and Singapore (Ho et 
al., 2015).

1.1. Definitions of environmental 
behavior (EB)

The literature defines EB in the workplace in sev-
eral terms: green behavior, pro-EB, and ecological 
behavior (Liu et al., 2018). In addition, the concept 
of “green employee” is used to describe an employ-
ee who has an identity and a fundamental drive 
to protect the environment through his/her job 
(Amenumey, 2015). Thus, a set of these definitions 
is provided as follows. 

EB is a measurable action and activity of employ-
ees that contribute to environmental sustainabil-
ity (Ones & Dilchert, 2012). Stern (2000) defined 
EB as an intended behavior that seeks to reduce 
the negative impact on the natural environment. 
Moreover, Kollmuss and Agyeman (2002) held 
that EB is the conscious aim to minimize the neg-
ative impact of an individual’s actions on the nat-
ural environment. Similarly, Ramus and Steger 
(2000) indicated that EB constitutes the initiatives 
and actions of employees who believe that these 
actions will improve the company’s environmen-
tal performance. Moreover, employee character-
istics, such as environmental activeness, address 
major environmental issues, provide suggestions 
for improving organizational practices, and help 
investigate environmentally harmful practices of 
companies and governments (Aziz et al., 2018; 
Warrick, 2016).

1.2. Types and benefits  
of environmental behavior

EB in organizations may take several patterns. For 
example, it may be saving energy, recycling wastes, 
duplex printing, using environmentally friendly 
transportation, purchasing recyclable goods, re-
ducing water use, removing sources of pollutant 
emissions, and designing environmentally friend-
ly products (Janmaimool & Denpaiboon, 2016; 
Unnikrishnan & Hegde, 2007; Warrick, 2016). EB 
also contains various ideas, such as searching for 
superior environmental activities, suggesting re-
ducing damaging effects, creating green process-
es and products, volunteering in environmental 
tasks, participating in activities beyond the job 
description, and encouraging others to solve envi-
ronmental problems (Graves et al., 2013). 

Furthermore, EB may comprise cooperation in 
promoting environmental initiatives, adhering to 
pro-environmental policies, complying with envi-
ronmental values, applying environmental stand-
ards and regulations, exchanging knowledge, gain-
ing skills to understand issues, and participating in 
sustainable development programs (Boiral, 2009). 

Various classifications of environmental-related 
organizational behaviors have been developed. For 
example, Ones and Dilchert (2012) provided the 
following taxonomy: working sustainably, avoid-
ing damage, conserving resources, influencing 
others, taking on initiatives. In addition, Norton 
et al. (2015) indicated that the green behavior of 
employees is categorized into formal and volun-
tary green behaviors, which are respectively moti-
vated by official authority and self-motivation. 

Figure 1. Theory of planned behavior model

Behavioral Beliefs
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1.3. Environmental behavior 
dimensions

Several studies examined the relationship between 
gender and EB in organizations in different envi-
ronments, such as Hines et al. (1987), who con-
cluded that gender and EB in organizations have 
a weak positive relationship. Additionally, Zelezny 
et al. (2000) found that women generally record 
stronger attitudes and actions toward the envi-
ronment than men. Chen et al. (2011) also indi-
cated that a random sample from the University of 
China revealed that females are more likely to par-
ticipate in EB than males. On the contrary, Patel 
et al. (2017) found that males exercise higher EB 
than females. In contrast, Liu et al. (2018) found 
that the EB participation of women and men in 
Chinese organizations is generally equal. Finally, 
in Spain, Vicente-Molina et al. (2018) conducted 
a study on a sample of 1,089 university students 
and revealed that gender is one of the most critical 
determinants of EB. 

Marital status may represent one of the envi-
ronmental factors of organizations. For example, 
Chen et al. (2011) stated that single respondents 
showed higher participation in environmental ac-
tivities than married respondents at the University 
of China. By contrast, Hlaing (2016) concluded 
that single employees are less involved in envi-
ronmental conservation than married employees. 
Additionally, Patel et al. (2017) indicated that mar-
ried consumers practice more pro-environment 
behaviors than single consumers. 

Many studies used education variables, such as 
Hines et al. (1987), who showed that education 
and EB have a relatively high positive relationship. 
Similarly, Patel et al. (2017) found that highly edu-
cated consumers exhibit environmentally friendly 
behaviors more than consumers with low qualifi-
cations. Furthermore, Amenumey (2015) revealed a 
significant positive relationship between education-
al level and EB practice in textile factories in Ghana. 
On the contrary, Hlaing (2016) revealed that employ-
ees with low educational levels are more involved in 
EB practice than those with high educational levels.  

The values and behaviors of leaders are crucial 
in shaping the ethical behavior of their followers 
(Haney et al., 2020; Russell, 2001). Ramus and 

Killmer (2007) revealed four factors that drive the 
EB of workers, including support from a direct 
supervisor. Tuân et al. (2014) conducted a study 
on a sample of employees from three Vietnamese 
companies. They found that leadership and super-
visory support affect the willingness of employees 
to practice and promote environmental initiatives. 
Moreover, Blok et al. (2015) indicated that leader-
ship is one of the institutional factors that stimu-
late the EB of employees based on a sample of staff 
from Wageningen University. 

Similarly, Raineri and Paillé (2016), on a sample 
of several organizations in France, found that 
leadership support impacts the involvement of 
employees in environmental citizenship behav-
iors. Moreover, Papagiannakis and Lioukas (2018) 
studied industrial companies in Greece and in-
dicated a significant relationship between charis-
matic characteristics and the adoption of volun-
tary environmental practices of managers. 

Training is vital for various organizations (Haney 
et al., 2020). This type of training is defined as 
the systematic process for improving employee 
knowledge, skills, and attitudes toward achiev-
ing the environmental goals of the organization 
(Pinzone et al., 2019, p. 222). In addition, it helps 
effectively create an environmentally friendly or-
ganization (Renwick et al., 2013). Environmental 
training assists an organization in protecting the 
environment through the following three aspects: 
promoting awareness, developing knowledge, and 
building a climate (Ren et al., 2018). 

Certain studies examined the relationship between 
environmental training and EB in organizations. 
For instance, a study conducted in India on a sam-
ple of 16 industrial organizations found that more 
than half of the organizations prioritized differ-
ent types of training in environmental manage-
ment, which positively influenced clean production 
(Unnikrishnan & Hegde, 2007). Moreover, Pham 
et al. (2019) conducted a study on luxury hotels in 
Vietnam and found that green training fundamen-
tally impacts the environmental commitment of 
employees. In addition, Pinzone et al. (2019) inves-
tigated Italian hospital specialists and showed that 
green training is related to the EB practice of em-
ployees and motivates them to serve the environ-
ment. Cabral and Dhar (2019) showed that green 
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training directly positively impacts the green com-
petencies of workers in India. Furthermore, Singh 
et al. (2019) studied a sample of 16 organizations in 
the United Arab Emirates. They indicated that the 
environmental training of employees positively af-
fects the environmental performance and compet-
itive advantage of the company. 

Religious values are one of the components of a so-
ciety’s system of values. Religious values shape hu-
man behavior toward all creatures, such as plants 
and animals (Abedi-Sarvestani & Shahvali, 2008). 
All religions emphasize the importance of pro-
tecting natural resources, and the Islamic religion 
also gives importance to preserving the environ-
ment and using available resources (Akhtar, 1996; 
Razzaq et al., 2018). 

Thus, Helfaya et al. (2018) stated that the Holy 
Qur’an, which is the main book in Islam, includes 
675 verses that advocate natural environment pro-
tection and all its elements (humans, water, air, 
earth, plants, animals, and other natural resourc-
es). In this context, through the study on the role 
of Islam values in EB in Egypt, Rice (2006) con-
cluded that religious teachings and religiosity are 
related to behaviors that protect the environment 
and motivate individuals to promote behaviors. 

Subsequently, Ali et al. (2015) conducted a study 
on a sample of students from the International 
Islamic University in Pakistan (IIUI). They indi-
cated that those aware of their religious teachings 
on environmental protection have a strong willing-
ness to participate in activities that support such 
teachings. Furthermore, in Saudi Arabia, Islamic 
values influence the administrative practices of 
organizations (Ibrahim, 2018). Consequently, reli-
gious values may influence the EB of employees in 
government agencies. 

Accordingly, this study aims to examine the de-
gree of environmental behavior (EB) practice in 
government agencies in Saudi Arabia. The follow-
ing hypotheses were formulated based on the ar-
guments shown in the literature review as well as 
the study purpose:

H1: Female employees in government agencies 
are more likely to report higher levels of EB 
than male employees.

H2:  Married employees in government agencies 
are more likely to report higher levels of EB 
than other employee groups.

H3: Employees in government agencies with high 
educational levels are more likely to report 
higher levels of EB than other employee 
groups.

H4: Employees in government agencies who re-
ceive leadership support are more likely to 
report higher levels of EB than those who do 
not receive such support.  

H5: Employees in government agencies who re-
ceive environmental training are more likely 
to report higher levels of EB than those who 
do not receive such training.

H6: Employees in government agencies with reli-
gious values are more likely to report higher 
levels of EB than other employee groups.

2. METHODS

The population of this study consisted of work-
ers in the ministries of a civil nature in the 
Saudi government, which numbered 24 minis-
tries. Five ministries were intentionally select-
ed, including Ministry of Education, Ministry of 
Health, Ministry of Human Resources and Social 
Development, Ministry of Trade and Industry, 
and Ministry of Finance. They are one of the larg-
est and vital ministries in which many employees 
work and have shown their cooperation in dis-
tributing the study tool to the study community. 
A total of 600 questionnaires, which have an ap-
proximately 73% response rate because 436 were 
returned, were distributed. 

The scale of EB in the workplace developed by 
Paillé and Boiral (2013) was used for data collec-
tion. The scale included 3 dimensions and 10 items; 
Eco-Initiative was measured using (3) items, Eco-
civic Engagement was measured through (4) items, 
and Eco-helping was measured using (3) items 
(Table A1). Moreover, the scale was based on a 
five-point Likert scale (strongly agree = 5, strongly 
disagree = 1). Furthermore, the questionnaire of 
this study included the following six factors: gen-
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der (male = 1, female = 2), marital status (married 
= 1, unmarried = 2, divorced = 3), educational lev-
el (high school = 1, graduate = 2, postgraduate = 
3), leadership support (receives support = 1, does 
not receive support = 2), environmental training 
(yes = 1, no = 2), and the role of Islamic values on 
the EB of employees (effective = 1, not effective = 
2, null = 3) (Appendix A). Notably, the question-
naire was translated from English into Arabic, 
and professionals reviewed the translation quality 
before distribution to the study sample. The con-
venient sample was chosen of government agency 
employees. Then, the questionnaire was distribut-
ed to a sample of 30 participants for pilot testing 
to verify the accuracy of the translation and the 
understanding of participants of questionnaire 
items. The Pearson correlation coefficient was 
then calculated and showed that each item is posi-
tively correlated with the overall degree of dimen-
sion and statistically significant (0.01). Moreover, 
the reliability of the questionnaire was tested us-
ing Cronbach’s alpha. The general reliability was 
(0.88), which indicates the validity of the question-
naire for field application. 

3. RESULTS

3.1. Descriptive analysis 

Table 1 shows that the sample comprises males 
(68.1%) and females (31.8%), reflecting the nature 
of the workforce composition in government 
agencies. Women’s work in specific jobs and ac-
tivities has some restrictions. Considering mar-
ital status, the majority is married (79.8%), and 
the rest is single (16.2%). This result is expected 
in a conservative society, such as Saudi society, 
where Islam affects many aspects of life. The re-
sults also show that most hold a university qual-
ification (57.79%), followed by postgraduates 
(32.33%). However, the percentage of those with 
high school education was only 9.86% because 
the government stopped last year’s appointment 
from this category. 

Table 1 also reveals that most participants (53.44%) 
received support from their superiors toward en-
vironmental protection in government agencies. 
In contrast, a relatively large percentage (46.55%) 
did not receive any support from their superiors in 

this area. Moreover, the vast majority of the par-
ticipants (91.05%) did not receive any training pro-
gram in environmental management. This result 
confirms that awareness of the environment and 
its sustainability remains weak in Saudi govern-
ment agencies. Regarding religious values, most 
of the respondents (84.17%) believe that Islamic 
values are effective in the EB of employees in the 
workplace. 

Table 1. Description of study participants

Variable Category Frequency Percentage

Gender
Male 297 68.1

Female 139 31.9

Marital status

Married 348 79.8

Unmarried 71 16.3

Divorced 17 3.9

Educational 
level

High school 43 9.9

Graduate 252 57.8

Postgraduate 141 32.3

Leadership 

support

Receives support 233 53.4

Does not receive 

support
203 46.6

Training
Yes 39 8.9

No 397 91.1

Religious 

values

Effective 367 84.2

Not effective 22 5.0

Null 47 10.8

3.2. Level of EB practice  
in the government agencies

Table 2 shows that EB has an average of 3.52 and 
a standard deviation (SD) of 1.11. This result in-
dicates that the degree of EB practice is high in 
government agencies in general. However, Table 2 
shows that the Eco-Initiative dimension obtained 
a high average of 3.71 and SD of 1.09. This result 
can be explained under the theory of planned be-
havior (TPB). The study sample may have positive 
attitudes toward the environment, which consti-
tute the behavioral intention, subsequently driv-
ing them to present good initiatives to protect the 
environment in the workplaces. This finding is 
confirmed by Bissing‐Olson et al. (2013) on some 
Australian organizations, who indicated that em-
ployees’ environmental attitudes help organiza-
tions develop EB in the workplace. Wesselink et 
al. (2017) also found a strong relationship between 
environmental attitudes and behavior through 
their study on employees in the public sector in 
the Netherlands. 
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According to the study scale, the Eco-Civic 
Engagement dimension obtained an average of 
3.22 and SD of 1.16, which means neutral choice. 
In the Perceived Behavioral Control dimension, 
the TPB assumes that the individual may have 
positive attitudes toward something and a behav-
ioral intention but cannot participate due to inter-
nal and external constraints that prevent the indi-
vidual from doing anything (Beck & Ajzen, 1991). 
These constraints include direct and indirect sit-
uational and institutional barriers (Harland et al., 
2007; Jurin & Fortner, 2002; Kollmuss & Agyeman, 
2002; Wesselink et al., 2017). So that, the sample in 
the current study may possess the behavioral in-
tention but cannot actively participate in environ-
mental events and activities due to the following 
potential obstacles: lack of environmental activ-
ities adopted by the organization, the absence of 
green leaders, limited environmental tasks in the 
description, the absence of green organizational 
culture, the lack of green rewards, the ineffective-
ness of the information and communication sys-
tem, and the weakness of facilities, such as green 
buildings and recycling tools. Abdulghaffar (2017) 
concluded that leadership is one of the obstacles to 
practicing green behavior by employees based on 
her study within the Saudi context. 

Table 2 shows that the Eco-helping dimen-
sion attained an average of 3.64 and SD of 1.08. 
Considering TPB, the Subjective Norms dimen-
sion assumes that an individual behaves when 

other people (colleagues and supervisors) approve 
of performing the behavior. Therefore, the study 
sample may assist colleagues in the workplace, 
whether in actions, encouragement, or advice, to 
make practical contributions to environmental 
sustainability. 

3.3. Empirical analysis

This sub-section presents the outcomes of the 
current study. This study employed the Mann-
Whitney and the Kruskal-Welles tests to test the 
hypotheses. The results are presented as follows. 

3.3.1. Hypothesis 1

Female employees in government agencies are 
more likely to report a higher level of EB than male 
employees. However, Table 3 shows no statistical 
difference between these two groups (p > 0.05), 
thereby rejecting H1. In other words, the EB prac-
tice of men and women in government agencies is 
equal. This finding can be explained by the fact that 
preserving the environment and its resources is a 
concern and responsibility of both male and female 
employees. Such a goal is related to the interests of 
their own, their organization, and their country. 

3.3.2. Hypothesis 2

Married employees in government agencies are 
more likely to report a higher level of EB than 

Table 2. Means (M) and standard deviation (SD) of environmental behavior

Dimensions Items Mean SD

Eco-initiatives

In my work, I weigh the consequences of my actions before doing something that could affect 
the environment

3.85 1.04

I voluntarily carry out environmental actions and initiatives in my daily work activities 3.74 1.08

I make suggestions to my colleagues about ways to protect the environment effectively even 
when it is not my direct responsibility 3.54 1.16

Mean 3.71 1.09

Eco-civic 

engagement

I actively participate in environmental events organized in and/or by my company 3.16 1.18

I stay informed about my company’s environmental initiatives 3.16 1.16

I undertake environmental actions that contribute positively to the image of my organization 3.43 1.16

I volunteer for projects, endeavors, or events that address environmental issues in my 

organization 3.12 1.16

Mean 3.22 1.16

Eco-helping

I spontaneously give my time to help my colleagues take the environment into account in 
everything they do at work

3.55 1.1

I encourage my colleagues to adopt more environmentally conscious behaviors 3.73 1.04

I encourage my colleagues to express their ideas and opinions on environmental issues 3.65 1.11

Mean 3.64 1.08

Overall mean 3.52 1.11
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other employee groups. Table 3 shows the sig-
nificant differences between married, unmar-
ried, and divorced groups (p < .05). The mean 
rank (255.79) indicates a difference in the di-
vorced group, thereby rejecting H2. Divorced 
employees report a higher level of EB than other 
employee groups. This finding may be ascribed 
to the fact that divorced employees have fewer 
family responsibilities compared with married 
ones, thereby giving them some time to engage 
in environmental activities at the workplace. 
Meanwhile, divorced employees report a high-
er level of EB than single employees, probably 
due to their marriage failure, which has made 
them more mature and responsible for life and 
the environment. 

3.3.3. Hypothesis 3

Employees in government agencies with high ed-
ucational levels are more likely to report higher 
levels of EB than other employee groups. Table 
3 shows significant differences between the high 
school, graduate, and postgraduate groups (p < 
.05). Mean rank = 271.58, indicating that the dif-
ference is for employees with high school educa-
tion. In other words, employees with high school 
education have a higher level of EB than others, 
thereby rejecting H3. This result may be attrib-
uted to the job responsibilities of these employ-
ees, which primarily focus on simple tasks, such 
as guarding, cleaning, and reception, which does 
not require the use of materials or engagement in 
activities that harm the environment. Moreover, 
these employees do not occupy critical positions 
in the government, thereby affording them some 
time to volunteer in environment-related activi-
ties. By contrast, graduate and postgraduate em-
ployees are usually placed in significant adminis-
trative and leadership positions that drain all their 
time and effort, distracting them from environ-
mental sustainability. 

3.3.4. Hypothesis 4

Employees in government agencies who receive 
leadership support are more likely to report high-
er levels of EB than those who do not receive such 
support. Table 3 also shows that the two groups, 
namely those who receive and do not receive 
leadership support, significantly differ (p < 0.05; 

mean rank = 262.63). Therefore, this result sup-
ports H4. This result seems logical because ad-
ministrative leaders act as role models for em-
ployees (Ibrahim, 2018). In addition, leaders who 
have a vision and mission directed toward the 
environment always motivate their employees to 
engage in environmental initiatives and rational-
ize their organization’s resources. Therefore, em-
ployees directly and indirectly affected by their 
leaders provide essential contributions to envi-
ronmental management. 

3.3.5. Hypothesis 5

Employees in government agencies who receive 
environmental training are more likely to report 
higher levels of EB than those who do not receive 
such training. Table 3 shows that the two groups 
significantly differ (p < .05). The mean rank = 
304.96 indicates that the difference is for the group 
that received training. This means that employ-
ees who received environmental training report-
ed higher levels of EB than others, thereby sup-
porting H5. Training is among the most critical 
tools for organizational change (Singh et al., 2019). 
Environmental training is essential for employees 
and leaders to promote green culture, build their 
skills, shape their attitudes, and transform them-
selves into environment-friendly human beings 
capital. 

3.3.6. Hypothesis 6

Employees who have religious values are more 
likely to report higher levels of EB in government 
agencies than other groups. Table 3 shows a sig-
nificant difference between the three groups (p < 
.05). The mean rank = 225.77 indicates that the dif-
ference is for employees who have religious val-
ues. Therefore, H6 is supported. As the official reli-
gion of Saudi Arabia, Islam calls for the protection 
of the natural environment and its components 
(Helfaya et al., 2018). For example, Muslims are 
forbidden to waste water and food, cut down trees, 
or smoke. While all citizens of Saudi Arabia are 
exposed to these religious values and teachings, 
they differ in how they apply these teachings in 
life. Some may embrace and apply these values in 
social and institutional situations, whereas others 
may show less commitment to them or do not see 
their importance. 
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Table 3. Mann-Whitney and Kruskal-Wallis tests 

Mann-Whitney U test for difference between two 
groups toward EB

Gender N Mean rank Sum of ranks P

Male 297 217.8 64686.5
0.86

Female 139 220 30579.5

Leadership 

support
N Mean rank Sum of ranks P

Receive support 233 262.63 61193.5

0.01Does not receive 

support
203 167.84 34072.5

Environmental 
training

N Mean rank Sum of ranks P

Yes 39 304.96 11893.5
0.01

No 397 210.01 83372.5

Kruskal-Wallis test for the difference between three 
groups toward EB

Marital status N Mean rank Chi-square P

Married 348 222.76

6.42 0.04Unmarried 71 188.68

Divorced 17 255.79

Educational 
level N Mean rank Chi-square P

High school 43 271.58

11.35 0.01Graduate 252 219.24

Postgraduate 141 200.99

Religious 

values N Mean rank Chi-square P

Effective 367 225.77

10.87 0.01Not effective 22 225.73

Null 47 163.82

4. DISCUSSION

It has been found that female employees in govern-
ment agencies have no statistical difference from 
male employees in Saudi government agencies. In 
other words, the EB practice of men and women 
in government agencies is equal. This result is con-
sistent with Liu et al. (2018), who revealed that the 
participation of women and men in EB practice in 
Chinese organizations is equal. However, this result 
differs from Chen et al. (2011), Digby (2013), Patel 
et al. (2017), and Vicente-Molina et al. (2018), who 
found the relationship between gender and EB in 
organizations. 

The results showed a significant difference between 
married, unmarried, and divorced groups. Divorced 
employees report a higher level of EB than other em-
ployee groups. This finding contradicts Chen et al. 

(2011), who stated that single employees have higher 
participation in EB than married employees. By con-
trast, Hlaing (2016) confirmed that single employees 
are less involved in environmental protection than 
married employees. The outcome revealed a signif-
icant difference between the high school, gradu-
ate, and postgraduate groups. Employees with high 
school education have a higher level of EB than oth-
ers. This finding is consistent with Digby (2013) and 
Hlaing (2016). They showed that employees with low 
levels of education are more involved in environ-
mental protection than those with a high level of ed-
ucation. However, this result differs from Patel et al. 
(2017), who found that highly qualified individuals 
show EB more than those with low qualifications. 

The findings indicated that leadership support has 
a significant difference (p < .05). This outcome 
is consistent with Digby (2013), Ibrahim (2018), 
Papagiannakis and Lioukas (2018), Raineri and 
Paillé (2016), and Tuân et al. (2014), who empha-
sized the effect of leadership in different types of EB 
in the workplace. Furthermore, the results indicated 
that employees who received environmental training 
reported higher levels of EB than others. It means 
that employees who received environmental train-
ing reported higher levels of EB than others. This 
result agrees with Cabral and Dhar (2019), Pham et 
al. (2019), Pinzone et al. (2019), Singh et al. (2019), 
Unnikrishnan and Hegde (2007). Such a consistency 
confirmed a positive effect of green training on the 
behaviors of employees toward protecting the envi-
ronment through workplaces. 

The outcomes found a difference between the groups 
of employees who have religious values. The out-
comes also indicated that the difference is for em-
ployees who have religious values. This finding gen-
erally agrees with many studies conducted in Islamic 
countries, which emphasized the impact of religious 
values on the behavior of individuals in supporting 
the environment (Ali et al., 2015; Ibrahim, 2018; Rice, 
2006). 

This study revealed that leadership support encour-
ages employees to practice EB. Therefore, this study 
recommends that all leaders in government agen-
cies provide the necessary support for employees. 
Leaders must also act as role models for employees 
to display environmentally friendly behaviors in the 
workplace. The study indicated that training has a 
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role in the EB practice of employees. Thus, the study 
recommends expanding environmental training 
programs, including all employees and managers 
in government agencies, because training provides 
environmental knowledge and awareness. The re-
cruitment process is examined to attract employees 
and leaders with reasonable beliefs, attitudes, and 
initiatives toward environmental issues. 

According to the findings, it has been found that 
environmental behavior practice is generally high 
in government agencies in Saudi Arabia. Therefore, 
the current study recommends raising EB through 
the following. First, employees must be educated 
on the importance of undertaking voluntary ac-

tions and initiatives for environmental protection 
through educational programs and various incen-
tives. Second, employees must be informed regu-
larly by creating an effective communication sys-
tem that provides accurate and immediate infor-
mation on all environmental initiatives evaluated 
by government agencies and other organizations 
in society to promote awareness and effective par-
ticipation. Third, opportunities must be provided 
to employees to express their thoughts and opin-
ions on environmental issues. Finally, these issues 
must be solved by producing a democratic ap-
proach to management, which enables the expres-
sion of their views in complete freedom.

CONCLUSION 

The study attempts to examine the level of EB practice in Saudi government agencies. This paper used 
six dimensions, namely gender, marital status, educational level, leadership support, environmental 
training, and religious values, to evaluate EB’s degree in Saudi Arabia government agencies. The results 
found that divorced employees, employees with high school education, employees who receive leader-
ship support and environmental training, and those who embrace Islamic religious values are consider-
ably involved in the practice of EB in government agencies. The present study also revealed a significant 
difference between married, unmarried, divorced, high school, graduate, postgraduate, those who re-
ceive and do not receive leadership support in Saudi government agencies. In addition, employees who 
received environmental training reported higher levels of EB than others. Finally, the results also indi-
cated a difference between employees who have religious values.

The findings have considerable implications for researchers, regulators, policymakers, managers, gover-
nors, and academicians. This study seeks to fill the existing gap in the environmental behavior literature 
and adds to the study of the degree of environmental behavior in government agencies. There is a lack 
of investigations on environmental behavior in government agencies in Saudi Arabia. However, this pa-
per is one of the few studies on environmental behavior (EB) in governmental agencies. This study also 
establishes a basis for researchers to conduct additional investigations into the relationship of EB with 
other variables in governmental organizations. Moreover, the current study can guide researchers from 
other contexts in the world to conduct comparative studies between their countries and Saudi Arabia in 
environmental management in public organizations. 
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APPENDIX A. Questionnaire

Section A: General information

Please tick the appropriate answer: 

• Gender: () Man – () Woman;
• Marital status: () Married – () Unmarried – () Divorced;
• Educational level: () High school – () Graduate – () Postgraduate;
• Leadership support: () Receives support – () Does not receive support;
• Training: () Yes – () No;
• Religious value: () Effective – () Not effective – () Null.

Section B: Environmental behavior

Please tick the appropriate answer that describes your opinion.

Table A1. Questionnaire table

Dimensions Items
Strongly 

agree
Agree Neutral Disagree

Strongly 

disagree

Eco-

initiatives

In my work, I weigh the consequences of my actions before 
doing something that could affect the environment
I voluntarily carry out environmental actions and initiatives 
in my daily work activities
I make suggestions to my colleagues about ways to protect 
the environment more effectively, even when it is not my 
direct responsibility

Eco-civic 

engagement

I actively participate in environmental events organized in 
and/or by my company
I stay informed about my company’s environmental 
initiatives
I undertake environmental actions that contribute positively 
to the image of my organization
I volunteer for projects, endeavors, or events that address 

environmental issues in my organization

Eco-helping

I spontaneously give my time to help my colleagues take the 
environment into account in everything they do at work

I encourage my colleagues to adopt more environmentally 

conscious behaviors

I encourage my colleagues to express their ideas and 

opinions on environmental issues
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