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Abstract

High performance organization creates a conducive working environment that attempts to
keep the employees happy and productive. It is one of the important things that need to be
considered by any organization. Previously, there are so many studies regarding antecedents
of Human Resources Management (HRM) practices towards Organizational Citizenship
Behavior (OCB), but lack of Organizational Citizenship Behavior for Environment (OCBE). Due
to this circumstance, this study aims to identify the influences of Human Resources
Management (HRM) practices towards Organizational Citizenship Behavior for Environment
(OCBE) at workplace by responding to the global warming issues. The integration of Training
and Development, Compensation and Benefits, and Performance Appraisal are used in
predicting the effect towards OCBE in this study. A total of 130 set of questionnaires have
been distributed among employees in Kuala Lumpur using convenience sampling technique.
The finding confirm that organization practices should incorporate environmental-friendly
work culture among their employees in order to encounter with the environmental issues.
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Introduction

Clean environment is needed in every country and city in this world to ensure that
people are comfortable to continue their daily activities especially in working area. A growing
number of employees complaining about experiencing utmost hot weather when working
outside of the building and while doing field work. This situation happened by virtue of global
warming phenomenon.

Malaysia is one of the countries that get affected by global warming. Moreover, the
1.5°C Global Warming Special Report released by the Intergovernmental Panel on Climate
Change (IPCC) on 8 October 2018 identified South East Asia as one of the regions that would
be hardest hit in the near future by climate change (Varkkey, 2019). Temperature records
have shown warming trends in most places including Malaysia in the past 30-50 years. Climate
change in Malaysia has shown the negative impact of the phenomenon on human habitats
such as agriculture, forests, water resources, coastal resources, health and energy sector
(Haliza, 2018).

In vogue, environmental change is regarded as one of the biggest challenges to
society. The ecological crisis is undeniable, systemic and persistent, impacting every aspect of
our lives and the future. Thus, Malaysia government need to be proactive in responding to
the environmental crisis and challenges in determining the best way to reciprocate and
illuminate the problems.

The public concern about the problems of climate change led to the emergence of
new environmental regulations. In Malaysia, a new Ministry of Natural Resources and
Environment (MNRE) has been established. The MNRE has largely perpetuated the
conventional focus on development and the production of wealth with all the purposes of a
separate and empowered ministry with environmental issue. The ministers continue to argue
that land and forests are national assets that can’t be left dormant. As a result, Malaysia’s
economy continues to witness tremendous growth and development, driven by the
abundance of natural resources and raw materials. Besides that, Malaysia government take
initiatives to primary school students explored the feasibility of a Climate Change Act.
Malaysian student interested in participating to innovated to help mitigate the effects of
climate change. Comparatively, the solutions provided by the students range from air
pollution detecting drones, forest fire warning system to beeping bins capable of
differentiating waste types, recycling waste, biodegradable plastic compounds, solar-
powered traffic lights, carbon dioxide converters and a variety of filters, detectors, sensors
and automated systems that harness energy from natural sources (The Star, 2019). This action
manifest that everyone actually cares about our environment and making an effort to decode
the predicament state.

In consonance with Wagner & Omran (2011), Malaysia is also taking steps to adopt
the Green Building Strategy as an efficient way to minimize energy use, greenhouse gas
emissions, sick building syndrome and the overall effects of construction patterns on the
environment. Multiple events and platforms were created in Malaysia in order to increase the
level of awareness regarding this matter. As an example, The International Greentech and Eco
Products Exhibition and Conference Malaysia (IGEM) 2019 marks its 10t anniversary as the
largest trade event for green technologies and eco-solutions in South East Asia. This kind of
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events will hopefully increase the awareness in the country especially to those who work in
the industries. The company in Malaysia need to focus more on environmental management
and employee awareness toward the environmental issues. Hence, the objective of this study
was to identify the predictors that influence the HRM practices towards OCBE among
Malaysian since it is very challenging to create OCBE with HRM practices in all organization in
Malaysia without appropriate information and instruction.

Literature Review

This literature review study the intended effects that linked the existing knowledge
gaps by investigate the relationship between Training and Development, Compensation and
Benefits, Performance Appraisal and Organizational Citizenship Behaviour for Environment.

Organizational Citizenship Behaviour for Environment (OCBE)

Organizational Citizenship Behaviour (OCB) has been defined as personal and
voluntary behavior that is not directly mentioned in an organization’s official reward system.
Though, it does contribute to the organization’s effectiveness and efficiency (Appelbaum et
al., 2004). Behaviour in this category consist of the employees may engage in at their
discretion, and that facilitated the effectiveness of the organization, and promote the
interests for the environment (Brief & Motowidlo, 1986). Earlier researchers in organizational
relationship behavior (OCB) were mostly conducted to identify employees’ responsibility or
behaviors in organization that were often overlooked; but Daily, Bishop & Govindarajulu
(2009) concocted new type of Organizational Citizenship Behavior toward environment or can
be call as “pro-environment behavior” and define as the employees’ effort toward
environment that related discretionary perform in an organization which not rewarded or
required from organization. Hence, OCBE is related to, but still dissimilar from OCB because
OCBE can be define as employees’ voluntary act which the organization cannot pay or obtain
directions to the improvement of the environment (Daily, Bishop & Govindarajulu, 2009).
Employee’s contribution and involvement in green programs in the organization would gain
multiple benefits for the organization.

Boiral & Paille (2012) measured the OCBE based on eco-initiatives, eco-civic
engagement, and eco-helping. Eco-initiative was interrelated with pro-environmental
initiatives driven by an employee which include activities of the environment in the
organization. This will skyrocket the environmental performance of organization eco-civic
engagement and could contributes to environmental initiatives in an organization, such as
joining a program or event related to environment awareness that organized by the company.
It is compulsory to support environmental events in order to achieve environmental
objectives. As a result, the benefit of developing an inclusive environmental policy led to
foster perspective of ecological issues or establishing an environmental committee of
voluntary employees by getting support from the organization. According to Testa et al.
(2016), eco-helping is voluntary assistance to workers in addressing environmental concerns;
promotion of team cooperation to address complex environmental issues, exchanging
environmental knowledge with recruits and helping colleagues participating in a pollution
reduction programme. Thus, it could alleviate the organization in getting sterling result of
environmental performance.

Organizational Citizenship Behaviour for Environment (OCBE) is employee judgmental
behaviours whereby employee will express their willingness to collaborate with their
organization and co-worker by performing behaviours in the company that give benefits to
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natural environment (Boiral & Paille, 2012). Subsequently, the employee might develop,
suggest, and share new practices in the organization.

As stated by Delaney & Huselid (1996), there is connection between key HRM and
OCBE. In order to develop of organizational citizenship behavior for environment perspective
in the organization, HRM practices ought to end up more inventive and in term with
environmental objectives. It is important for human resources professional to watch,
understand and embrace the objectives of environmental conduct or OCBE to give
information about the environmental execution. Human resources professional can shape
and influence the employee’s practices and also became the ones that can help to changing
the working environment to be more environmental-friendly.

Training and Development

Training is one of the attempts of the employer to share the expertise and skills with
its workers to excel in the increasingly self-driven competitive performance contexts of the
new workplace. It is becoming popular for organizations to assign responsibility for key
educational decisions to their employees. Training is a crucial element in developing
intellectual capital. It dealt with enhancing different skills to a desired level through
preparation and practice. Carbery & Cross (2015) and Noe (2010) stated that training is a plan
and effort system to improve knowledge, skill, and abilities of an employees throughout the
learning process which is crucial requirement to perform effectively in the organization. It is
a learning process in order to transfer the information, knowledge, and skill from the person
who knows to the employee who does not know or cannot do. Besides that, Carbery & Cross
(2015) initiated that development is the activity or ongoing acquisition of skill and knowledge
that lead to a long-term career growth of employee for future job responsibilities.

As reported by Yazdanifard (2014), training and development is a developmental
structure of the knowledge, skills and abilities that the employees need to achieve goal of a
task effectively. It is because to improve the organization’s activities where it desires to get
better performance and positive results. Nevertheless, some studies often called training and
development as Human Resources Development (HRD) because this area is improving human
to remain competitive and can fit well in the market. In order to improve employee’s
productive and satisfaction, the employer need to understand that training could support
employee because it can remain competitive by continually investing the knowledge in their
workers (Aguinis & Kraiger, 2009).

The key area for enhancing the OCBE is to have an appropriate means of training and
development in order to increase the growth of employee engagement understanding
relating to the efforts of an organization towards sustainability. In the opinion by Yazdanifard
(2014), it can be seen that growing employee engagement through company investing in the
training and development system will enhance environmental citizenship behavior (OCBE)
and contribute to sustainable organizational growth.

Compensation and Benefits

In accordance with Byars & Rue (2006), compensation applies to any of the extrinsic
benefits workers earn because of their committed in their works; such as wages, bonuses,
and benefits. Meanwhile, Nankervis, Compton & Baird (2008) explain that benefits can be
tangible such as health benefits and paid leave, or in non-financial terms, such as flexible job
conditions and wellness programs to improve employee productivity, happiness and
dedication.
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Compensation and benefits are the most crucial part of HRM activities. It is because
compensation and benefit can help to reinforce the organizational culture and value, to drive
organization until achieving its strategic business objective (Meija & Welbourne, 1991). In
conformity with Raymond (2014), rewarding desire result and compensation and benefits
policies can enhance employee behaviour in the workplace and serve as a tool for motivating
job performance and enhancing organizational effectiveness at the uppermost level.
Organization need to be more innovative in ensuring more voluntary behaviour that could
motivate employees to act as a voluntary worker. The rewarding employee for voluntary
behaviour will be an essential part of human resources management implementation because
it can reinforce empowerment and ethical decision making of the worker to continually
motivating their pro-environmental behavior (OCBE) (Cruces, 2001).

Performance Appraisal

Performance appraisal is a comprehensive assessment of employee performance and
a recognition of the ability of individual to improve and develop career path. Performance
appraisal is also used to differentiate between workers, to recognise strength and weaknesses
of workers, to analyse Human Resources (HR) processes, to record personnel decisions and
to enhance employee performance (Cleveland et al., 2003). It is an overview of measurement
in an organization to evaluate individual effectiveness and achievement. It also is an
explanation of individual job related to strength and weaknesses to make a decision about
the individual career enhancement. Moreover, performance appraisal can only achieve a
strategic aim if assessments is consistent to the goals of the company and the performance
input is indeed conveyed to the workers (Noe, Hollenback, Gerhart & Wright, 2011).

Furthermore, employees will support the appraisal system that being introduced if
they understand the performance evaluation process, agree on the meaning orientation of
the system by having an agreement with management on the performance metrics used have
trust in the accuracy of the performance measurement and believe that there is no ratter bias
(De & Pritchard, 2006). Management in the organization need to focuses to the important
aspect of performance appraisal which is to meet the standards of reliability, validity, and
impartiality and to ensure that the performance appraisal is effective. It can be delivered as a
useful feedback to the employees’ performance, so that they can make improvement in the
organization. However, it is a bit challenges when it comes to apply performance appraisal for
evaluating OCBE because organization need to create a performance management system to
develop OCBE standard and enhance achievement of OCBE in organization (Steg & Vlek,
2009).
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Research Framework and Hypotheses

Training and
Development H1

Compensation and —
Benefits o . 'Organ!zatlonal‘
- —— | Citizenship Behavior
for Environment
Performance H3 (OCBE)
Appraisal

Figure 1 Theoretical Framework
(Sources: Boiral & Paolle (2012); Demo et al., (2012) Amin et al., (2014)

H1: There is a significant relationship between training and development with
organizational citizenship behaviour for environment (OCBE).

H2: There is a significant relationship between compensation and benefits with
organizational citizenship behaviour for environment (OCBE).

H3:  There is a significant relationship between performance appraisal with organizational
citizenship behaviour for environment (OCBE).

Methodology
The instrument used for this study were adapted from various sources. This
guestionnaire comprises of 33 questions including demographics.

Table 1
The Source for Questionnaires for Each Variables
Variable Source No. of Item
Organizational Citizenship . .
Behaviour (OCBE) Boiral and Paille (2012) 10
Training and Development | Demo, Neiva, Nunes and Rozzett (2012) 6
C ti d
ompfensa lon an Demo, Neiva, Nunes and Rozzett (2012) 5
Benefits
Performance Appraisal Amin, Ismail, Rasid and Selemani (2014) 5

In order to complete this research, the primary and secondary data was used as
sources. The length of data collection period is about 9 weeks which is 18™ May 2020 until
24% July 2020. In this study, the questionnaires with five-point Likert Scale were used and
distributed randomly to 130 employees that works in different industry around Kuala Lumpur.
Due to COVID-19 pandemic, the questionnaires only obtainable through online. The
researcher used convenience sampling technique to select the sample where several random
offices were selected in this study. Unfortunately, only 102 was return successfully with
complete response. Table 2 depict the alpha value and mean of each variable. The reliability
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of the questionnaires ranges from 0.697 to 0.869 which indicates that they were consistent
and appropriate for the study (Nunnaly, 1978).

Table 2
The reliability result of the questionnaires
Organizational Training and Compensation and Performance
Citizenship Behaviour for | Development Benefits Appraisal
Environment
0=0.869 0=0.766 a=0.776 a=0.697
(u=4.144) (u=4.156) (u=4.082) (u=4.202)

Finding and Discussion

As mentioned earlier, this study was conducted within 9 weeks toward employees that
work in various company located in Kuala Lumpur. Among those who participated, most of
the respondents is female (58.8%) within the range of 20-29 years old (47.1%). The details of
the Frequency of Distribution Analysis are shown in Table 3.

Table 3
Result of Distribution Analysis Frequency

Variables Categories Frequency (N) Percentage (%)

Gender Male 42 41.2%
Female 60 58.8%

Age Less than 20 years old 7 6.9%
20-29 years old 48 47.1%
30-39 years old 23 22.5%
40-49 years old 14 13.7%
50-59 years old 10 9.8%
60 years old & above - -

Race Malay 88 86.3%
Chinese 10 9.8%
Indian 1 1%
Others 3 2.9%

Marital Status Single 61 59.8%
Married 35 34.3%
Single Parent 6 5.9%

Number of Children  No children 65 63.7%
1-2 children 21 20.6%
3-4 children 12 11.8%
5-6 children 3 2.9%
7-8 children 1 1%
Above 8 - -

Level of Education SPM 4 3.9%
Certificate 1 1%
STPM 11 10.8%
Diploma 43 42.2%
Degree 36 35.3%
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Master 7 6.9%
PhD - -
Working experience  1-5 years 51 50%
6-10 years 24 23.5%
11-15 years 10 9.8%
16-20 years 4 3.9%
21-25 years 6 5.9%
26 years and above 7 6.9%

In order to achieve the researchers’ objectives in investigating the relationship
between Training and Development, Compensation and Benefits, Performance Appraisal with
Organizational Citizenship Behaviour for Environment (OCBE), the data were analysed using
Pearson Correlation Analysis. The results in Table 4 showed that there is a significant
relationship between each of the independent variables with the dependent variable.
However, the strength of the relationship is differed. The most correlated with OCBE is
Training and Development (r=.733, p=.000); followed by Compensation and Benefits (r=.645,
p=.000) and Performance Appraisal (r=.607, p=.000).

Table 4
Pearson Correlation Between the Variables
Training and Compensation Performance
Development and Benefits Appraisal
Organizational Citizenship 0.733 0.645 0.607

Behaviour for Environment (OCBE)

**Correlation is significant at the 0.01 level (2-tailed)

Next, Multiple Regression test was conducted in order to understand the predicted
power of the factors that affect Organizational Citizenship Behaviour for Environment (OCBE)
among employees in Kuala Lumpur. The result shows the adjusted 72 is 0.615, with a different
weightage of the standardized coefficient. Among all, there are two independent variables
which is Training and Development ($=0.519, 0.000) and Compensation and Benefits
(B=0.310, p= 0.000) have a relationship with the DV. However, Performance Appraisal (B=
0.062, p=0.529) was not significant with OCBE.

Table 5
Multiple Regression Analysis
Variable Unstandardized and Coefficient Sig
Beta
Training and Development .519 .000
Compensation and Benefits 310 .000
Performance Appraisal .062 .529
F change 54.740
R square .626
Adjusted R square .615
**p<.05
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Discussion and Conclusion

The outcome of this study shows that Training and Development has positive
significant relationship with OCBE among employees in Kuala Lumpur, Malaysia. It is because
in Malaysia, there a lot of events that supported green practices with the intention to create
awareness toward environmental issues. Besides, this finding is also consistent with Zibarras
and Coan (2015) result which show that the significant relationship between Organizational
Citizenship Behaviour for Environment (OCBE) and training and development in UK since the
critical area for improving environmental citizenship behaviour (OCBE) is to provide adequate
preparation and development to ensure the workers are well informed about environmental
protection and the environmental effect. This is how they can learn to respond to changes in
the environment and will increase the awareness of an organization’s sustainability efforts
(Mandip, 2012; Zibarras & Coan, 2015). In the direction of to increase the Organizational
Citizenship Behaviour for Environment (OCBE), it can be done by focusing on training and
development such as orientation programs and environmental management workshop
(Razab, Udin & Osman, 2015). If the training and development conducted effectively, multiple
parties will gain benefits.

The second variable of this research was Compensation and Benefits, where the
regression analysis result showed that there is significant relationship with OCBE. This result
is consistent with Shen, Netto & Tang (2010), it stated that compensation and benefit are
entirely related to OCBE because it can motivate the employee to create environmental
improvement in the organization (Renwick, Redman & Maguire, 2008). In addition, Ahmad
(2015) also believes that incentives and rewards will affect the overall amount of OCBE
working towards environmental protection because bonuses and compensation can be
viewed as possible mechanism for promoting environmental practices in organizations
towards environmentally friendly measures among the employees.

Last but not least, the third variable is Performance Appraisal. The Regression Analysis
of this variable shows that there is no significant relationship between Performance Appraisal
and OCBE. This result is supported by Shen, Netto & Tang (2010) that stipulated there is no
significant relationship between performance appraisal and OCBE because it has been widely
known to integrated performance appraisal to OCBE among employees.

Recommendations

In order to ensure the employees well informed and aware about the environmental
issues, they should be involved in events that endeavour environmentally friendly programs.
Hopefully by volunteering in events, employees can learn how to appreciate and make our
environment to be better in the future. A suitable training and development program must
be instilled in ensuring the employees can be creative in maintaining and sustaining the use
of energy. Besides that, they also can practice what they learn at the training and become
their working culture. An effort and direction should be commensurate to create green
management in the work place. In addition, the employees will become more concerned
about environmental management and effects since they can learn how to react to changes
in the environment and raise awareness of an organization’s efforts towards sustainability
(Mandip, 2012; Zibarras & Coan, 2015).

In boosting the motivation of the employees, organization should offer incentives for
employees in order to enhance concern and practices towards green environment concept at
the work place. By doing this, such encouragement about environmental issues awareness
will practically help to save the environment even with their minimum actions from
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employees. According to Shen, Netto, & Tang (2010), compensation and benefit is entirely
related to OCBE because it can motivate the employee to create environmental improvement
in the organizations. Moreover, Ahmad (2015) also agree that incentives and rewards can
influence the maximum of Organizational Citizenship Behavior for Environment (OCBE) at
workplace toward environmental management. Eventually, it will improve the employee’s
motivation on preserving the nature while performing high productivity in the organization.

Succinctly, this study scouted partially possible forms of OCBE. The questionnaire
design was not all embracing and only cover partially possible discretionary behaviours for
the environment. The literature in this study were not comprehensive in representing the
spectrum and consensus of OCBE. On that account, numerous platform and avenues of
research suggest that OCBEs are worthwhile for investigation and exploration. Nevertheless,
the research that was conducted in this area, it clearly states that the importance of instilling
and nurturing the green management concept and hopefully the result of this of this study
could alleviate more profound research on this new themes and subject.

Conclusion

This research aims to investigate the Organizational Citizenship Behaviour for
Environment between Training and Development, Compensation and Benefits and
Performance Appraisal. Based on the findings, Training and Development (H1) and
Compensation and Benefits (H2) have positive relationship that influence the Organizational
Citizenship Behaviour for Environment (OCBE). However, it is different for Performance
Appraisal where the relationship is not significant. In consequence, organization which
accessible more involvement of Human Resources practices to OCBE need to highlight on
training and development program and also compensation and benefits for improvement of
OCBE in the organization.

A future study and direction is to explore the additional effects of these green
practices on OCBE. A holistic approach about the effect of macro level policy on employee
OCBEs in the organization. Thus, to examine the impact individual employee’s OCBE after the
establishment of the policy. Among the national level policy, the study on introducing subject
during school or even in university level should be essential. In fostering positive behaviors, it
is admissible for schools and university from an education and will continue to the lifelong
education in corporate perspective. This research will explored on the ways and method of
employees perceive and practice OCBE at workplace. OCBE engagement will start from school
to university level as become part of new developed culture.

Contribution

In implementing well developed policy on the green management, it will reduce waste and
cost optimization that significantly reaching the environmental sustainability. In the long run,
it will nurture the positive employee engagement. Moreover, having the cautious thought
about preserving the natural environment will subsequently enhancing the ROl of the
organization. The management in extraction and exploitation of raw materials to the
generation of waste will no longer be neglected by the organization. Hopefully this concept
could reduce the effect of global warming, earth quick or any natural disaster. Thus, activities
on economic value will be balanced with the social and environmental value.
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