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Abstract 
This study aims to analyze the relationship between motivation (intrinsic and extrinsic), employee 
green behavior, religiosity, and employee green attitude among Muslim employees in the higher 
education sector in Indonesia. This study uses a quantitative approach with a survey design and 
purposive sampling technique. Respondents consisted of 81 Muslim millennial and Gen Z employees 
working in higher education institutions. The data collection instrument was a questionnaire with a 
Likert scale covering five main constructs: intrinsic motivation, extrinsic motivation, green behavior, 
religiosity, and green attitude. Data analysis was carried out using the Structural Equation Modeling–
Partial Least Squares (SEM-PLS) technique through SmartPLS software. The results showed that 
intrinsic and extrinsic motivation had a significant influence on religiosity, and religiosity acted as a 
significant mediator in shaping employee green attitudes. Conversely, green behavior did not have a 
direct effect on religiosity or green attitudes. The R² values of 0.922 for religiosity and 0.940 for green 
attitudes indicate a very strong predictive ability of the model. These findings confirm that religious 
values play a central role in linking motivation to sustainability attitudes in the workplace. 
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Introduction 

The environment in Indonesia faces serious challenges that require focused handling, especially 
the decline in forest cover reaching 0.5% per year, the increase in domestic carbon emissions by 4.5 
tons per capita in 2021, and air quality that has not met the WHO threshold, causing various public 
health problems (de Bont et al., 2023; Galindo-Gutiérrez, 2024). This condition is exacerbated by the 
increase in global average temperatures of 1.1 °C since the pre-industrial era, which has the potential 
to accelerate ecosystem damage and threaten the achievement of the Sustainable Development Goals 
(SDGs), especially SDG 13 on climate action and SDG 15 on life on land (Schönberger, 2024; Wahid 
et al., 2024). Therefore, increasing awareness, attitudes, and environmentally friendly behavior through 
contextual education strategies, such as the implementation of a green curriculum based on local 
wisdom and adaptive technology is urgent to ensure the sustainability of the ecosystem and the quality 
of life of the Indonesian people. 

As a developing country with the largest Muslim population in the world, Indonesia faces 
environmental issues that are highly focused on three main aspects air pollution, deforestation, and 
clean water crisis which directly affect the quality of education services and the welfare of education 
personnel (Farooq et al., 2023; Indonesia, 2024). From the perspective of Self-Determination Theory, 
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the low intrinsic motivation of teachers and education personnel to participate in environmentally 
friendly programs is triggered by the lack of fulfillment of the needs for autonomy, competence, and 
engagement in the work environment (Ryan & Deci, 2000). Furthermore, according to the Theory of 
Planned Behavior, the intention to behave green is determined by attitudes, subjective norms, and 
perceived behavioral control where the study found that Islamic religious norms significantly 
strengthened the relationship between pro-environmental attitudes and green behavior of elementary 
school employees in West Java (Simarmata, 2024). Although previous studies have shown the potential 
of Islamic religiosity as a driver of sustainability, there is still a lack of empirical evidence in the context 
of secondary education institutions in Indonesia (Sagala et al., 2024; Wakhidah & Erman, 2022). 
Therefore, this study will test an integrative model combining employee motivation, environmentally 
friendly attitudes and behaviors, and Islamic religiosity to explain the contribution of the education 
sector to achieving SDG 4 (Quality Education) and SDG 13 (Climate Action), while also offering 
strategies to increase the capacity of education personnel as agents of ecological change (Handayani 
et al., 2024). 

The importance of green performance training can improve employee knowledge and skills in 
the industrial and educational sectors (Darvishmotevali & Altinay, 2022a, 2022b). However, their 
studies have not explained the psychological mechanisms behind the formation of green behavior. 
According to the Theory of Planned Behavior (Ajzen, 1991, 2020), green behavioral intentions are 
influenced by three main constructs it is attitudes, subjective norms, and perceived behavioral control 
and have been applied to study Employee Green Behavior (EGB) in the financial sector (Ahshanul 
Mamun, 2023),health (Fakhrudin et al., 2025; Mateen, Mahek, et al., 2023; Mateen, Thomas, et al., 
2023), hospitality (Tariq et al., 2020; Tuan, 2022), textiles (S. H. Ali & Puppim de Oliveira, 2018; S. R. 
Ali et al., 2024), and tourism (Sinaga et al., 2024). On the other hand, Self-Determination Theory 
emphasizes the role of autonomy, competence, and relatedness needs in motivating pro-
environmental behavior, but its application to the context of employee EGB is still very limited. In 
addition, the literature has not explored much about how Islamic religiosity as a norm and source of 
motivation as moderates the relationship between motivation and green behavior, especially in 
secondary education institutions in Indonesia (Maksimenko et al., 2023). This study attempts to fill 
this gap by testing an integrative model that combines the TPB construct, SDT psychological needs 
fulfillment, and Islamic religiosity moderation to explain the variance of educational employee EGB, 
while also offering recommendations for strategies to strengthen the role of education personel in 
achieving SDG 4 (Quality Education) and SDG 13 (Climate Action ). 

Employee awareness of environmental impacts can be understood through the Theory of 
Planned Behavior  (Ajzen, 2020), where attitudes, subjective norms, and perceived control influence 
green behavioral intentions (Daily & Huang, 2001;). In addition, Self-Determination Theory suggests 
that fulfilling the needs for autonomy, competence, and relatedness increases intrinsic motivation to 
adopt green practices  (Benn, 2014). In the context of higher education, studies have revealed that 
employees' environmental knowledge positively contributes to the ecological performance of 
institutions (Tariq et al., 2020) and that lecturers' pro-environmental attitudes influence students' green 
behavior (Farooq et al., 2023). This study will examine the role of psychological and religious factors 
in shaping employees' attitudes and behaviors towards environmental issues, in order to support 
sustainability strategies in educational institutions. 

As the largest Muslim population in the world, Indonesian employees have strategic potential 
as agents of environmental change through green behavior (Mateen, Mahek, et al., 2023; Tuan, 2022). 
Although many empirical studies have discussed Employee Green Behavior (EGB) in the financial, 
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healthcare, and hospitality sectors, attention to internal psychological factors intrinsic-extrinsic 
motivation, green attitude, and Islamic religiosity is still limited (Maksimenko et al., 2023). Based on 
the Theory of Planned Behavior, pro-environmental attitudes, subjective norms influenced by Islamic 
values, and perceived behavioral control predict EGB intentions (Huang et al., 2024). In addition, 
Self-Determination Theory asserts that fulfilling the needs for autonomy, competence, and relatedness 
increases intrinsic motivation for green practices (Ryan & Deci, 2000). The Islamic perspective 
reinforces this ecological responsibility as a moral obligation, as evidenced by the concept of the caliph 
and (QS. Al-A'raf: 56) which emphasizes the necessity of preserving the earth (Aripin & Nugroho, 
2023). However, current literature still focuses on individual consumption behavior outside the 
organization (Abutaleb et al., 2021; Begum, Jingwei, Haider, et al., 2021; Begum, Jingwei, Marwat, et 
al., 2021) without integrating all these constructs in the context of secondary education. Therefore, 
this study will design an integrative model that links Islamic motivation, attitude, and religiosity to 
explain the variance of employee EGB in educational institutions, while formulating strategies to 
increase green leadership capacity that are relevant to achieving SDG 4 and SDG 13 (Ahshanul 
Mamun, 2023; Lestari et al., 2024). 

This study is based on the Theory of Planned Behavior (Ajzen, 2020), Self-Determination 
Theory (Ryan & Deci, 2024), and the mandate to protect the earth from an Islamic perspective (Aripin 
& Nugroho, 2023), and aims to uncover the psychological and religious mechanisms behind the green 
attitudes of Muslim academic staff in Indonesian universities (Rosita et al., 2025). First, the study will 
assess the direct influence of the level of religiosity including the frequency of worship and the depth 
of understanding of Islamic values on Employee Green Attitude (EGA). Second, the role of intrinsic 
motivation (need for autonomy, competence, relatedness) and extrinsic motivation (incentives, 
rewards) will be analyzed as predictors of religiosity which then shapes green attitudes. Third, this 
study will evaluate the contribution of Employee Green Behavior (EGB) concrete actions of 
employees in environmentally friendly practices in strengthening religiosity and solidifying green 
attitudes. With this integrative model, it is hoped that strategic recommendations will be obtained to 
instill religious-based sustainability values in environmental management policies and practices in 
higher education institutions. 

This research is very crucial because it is in line with Indonesia's commitment in the RPJMN to 
support the achievement of SDGs and respond to climate change  (Asia, 2022) and utilizes the unique 
context as a country with the largest Muslim population to integrate religious values into sustainability 
practices. Although a number of studies have examined the relationship between religiosity and 
environmental awareness (Abutaleb et al., 2021; Begum, Jingwei, Haider, et al., 2021), none have 
explored the mediating role of religiosity in relation to intrinsic and extrinsic motivation and employee 
green behavior in higher education a strategic sector as an agent of change (Disterheft et al., 2012).. 
By testing an integrative model linking motivation, religiosity, and Employee Green Behavior to 
Employee Green Attitude, this study is expected to provide evidence-based recommendations for 
designing policies and training programs that strengthen green leadership based on Islamic values in 
higher education institutions. 
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Literature Review 
 
Employee green behavior (EGB) 
 
Employee Green Behavior (EGB) is a form of Organizational Citizenship Behavior (OCB) that 

is voluntary and supports environmental sustainability, such as energy saving, waste sorting, and waste 
reduction initiatives, as explained by Organ in his book Organizational Citizenship Behavior and 
classified as contextual performance in Organizational Behavior. EGB plays a crucial role in the Green 
Human Resource Management (GHRM) framework to improve organizational environmental 
performance (Johnson & Walston, 2021; King & Lawley, 2022). Empirical research confirms that 
employees' pro-environmental values and attitudes are key predictors of EGB. For example, Chan, 
Hon, Chan, and Okumus (2017) found that employees with high pro-environmental personal values 
had a greater frequency of participation in green practices (King & Lawley, 2022). In addition, (Farooq 
et al., 2023) showed that an organizational climate that actively supports green initiatives through 
policies, training, and communication increases employees' intentions to engage in EGB. Beyond 
organizational policies, individual psychological factors also influence EGB. And then revealed that 
employees with high job satisfaction and sense of belonging are more motivated to voluntarily engage 
in environmentally friendly actions (King & Lawley, 2022). Similarly emphasized the role of green 
training programs that enhance employees' competence and engagement with organizational values, 
thereby triggering an increase in the frequency of EGB (Darvishmotevali & Altinay, 2022b). Thus, 
EGB can be understood as a multidimensional construct arising from the interaction of individual 
values, organizational support, and psychological context that provides a theoretical and empirical 
framework for designing effective GHRM interventions. 

 
Employee green attitude (EGA) 

Employee Green Attitude (EGA) is defined as an employee's internal disposition that reflects 
affective, cognitive, and conative evaluations of environmental issues and readiness to support 
sustainability initiatives in the organization (Ajzen, 2020). Ajzen stated that attitude acts as a mediator 
between basic beliefs and behavioral intentions and expanded it through the construction of subjective 
norms and behavioral control. In the organizational environment emphasized that employee attitudes 
are the main predictors of Organizational Citizenship Behavior towards the environment (Conte, 
2024). Empirically, Chan et al. (2017) found that EGA explained 38% of the variance of Employee 
Green Behavior in the hospitality sector reported a prediction of 45% of the variance of pro-
environmental behavior in manufacturing workers in China (Dhir et al., 2025) and Farooq et al. (2023) 
showed that lecturers with high levels of EGA significantly more often integrated sustainability topics 
into lectures (Farooq et al., 2023). Furthermore, Abutaleb et al., (2021) found that Islamic religiosity 
strengthened the relationship between EGA and EGB through moderation of religious norms, so 
EGA should be understood as a multidimensional construct and combination of theoretical beliefs, 
affective evaluations, and religious commitment as a basic for designing Green Human Resource 
Management interventions in Indonesian Islamic universities. 
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Religiosity 

Religiosity is defined as the degree to which a person adheres to spiritual teachings, values, and 
practices in everyday life, which according to encompasses five dimensions of belief, practice, 
experience, knowledge, and consequences as the main multidimensional framework (Glock & Bellah, 
2024). Allport (1950) distinguished intrinsic religious orientation and motivation of internal meaning 
and value from extrinsic orientation instrumental motivation which is indicates the extent to which 
religious values are internalized in work behavior (Van Herwaarden, 2021). From a coping psychology 
perspective asserted that religious beliefs and practices serve as inner resources for interpreting and 
responding to stress, thereby strengthening moral resilience in the face of environmental dilemmas 
(Davis et al., 2023). In addition, Koenig, King, and Carson (2012) in the Handbook of Religion and 
Health documented the consequences of religiosity for well-being including healthy behaviors and 
social responsibility as a theoretical basis for religious values to encourage pro-social behaviors such 
as ecological concern (Cutts, 2024). Empirical support for this framework is found in the study  for 
intrinsic religious values significantly increase employee sustainability behavior through increased pro-
environmental attitudes and a cross-cultural study which showed that religious beliefs facilitate 
employees’ hope (“HOPE”) to protect the environment, thereby narrowing the gap between green 
intentions and actions (Mo et al., 2023). Thus, religiosity based on theoretical primary sources from 
leading books has the potential to be the foundation for effective Green Human Resource 
Management strategies in Islamic higher education institutions. 

 
Self-determination theory and motivation  

Self-Determination Theory (SDT) was first formulated by Deci and Ryan in their book Intrinsic 
Motivation and Self-Determination in Human Behavior , which emphasized three basic psychological 
needs autonomy, competence, and relatedness as sources of intrinsic motivation and well-being (Ryan 
& Deci, 2024). Ryan and Deci (2017) in Self-Determination Theory: Basic Psychological Needs in 
Motivation, Development, and Wellness extended this framework by showing that the satisfaction of 
these needs across contexts from education to work to health is a prerequisite for optimal human 
functioning (Ryan, 2023). Furthermore, their Handbook of Self-Determination Research introduced 
the internalization continuum, which explains how extrinsic motivation can be transformed into 
motivation aligned with personal values when autonomy is supported (Mynard & Shelton-Strong, 
2022). Empirical evidence supports this mechanism: Jeno et al., (2023) found that faculty autonomy 
support increased student academic engagement and achievement through increased feelings of 
competence; while Gagné et al., (2023) reported that fair and transparent incentive designs meet 
employees' autonomy and competence needs, thereby encouraging performance while reducing work 
burnout. Thus, SDT provides a solid theoretical framework for designing motivational interventions 
in Green Human Resource Management. 
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Methodology 
 
Research design and approach of the study 
 
This study employed a quantitative approach that seeks to examine the causal relationships 

among several psychological and behavioral factors influencing Employee Green Attitude in the 
education sector in Indonesia. In this research method, the researcher conducted a review of previous 
studies through secondary data such as journal articles, proceedings, or through seminars to find 
research gaps and novelties which were then continued by compiling a framework for thinking. 
Specifically, self-determination theory (Ryan & Deci, 2000) was used to conceptualize intrinsic and 
extrinsic motivation and the theory of planned behavior (Ajzen, 2020) guided understanding of 
environmental attitudes. These foundational theories provided a robust theoretical underpinning and 
ensured that the constructs were conceptually valid and relevant for the research context. This study 
aims to test the hypothesized relationships among Intrinsic Motivation (MI), Extrinsic Motivation 
(ME), Employee Green Behavior (EGB), Religiosity (REL) and Employee Green Attitude (EGA). 
The conceptual framework developed from this theoretical foundation was the empirically tested. 
Primary data were collected using a structured questionnaire designed to measure these five constructs. 
Data were analyzed using the Partial Least Squares-Structural Equation Modelling (PLS-SEM) analysis 
method to determine the relationship between endogenous variables and exogenous variables that had 
been determined. 

Figure 1. Research path diagram 

 

 

 

 

 

 

 

Research site and participants  
 

The sampling technique used in this study is non-probability sampling, as elements within the 
population do not have any probability of being selected as subjects. The non-probability technique 
employed is purposive sampling and judgement sampling (Hossan et al., 2023). This approach was 
used because the sample focuses solely on specific criteria, which included: (1) Muslim; (2) Employed 
in the education sector; (3) Limited to millennials and Gen Z; (4) Residing in Indonesia. The 
instrument used in this study was tested through a pre-test and reviewed further before being 
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distributed to respondents. This questionnaire consisted of 5 variables: Intrinsic Motivation (MI) 
consisting of 3 items; Extrinsic Motivation (ME) including 3 items; Employee Green Behavior (EGB) 
consisting of 2 items; Religiosity (REL) including 3 items; and Employee Green Attitude (EGA) 
consisting of 3 items. Each item in these variables was measured using a likert scale, ranging from 
strongly disagree to strongly agree. The Likert scale is designed to assess how strongly respondents 
agree with a statement, enabling differentiation of consumers’ attitudes toward predefined variables. 
A total of 81 valid responses were obtained and included in the analysis. All participants provided 
informed consent prior to their participation in the study. They were assured of the confidentiality 
and anonymity of their responses, and they explicitly agreed to the use of their data for academic 
research purposes only. 

 
Data collection and analysis 

 
Data collection in this study was conducted through an online survey using a closed 

questionnaire based on a 5-point Likert scale distributed to 81 Muslim employees in higher education 
institutions in Indonesia using a purposive sampling technique. The collected data were analyzed using 
the Partial Least Squares Structural Equation Modeling (PLS-SEM) method with the help of SmartPLS 
4.0 software. The SEM-PLS method was deemed appropriate for this study due to its ability to analyze 
complex causal models involving latent variables, its robustness against non-normal data distributions, 
and its suitability for moderate sample sizes. The analysis consisted of two stages; evaluation of the 
measurement model (including convergent validity, discriminant validity and reliability) and 
assessment of the structural model, which tested the hypothesized relationships between constructs. 
To determine the significance of path coefficients and mediation effects, a bootstrapping procedure 
with 5000 subsamples at a 95% confidence level was applied, in accordance with guidelines from  (J. 
F. Hair et al., 2019). Within the structural model, MI, ME and EGB functioned as independent 
variables and EGA was the dependent variable. This methodological framework allowed for a 
comprehensive analysis of both direct and undirect effects, thereby aligning the empirical design 
closely with the theoretical and practical aims of the study. 

 
Results 
 
Analysis of learning implementation 
 
This study applied the PLS-SEM model using Smart PLS 4 software. This method is used to 

examine and assess the relationships among the observed elements. The initial step of the PLS-SEM 
method involves evaluating the quality of the measurement model, in terms of both reliability and 
validity. The author observed factor loadings to determine the internal consistency, and the results are 
presented in table 1. Based on table 1, all factor loadings fall within the recommended threshold of 
0.708 . (J. F. Hair et al., 2021) 
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 Table 1. Outer loadings 

 
Then, the measurement of the internal consistency reliability is conducted to determine the 

extent to which indicators measuring the same construct are correlated with each other (J. F. Hair et 
al., 2021). According to the literature, when the composite reliability (rho_c) exceeds 0.7, it is generally 
considered adequate and indicates good reliability (J. Hair et al., 2017), J. F. Hair et al., 2021).  The 
author has presented the composite reliability values in table 2 which shows that all rho_c values 
exceed above 0.7. 

Table  2. Construct reliability and validity 

 

Meanwhile, the convergent validity and the discriminant validity were evaluated within the reflective 
measurement model. Convergent validity assesses the extent to which a construct explains  the 
variance of its indicators (J. F. Hair et al., 2021). To measure convergence validity, Hair recommends 

Var Items of the Constructs 
Outer 
Loadings 

EGA1 I support green behavior in the workplace  0.901 
EGA2 I think that efforts to encourage employees to practice green behavior in the 

workplace are a wonderful idea  
0.928 

EGA3 I think it is crucial to practice green behavior at workplace  0.920 
EGB1 I bring reusable eating and drinking utensils to minimize waste and promote 

sustainability 
0.844 

EGB2 I turn off the lights When I leave the office for a while, and there is no one else 0.863 

ME1 I believe that implementing green behavior is meaningful and important  0.925 
ME2 My desire to create a sustainable earth for future generations will be fulfilled if I 

practice environmentally friendly conduct 
0.871 

ME3 My identity as a good Indonesian can be demonstrated by environment friendly 
behavior  

0.814 

MI1 I enjoy adopting green behaviors such as reducing the use of single-use plastics, 
bringing reusable eating and drinking utensils, disposing of waste properly, and 
conserving energy by turning off unused electrical appliances.  

0.908 

MI2 I feel that it is interesting to take action to protect the environment and coming 
generations  

0.898 

MI3 It gives me inner satisfaction to practice environmentally friendly conduct 0.901 

REL1 It is important for me to take time to pray to Allah 0.932 
REL2 I believe that the Prophet Muhammad (SAW) is my role model in leading my 

daily life 
0.920 

REL3 I have faith in the existence of Hell and the Day of Judgment 0.824 

 Cronbach's alpha 
Composite reliability 
(rho_a) 

Composite 
reliability (rho_c) 

AVE 

EGA 0,906 0,934 0,940 0,840 
EGB 0,628 0,629 0,843 0,729 
M 0,848 0,957 0,904 0,759 
ME 0,887 0,900 0,929 0,814 
REL 0,875 0,920 0,922 0,798 
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using the Average Variance Extracted (AVE), where the minimum acceptable AVE value is 0.5 or 
higher. The author has presented the AVE values in table 2, indicating that all AVE values are 
acceptable, as they exceed 0.5.Moreover, the discriminant validity is evaluated using the Heterotrait-
Monotrait Ratio (HTMT) technique (J. F. Hair et al., 2021). According to Hair, the HTMT value 
should be below 0.85. Since all scores meet the HTMT criteria, as shown in table 3, this confirms that 
discriminant validity has been achieved. 

 
Table 3. discriminant validity: heterotrait-monotrait ratio (htmt) 

 
 EGA EGB ME MI REL 

EGA      
EGB 0,405     

ME 0,769 0,232    

ME 0,704 0,320 0,815   

REL 0,497 0,317 0,553 0,581  

 

Subsequently, an evaluation is conducted to detect potential multicollinearity issues. This is performed 
when assessing the structural model (Ahshan Mamun, 2023). Multicollinearity issues arise when the 
VIF value is 5 or higher (J. F. Hair et al., 2019). Based on table 4, the VIF values are below 5, indicating 
that there is no multicollinearity among the variables in the model. 
 
Table 4. Collinearity statistics (VIF)-Inner model 

 EGA EGB REL 

EGA    

EGB   1,065 

ME   2,097 

MI   2,158 

REL 1,000   

 

Relationship between extrinsic motivation (me), intrinsic motivation (mi), employee 
green behavior (egb), religiosity (rel), and employee green attitude (ega) 

The data processing in this study then was conducted using Smart-PLS software to perform mediation 
analysis. In addition, the bootstrapping method with 5000 resampling iterations was used to assess the 
structural SEM model using path coefficient (β) and t-statistics, as shown in Figure 2. The research 
hypothesis is bidirectional, where a t-value above 1.96 at a 5%  significance level is considered 
acceptable (J. F. Hair et al., 2019). For the path coefficient (β), the larger the value, the greater the 
impact on endogenous variables. 
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Figure 2. The structural model for factors influencing employee green attitudes 

 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 

The structural model analysis revealed several important findings that were aligned with the proposed 
hypotheses. First, extrinsic motivation (ME) was found to have a positive and significant effect on 
religiosity (REL), as indicated by a path coefficient of β = 0.277 and a p-value of 0.012. This supports 
the first hypothesis (H1), suggesting that external drivers, such as institutional policies or rewards, can 
enhance religious consciousness in employees within the context of environmental engagement. 
Furthermore, mediation analysis demonstrated that religiosity significantly mediates the relationship 
between extrinsic motivation and green attitude (Employee Green Attitude/EGA), with an indirect 
effect of β = 0.130 and p = 0.044. This finding confirms the second hypothesis (H2), indicating that 
religiosity functions as a psychological conduit through which external motivation can translate into 
pro-environmental attitudes. Similarly, intrinsic motivation (MI) also showed a positive and significant 
influence on religiosity (β = 0.310, p = 0.005), thereby confirming the third hypothesis (H3). This 
result highlights the importance of internal values such as personal responsibility, moral commitment, 
and spiritual calling in shaping religious beliefs related to environmental responsibility. In line with 
this, religiosity was also found to mediate the relationship between intrinsic motivation and green 
attitude significantly (β = 0.145, p = 0.014), thus supporting the fourth hypothesis (H4). These findings 
collectively reinforce the role of religiosity as a crucial mediating variable linking personal 
motivation—both extrinsic and intrinsic—to the formation of environmentally responsible attitudes. 

However, contrary to expectations, employee green behavior (EGB) did not exhibit a significant 
effect on religiosity (β = 0.113, p = 0.252), leading to the rejection of the fifth hypothesis (H5). This 
suggests that while employees may engage in green behaviors, such actions do not necessarily stem 
from or enhance religious values, but may instead be responses to external influences such as 
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workplace norms or compliance with environmental regulations. Furthermore, the sixth hypothesis 
(H6), which posited that religiosity mediates the relationship between green behavior and green 
attitude, was also not supported, as the indirect effect was statistically insignificant (t = 1.043 < 1.96). 
These findings imply that green behavior alone, without the underpinning of religious belief, may not 
be sufficient to shape internal pro-environmental attitudes. Overall, the results emphasize the central 
role of religiosity as a mediating variable that links personal motivation particularly intrinsic and 
extrinsic to employees’ attitudes toward the environment. This study provides theoretical 
contributions by validating religiosity as a critical psychological mechanism in environmentally 
conscious behavior models, while also offering practical insights for institutions aiming to integrate 
spiritual values into environmental management strategies, especially within Islamic higher education 
settings. 

Meanwhile, Tabel 6 presents the direct hypothesis testing results. The findings indicate that both 
external (ME) and internal (MI) employee motivation have a significant effect on religiosity (REL), 
with the statistical results as follows: (β = 0.277, t = 2.519 > 1.96, p < 0.012, CL-BC = [0.044, 0.474]) 
for ME, and (β = 0.310, t = 2.779 > 1.96, p < 0.005, CL-BC = [0.109, 0.548]) for MI. This study also 
found a significant direct effect of REL as a mediating variable on EGA (β = 0.468, t = 5.512 > 1.96, 
p < 0.000), with a bias-corrected 97.5% confidence interval (CL-BC) ranging from 0.314 to 0.474. In 
contrast, the study found that the direct relationship between EGB and REL was not statistically 
significant, as indicated by the beta coefficient of 0.113, a t-value of 1.146 (below the critical t-value 
of 1.96), a p-value of 0.252, and a confidence interval of (-0.053, 0.339). 

 
Table 5. Path Coefficients (Direct effect) and hypothesis testing 

 Beta 
Coeff 

Sample 
Mean (M) 

STDEV T-Value P-Value 2.5% 

EGB → REL 0,113 0,130 0,098 1,146 0,252 0,0053 

ME→ REL 0,277 0,276 0,110 2,519 0,012 0,044 

MI → REL 0,310 0,319 0,112 2,779 0,005 0,109 

REL → EGA 0,468 0,483 0,085 5,512 0,000 0,314 
 

Furthermore, table 6 shows the indirect effect of each independent variable (ME, MI, & EGB) 
on the dependent variable (EGA) through the mediating variable (REL). Overall, ME and MI have a 
significant effect both directly and indirectly on EGA. These findings suggest that religiosity, as a 
mediating variable, strengthens the relationship between Muslim employees’ motivation in the 
education sector and their attitudes towards the environment. This is evidenced by the statistical 
results of (β = 0.130, t = 2.017 > 1.96, p < 0.044, CL-BC = [0.018, 0.266]) for ME and (β = 0.145, t 
= 2.453 > 1.96, p < 0.014, CL-BC = [0.049, 0.282]) for MI. Conversely, this is not the case for the 
EGB variable, where EGB does not significantly affect EGA when mediated by REL, with the t-value 
falling below the critical t-value of 1.043. In addition, EGB also has a direct effect on both EGA and 
REL.  
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Table 5. indirect effect of each independent variable 

 
Beta 
Coeff 

Sample 
Mean (M) 

STDEV T-Value P-Value 2.5% 

Spesific Indirect Effect 

EGB→ REL→ EGA 0,053 0,064 0,051 1,042 0,297 -0,023 

ME →REL → EGA 0,130 0,136 0,064 2,017 0,044 0,018 

MI→REL→EGA 0,145 0,153 00,059 2,453 0,014 0.049 

Total Effect       

ECE → EGA 0,053 0,064 0,052 1,403 0,297 -0,023 

EGB→ REL 0,113 0,130 0,098 1,146 0,252 -0,053 

ME→ EGA 0,130 0,136 0,064 2,017 0,044 0,018 

ME → REL 0,277 0,276 0,110 2,519 0,012 0,044 

MI → EGA 0,145 0,153 0,159 2, 453 0,014 0,049 

MI → REL 0,310 0,319 0,112 2,779 0,005 0,109 

REL→ EGA 0,468 0,483 0,085 5,512 0,000 0,314 

 

Discussion 

Relationship between motivation (intrinsic and extrinsic), religiosity, green employee 
behavior (EGB), and green employee attitudes (EGA) 

Simultaneously, significant results were obtained on the relationship between motivation 
(intrinsic and extrinsic), religiosity, green employee behavior (EGB), and green employee attitudes 
(EGA) in the higher education sector in Indonesia. Partially based on the results of processing using 
SEM-PLS (Structural Equation Modeling- Partial Least Squares), it was found that there was no 
relationship between EGB and Religiosity. Although the direction of the relationship is positive, the 
P value is greater than the data significance of 0.05 and the T value is also low (1.146). This shows 
that ecological actions and concern for the environment in Muslim employees have spiritual and 
religious values that are standard and good. This condition is in accordance with the concept of 
Festinger's Cognitive Dissonance Theory (1957) which describes the possibility of differences between 
attitudes, actions and internal beliefs. A person can take actions and behaviors that do not always 
reflect their values or beliefs, especially when there is encouragement from the social or organizational 
environment (Miller et al., 2015). 

EGB is an attitude and application of compliance values towards organizational policies and 
community groups, not because of internalized internal values. (Tian et al., 2020)in their research 
explained that a strong green work climate can give birth to and create green behavior without any 
treatment of profound value changes. In carrying out their daily values, employees act in an 
environmentally friendly manner because they "have to" (external motivation) do something because 
of rules or values, not because they "want to" without coercion or intervention from others (internal 
motivation). Therefore, EGB that is not based on religious beliefs can be shallow or temporary, and 
less effective in the long term. Then, high religiosity cannot automatically be actualized in real 
behavior, especially if there is no environment or support system that encourages the conversion of 
values into action (Nazir et al., 2022). Then, internalized motivation and values need to be supported 
by a supportive social context so that they can be realized in real action (Ryan and Deci, 2000). Thus, 
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even though spiritually employees have high religious awareness, without the integration of these 
values into the organizational system, these values may not appear in the form of daily ecological 
actions. 

The relationship between REL and EGA was assessed in the first hypothesis (H1) and was 
found to be significant. Religion is an important factor that can motivate individuals to think, act and 
live ethically (Nazir et al., 2022). Islamic teachings emphasize that every human being is a khalifah who 
is responsible for maintaining the sustainability of the universe. According to (Begum, Jingwei, Haider, 
et al., 2021), Islam regulates various aspects of human life, including employees’ interest in preserving 
the environment. Many religions, including Islam, Hinduism, Buddhism, Christianity and Judaism 
emphasize the importance of protecting and respecting the earth and all its inhabitants (Abutaleb et 
al., 2021). Therefore, the findings of this study reveal that the level of religiosity among Muslim 
employees in the education sector positively influences their environmentally friendly attitudes. The 
higher the level of religiosity, the greater the likelihood of having environmentally friendly attitude. 
External incentives such as social rewards, organizational norms, or leadership expectations can 
encourage the internalization of religious values and the formation of positive attitudes towards the 
environment. These results support the findings of De Groot & Steg (2010) who explained that 
instrumental values and social norms play an important role in the formation of pro-environmental 
orientation. In addition, Nazir et al. (2022) emphasized that in the Muslim context, the collective 
nature of Islamic work ethics can strengthen the relationship between external motivation and spiritual 
values. This finding is also in line with Ahshanul Mamun (2023) research which shows that external 
motivation managed with an autonomous approach can be converted into sustainable environmentally 
friendly behavior. In the higher education sector, employees are often influenced by strong 
institutional reward systems and social expectations, which indirectly encourage them to adopt 
sustainability values as part of their professional identity (Farooq et al., 2023). Furthermore, the 
framework of Self-Determination Theory also stated that extrinsic motivation can develop into 
internal motivation when organizational values are in line with personal values, including religious 
values, so as to strengthen a more stable and meaningful ecological attitude. 

This study also showed a significant relationship between ME and REL (H1) and EGA (H2). 
This indicates that the attitude of Muslim employees in the education sector is influenced by external 
factors beyond themselves. These results are consistent with previous research by (De Groot & Steg, 
2010) and (Ahshan Mamun, 2023) which state  that the external motivation, such as when an individual 
starts to understand the importance of environmentally friendly actions, has a positive effect on 
environmental attitudes. Thus, the relationship between external motivation and environmental 
attitudes is related to the influence of external factors that encourage individuals to adopt behaviors 
related to environmental sustainability. Moreover, religiosity was considered capable of mediating the 
relationship between ME and EGA. External motivation and religiosity interact to influence the pro-
environmental attitudes of Muslim employees in the education sector. Research shows that external 
motivations, such as incentives from management and environmental policy support, can reinforce 
positive attitudes towards sustainability when combined with high levels of religiosity (Preston & 
Baimel, 2021). Employees with strong religiosity tend to feel more environmentally responsible, as 
many religious teachings, including Islam, emphasize the importance of protecting and caring for 
nature as part of worship (Terzani & Turzo, 2021; Yang & Gao, 2022). In addition, external motivation 
provided by educational institutions, such as reward programs for environmentally friendly practices, 
can increase employee engagement in sustainability initiatives, thus creating a work environment that 
is more concerned about environmental issues (Basri & Damis, 2023; Begum, Jingwei, Marwat, et al., 
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2021). Thus, the combination of external motivation and religiosity may be a key factor in shaping 
environmentally friendly attitudes among Muslim employees in the education sector. 

The next hypothesis examined how MI affects REL (H3) and EGA (H4). The results showed 
that attitudes towards the environment were influenced by the internal motivation of Muslim 
employees working in the education sector. These results align with the study (Ahshan Mamun, 2023), 
which states that internal motivation significantly affects individuals’ environmental attitudes. People 
with intrinsic motivation tend to take actions that benefit the environment (Sabbir & Taufique, 2022). 
How employees view their environment is greatly influenced by their motivation. Motivated 
employees tend to be more aware of environmental issues and are more active in doing 
environmentally friendly things in their workplace. Intrinsic motivations, such as a sense of social 
responsibility and personal satisfaction, can encourage employees to support sustainability initiatives 
(Rongbin et al., 2022). In addition, research conducted by Boiral shows that organizations that provide 
support and rewards to employees who contribute to environmental sustainability can make them 
more motivated and more committed to green practices (Huang et al., 2024). This is emphasizes that 
a supportive and motivating work environment can increase employees' belief in sustainability and 
result in a more environmentally friendly organizational culture (Akbar et al., 2024).  

The results of this study suggested that Muslim employees in the education sector were more 
motivated to adopt a positive attitude towards environmental sustainability and naturally enjoy 
engaging in activities related to environmental preservation and protection. Additionally, the results 
of this study also indicated that religiosity mediated the relationship between employees' intrinsic 
motivation and EGA, where individuals with intrinsic motivation toward the environment tend to 
engage in worship, follow religious teachings and adhere moral values. According to (Lestari et al., 
2024) Environmentally conscious individuals are more likely to invest in eco-friendly products.  
Furthermore, the study also evaluated the relationship between EGB to REL (H5) and EGA (H6). 
The results showed that EGB did not have a significant effect on either REL or EGA. Previous studies 
((Bissing-Olson et al., 2013, Ahshan Mamun, 2023, Tian et al., 2020) have found that EGA 
significantly influences EGB. However, this study did not show the opposite relationship. Based on 
Festinger’s (1957 cognitive dissonance theory, an individual’s behavior may not align with their 
attitude (Miller et al., 2015). Muslim employees in the education sector may engage in pro-
environmental behavior due to pressure, but they may not hold environmental values. This suggests 
that their actions do not fully reflect a personal commitment to sustainability principles or 
environmental ethics. This suggests that their actions do not fully reflect a personal commitment to 
sustainability principles or environmental ethics, but rather a response to workplace or societal 
expectations.   

Factors that may contribute then to this include a lack of support from leadership and the 
work environment, the absence of internalization of environmental values, and employees’ limited 
understanding of the importance of environmental sustainability. According to (Iqbal et al., 2023) 
When leaders provide clear signals of their commitment to protecting the environment, it triggers a 
sense of environmental responsibility among employees, which can ultimately encourage their 
engagement with various environmental issues. Leaders who give clear signals about their 
commitment to protecting the environment play an important role in building a culture of 
sustainability within the organization. When leaders actively show support for environmental 
initiatives, it not only creates awareness among employees, but also triggers a greater sense of 
environmental responsibility among them. Employees who feel that their leaders are committed to 
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sustainability tend to be more engaged in various environmental issues, such as waste reduction, 
efficient use of resources, and participation in sustainability programs. 

As such, this engagement not only supports the Sustainable Development Goals (SDGs), 
specifically SDG 12 on Responsible Consumption and Production, but also contributes to the 
achievement of other SDGs, such as SDG 13 on Addressing Climate Change. Through proactive 
leadership and a clear commitment to environmental protection, organizations can create sustainable 
positive impacts, both for employees and society at large (Hammond, 2021; Kazancoglu et al., 2021; 
Kersting, 2021). Thus, it is important to conduct future research that focuses on organizational 
commitment and values in developing policies that encourage their employees' interest in all 
environmental activities, especially in developing countries with a Muslim majority. 

 
Conclusion  

 
This study successfully uncovered the psychological and religious mechanisms underlying the 

formation of Employee Green Attitude (EGA) among Muslim employees in Indonesian universities. 
The results of the SEM-PLS analysis showed that both intrinsic and extrinsic motivations had a 
positive and significant effect on religiosity, which then mediated the formation of employees' green 
attitudes. The magnitude of R² = 0.922 for the religiosity model and R² = 0.940 for the EGA model 
confirmed the predictive ability of this integrative model. In contrast, Employee Green Behavior 
(EGB) did not provide a significant direct or indirect effect on religiosity or green attitudes, indicating 
that environmentally friendly actions that are policy or compliance in nature are not necessarily 
reflected in employees' religious beliefs and commitments. These findings also emphasize the central 
role of religiosity through the internalization of Islamic values and the fulfillment of the needs for 
autonomy, competence, and connectedness as catalysts that connect employee motivation with deep 
pro-environmental attitudes. In practice, higher education institutions need to design Green Human 
Resource Management interventions that integrate religious value training, strengthening employee 
autonomy, and reward policies that are in line with Islamic teachings. Thus, universities can strengthen 
their religious-based green leadership capacity, while supporting the achievement of SDG 4 (Quality 
Education) and SDG 13 (Climate Action) by increasing the ecological awareness and commitment of 
academic staff. This study successfully uncovered the psychological and religious mechanisms 
underlying the formation of Employee Green Attitude (EGA) among Muslim employees in 
Indonesian universities. 

 
Disclosure statement 

 
No potential conflict of interest was reported by the authors 

 
Acknowledgments 

 
The author would like to thank the UT Leadership for giving the opportunity to conduct 

research, all respondents, especially Muslim employees in higher education institutions in Indonesia 
who have participated in filling out the questionnaire. Thanks are also conveyed to the journal 
management team and reviewers who have provided constructive input in improving this article. Not 
to forget, appreciation is given to colleagues and affiliated institutions who have provided support 
during the research process 

 

http://jurnal.radenfatah.ac.id/index.php/edukasi


EDUKASI: JURNAL PENDIDIKAN DAN PENGAJARAN  
ISSN |2355-3669| E-ISSN |2503-2518|  

Volume 12 | Number 1 | June 2025|  

  

   
Available online at http://jurnal.radenfatah.ac.id/index.php/edukasi 166 

 

 

References 
 

Abutaleb, S., El-Bassiouny, N. M., & Hamed, S. (2021). A conceptualization of the role of religiosity 
in online collaborative consumption behavior. Journal of Islamic Marketing, 12(1), 180–198. 
https://doi.org/10.1108/JIMA-09-2019-0186   

Ahshanul Mamun, A. M. (2023). Motivating green behaviour in Bangladeshi employees: Self-
determination theory application. Heliyon, 9(7), e18155. 
https://doi.org/10.1016/j.heliyon.2023.e18155 

Ajzen, I. (1991). The Theory of Planned Behavior. Organizational Behavior and Human Decision Processes, 
50(2), 179–211. 

Ajzen, I. (2020). The theory of planned behavior: Frequently asked questions. Human Behavior and 
Emerging Technologies, 2(4), 314–324. 

Akbar, A., Ahmad, S., Khalid, M., Aslam, M. F., & Bhatti, M. A. A. (2024). Analyzing the Effect of 
Green HRM on Organizational Performance. Bulletin of Business and Economics (BBE), 13(2), 864–
869. 

Ali, S. H., & Puppim de Oliveira, J. A. (2018). Pollution and economic development: an empirical 
research review. Environmental Research Letters, 13(12), 123003. 

Ali, S. R., Al masud, A., Hossain, M. A., Islam, K. M. Z., & ShafiulAlam, S. M. (2024). Weaving a 
greener future: The impact of green human resources management and green supply chain 
management on sustainable performance in Bangladesh’s textile industry. Cleaner Logistics and 
Supply Chain, 10(January), 100143. https://doi.org/10.1016/j.clscn.2024.100143 

Aripin, A., & Nugroho, K. (2023). Environmental Ethics in the Perspective of the Qur’an: Analysis 
of Surah Al-A’raf Verses 56-58. Proceeding ISETH (International Summit on Science, Technology, and 
Humanity), 1553–1564. 

Asia, E. (2022). World Bank Group. 
Basri, S., & Damis, R. (2023). Environmental Conservation Education in the Qur’an Perspective. 

EDUKASI: Jurnal Pendidikan Islam, 11(1), 35–53. 
Begum, A., Jingwei, L., Haider, M., Ajmal, M. M., Khan, S., & Han, H. (2021). Impact of 

environmental moral education on pro-environmental behaviour: Do psychological 
empowerment and islamic religiosity matter? International Journal of Environmental Research and 
Public Health, 18(4), 1–19. https://doi.org/10.3390/ijerph18041604 

Begum, A., Jingwei, L., Marwat, I. U. K., Khan, S., Han, H., & Ariza-Montes, A. (2021). Evaluating 
the impact of environmental education on ecologically friendly behavior of university students 
in Pakistan: The roles of environmental responsibility and Islamic values. Sustainability, 13(18), 
10188. 

Benn, S. (2014). Organizational change for corporate sustainability. Routledge. 
Bissing-Olson, M. J., Iyer, A., Fielding, K. S., & Zacher, H. (2013). Relationships between daily affect 

and pro-environmental behavior at work: The moderating role of pro-environmental attitude. 
Journal of Organizational Behavior, 34(2), 156–175. https://doi.org/10.1002/job.1788 

Conte, J. M. (2024). Work in the 21st Century, with EEPUB Access: An Introduction to Industrial and 
Organizational Psychology. John Wiley & Sons. 

Cutts, T. (2024). 4. Religiosity/spirituality, mental health, substance abuse: implications for population. 
Handbook on Religion and Health: Pathways for a Turbulent Future, 62. 

Daily, B. F., & Huang, S. (2001). Achieving sustainability through attention to human resource factors 
in environmental management. International Journal of Operations & Production Management, 21(12), 

http://jurnal.radenfatah.ac.id/index.php/edukasi


EDUKASI: JURNAL PENDIDIKAN DAN PENGAJARAN  
ISSN |2355-3669| E-ISSN |2503-2518|  

Volume 12 | Number 1 | June 2025|  

  

   
Available online at http://jurnal.radenfatah.ac.id/index.php/edukasi 167 

 

 

1539–1552. 
Darvishmotevali, M., & Altinay, L. (2022a). Green HRM, environmental awareness and green 

behaviors: The moderating role of servant leadership. Tourism Management, 88, 104401. 
Darvishmotevali, M., & Altinay, L. (2022b). Toward pro-environmental performance in the hospitality 

industry: Empirical evidence on the mediating and interaction analysis. Journal of Hospitality 
Marketing & Management, 31(4), 431–457. 

Davis, E. B., Worthington Jr, E. L., & Schnitker, S. A. (2023). Handbook of positive psychology, religion, and 
spirituality. Springer Nature. 

de Bont, J., Pickford, R., Åström, C., Coloma, F., Dimakopoulou, K., de Hoogh, K., Ibi, D., 
Katsouyanni, K., Melén, E., & Nobile, F. (2023). Mixtures of long-term exposure to ambient air 
pollution, built environment and temperature and stroke incidence across Europe. Environment 
International, 179, 108136. 

De Groot, J. I. M., & Steg, L. (2010). Relationships between value orientations, self-determined 
motivational types and pro-environmental behavioural intentions. Journal of Environmental 
Psychology, 30(4), 368–378. https://doi.org/10.1016/j.jenvp.2010.04.002 

Dhir, A., Talwar, S., Raj, S., Sampat, B., & Nicolau, J. L. (2025). A Time-lagged Examination of 
Voluntary and Task-related Green Behavior in the Travel Industry. Journal of Travel Research, 
64(4), 812–834. 

Disterheft, A., Ferreira Da Silva Caeiro, S. S., Ramos, M. R., & De Miranda Azeiteiro, U. M. (2012). 
Environmental Management Systems (EMS) implementation processes and practices in 
European higher education institutions - Top-down versus participatory approaches. Journal of 
Cleaner Production, 31, 80–90. https://doi.org/10.1016/j.jclepro.2012.02.034 

Fakhrudin, A., Sagita, D. D., Aprinawati, I., Kurniawan, M. A., Ramadhani, E., Pratama, A., Putri, R. 
D., & Hastini, S. (2025). Addressing felt stigma in stroke survivors: Implications for quality of 
life and future research. Journal of Clinical Neuroscience, 111123. 

Farooq, K., Yusliza, M. Y., Muhammad, Z., Omar, M. K., & Nik Mat, N. H. (2023). Employee 
ecological behavior among academicians at the workplace. Social Responsibility Journal, 19(4), 713–
740. https://doi.org/10.1108/SRJ-04-2021-0147 

Gagné, M., Nordgren Selar, A., & Sverke, M. (2023). How important is money to motivate people to work? 
Galindo-Gutiérrez, J. (2024). The World Bank and ‘Maximizing Finance for Development’: talk the 

talk but not walk the walk. Journal of International Relations and Development, 27(4), 391–413. 
Glock, C. Y., & Bellah, R. N. (2024). New religious consciousness. Univ of California Press. 
Hair, J. F., Hult, G. T. M., Ringle, C. M., Sarstedt, M., Danks, N. P., & Ray, S. (2021). Evaluation of 

Reflective Measurement Models. 75–90. https://doi.org/10.1007/978-3-030-80519-7_4 
Hair, J. F., Risher, J. J., Sarstedt, M., & Ringle, C. M. (2019). When to use and how to report the results 

of PLS-SEM. European Business Review, 31(1), 2–24. https://doi.org/10.1108/EBR-11-2018-
0203 

Hair, J., Hollingsworth, C. L., Randolph, A. B., & Chong, A. Y. L. (2017). An updated and expanded 
assessment of PLS-SEM in information systems research. Industrial Management and Data Systems, 
117(3), 442–458. https://doi.org/10.1108/IMDS-04-2016-0130 

Hammond, M. (2021). Sustainability as a cultural transformation: The role of deliberative democracy. 
In The Political Prospects of a Sustainability Transformation (pp. 173–192). Routledge. 

Handayani, E., Anggara, A. A., & Hapsari, I. (2024). Developing an Instrument and Assessing SDGs 
Implementation in Indonesian Higher Education. International Journal of Sustainable Development & 
Planning, 19(2). 

http://jurnal.radenfatah.ac.id/index.php/edukasi


EDUKASI: JURNAL PENDIDIKAN DAN PENGAJARAN  
ISSN |2355-3669| E-ISSN |2503-2518|  

Volume 12 | Number 1 | June 2025|  

  

   
Available online at http://jurnal.radenfatah.ac.id/index.php/edukasi 168 

 

 

Hossan, D., Dato’ Mansor, Z., & Jaharuddin, N. S. (2023). Research Population and Sampling in 
Quantitative Study. International Journal of Business and Technopreneurship (IJBT), 13(3), 209–222. 
https://doi.org/10.58915/ijbt.v13i3.263 

Huang, M., Geng, S., Yang, W., Law, K. M. Y., & He, Y. (2024). Going beyond the role: How 
employees’ perception of corporate social responsibility fuels proactive customer service 
performance. Journal of Retailing and Consumer Services, 76, 103565. 

INDONESIA, P. P. R. (2024). Rencana Pembangunan Jangka Menengah Nasional (RPJMN). Tahun 
2020. 

Iqbal, R., Shahzad, K., & Donia, M. B. L. (2023). Environmentally specific transformational leadership 
and employee green attitude and behavior: An affective events theory perspective. Journal of 
Environmental Psychology, 92(June), 102181. https://doi.org/10.1016/j.jenvp.2023.102181 

Jeno, L. M., Nylehn, J., Hole, T. N., Raaheim, A., Velle, G., & Vandvik, V. (2023). Motivational 
determinants of students’ academic functioning: The role of autonomy-support, autonomous 
motivation, and perceived competence. Scandinavian Journal of Educational Research, 67(2), 194–
211. 

Johnson, K. L., & Walston, S. L. (2021). Organizational behavior and theory in healthcare: Leadership 
perspectives and management applications. ACHE Learn. 

Kazancoglu, Y., Ekinci, E., Mangla, S. K., Sezer, M. D., & Kayikci, Y. (2021). Performance evaluation 
of reverse logistics in food supply chains in a circular economy using system dynamics. Business 
Strategy and the Environment, 30(1), 71–91. 

Kersting, N. (2021). Participatory Democracy and sustainability. Deliberative Democratic Innovation 
and its Acceptance by Citizens and German local councilors. Sustainability, 13(13), 7214. 

King, D., & Lawley, S. (2022). Organizational behaviour. Oxford University Press. 
Lestari, I. P., Pambekti, G. T., & Annisa, A. A. (2024). Determinant of green purchase behavior of 

Muslims: a systematic literature review. Journal of Islamic Marketing. 
https://doi.org/10.1108/JIMA-07-2023-0214 

Maksimenko, A. A., Deyneka, O. S., & Zabelina, E. V. (2023). Determinants of Russian Attitudes 
Toward a Green Economy During the Covid-19 Pandemic. Psychology in Russia: State of the Art, 
16(1), 113–124. https://doi.org/10.11621/pir.2023.0107 

Mateen, S., Mahek, S., & PS, A. L. H. (2023). Modelling of Perpetuating Energy Systems Using Synergy 
and Switched Reluctance Motor-Generator Set. 2023 International Conference on Distributed 
Computing and Electrical Circuits and Electronics (ICDCECE), 1–6. 

Mateen, S., Thomas, M. A., & Siddiqui, N. A. (2023). Comparison of minimally invasive and open 
approaches for midfoot Charcot neuroarthropathy reconstruction. The Journal of Foot and Ankle 
Surgery, 62(6), 986–990. 

Miller, M. K., Clark, J. D., & Jehle, A. (2015). Cognitive Dissonance Theory (Festinger). The Blackwell 
Encyclopedia of Sociology, January. https://doi.org/10.1002/9781405165518.wbeosc058.pub2 

Mo, Y., Zhao, J., & Tang, T. L.-P. (2023). Religious beliefs inspire sustainable HOPE (Help Ourselves 
Protect the Environment): Culture, religion, dogma, and liturgy—The Matthew Effect in 
religious social responsibility. Journal of Business Ethics, 184(3), 665–685. 

Mynard, J., & Shelton-Strong, S. J. (2022). Autonomy support beyond the language learning classroom: A self-
determination theory perspective (Vol. 16). Channel View Publications. 

Nazir, H., Shoukat, M. H., Elgammal, I., & Hussain, S. (2022). Impact of servant leadership on 
employee life satisfaction through Islamic work ethics in the Islamic banking industry. Asian 
Journal of Business Ethics, 11(1), 137–157. https://doi.org/10.1007/s13520-022-00144-3 

http://jurnal.radenfatah.ac.id/index.php/edukasi


EDUKASI: JURNAL PENDIDIKAN DAN PENGAJARAN  
ISSN |2355-3669| E-ISSN |2503-2518|  

Volume 12 | Number 1 | June 2025|  

  

   
Available online at http://jurnal.radenfatah.ac.id/index.php/edukasi 169 

 

 

Preston, J. L., & Baimel, A. (2021). Towards a psychology of religion and the environment. Current 
Opinion in Psychology, 40, 145–149. 

Rongbin, R., Wan, C., & Zuping, Z. (2022). Research on the relationship between environmental 
corporate social responsibility and green innovative behavior: The moderating effect of moral 
identity. Environmental Science and Pollution Research, 29(34), 52189–52203. 

Rosita, T., Rahayu, U., & Sagita, D. D. (2025). STRATEGIC MANAGEMENT PRACTICES AND 
TEACHER ENGAGEMENT: AN IMPACT ANALYSIS ON SCHOOLS. Jurnal Ilmiah Ilmu 
Terapan Universitas Jambi, 9(2), 642–652. 

Ryan, R. M. (2023). The Oxford handbook of self-determination theory. Oxford University Press. 
Ryan, R. M., & Deci, E. L. (2000). Intrinsic and extrinsic motivations: Classic definitions and new 

directions. Contemporary Educational Psychology, 25(1), 54–67. 
Ryan, R. M., & Deci, E. L. (2024). Self-determination theory. In Encyclopedia of quality of life and well-being 

research (pp. 6229–6235). Springer. 
Sabbir, M. M., & Taufique, K. M. R. (2022). Sustainable employee green behavior in the workplace: 

Integrating cognitive and non-cognitive factors in corporate environmental policy. Business 
Strategy and the Environment, 31(1), 110–128. https://doi.org/10.1002/bse.2877 

 
Sagala, A. H., Orlando, G., Syawaluddin, F. A., Siregar, J. S., & Yana, R. F. (2024). Peran Pendidikan 

Agama Islam dalam Meningkatkan Kepedulian Terhadap Pelestarian Lingkungan pada Generasi 
Muda. Jurnal Sains Riset, 14(1), 488–498. 

Schönberger, J. (2024). New Vernacular Architecture: Experimental Construction Site in Bärnau, 
Bavaria. Journal of Traditional Building, Architecture and Urbanism, 5, 124–135. 

Simarmata, L. (2024). FUNGSI AGAMA DALAM KEHIDUPAN SOSIAL MANUSIA. Puteri Hijau: 
Jurnal Pendidikan Sejarah, 9(1), 232–243. 

Sinaga, E. K., Suryadi, E., Goeltom, A. D. L., Rakhman, C. U., & Susanto, E. (2024). Personal and 
Organizational Factors Supporting Green Hrm Performance in the Tourism Industry. Journal of 
Eastern European and Central Asian Research, 11(2), 272–289. 
https://doi.org/10.15549/jeecar.v11i2.1623  

Tariq, M., Yasir, M., & Majid, A. (2020). Promoting employees’ environmental performance in 
hospitality industry through environmental attitude and ecological behavior: Moderating role of 
managers’ environmental commitment. Corporate Social Responsibility and Environmental 
Management, 27(6), 3006–3017. https://doi.org/10.1002/csr.2019 

Terzani, S., & Turzo, T. (2021). Religious social norms and corporate sustainability: The effect of 
religiosity on environmental, social, and governance disclosure. Corporate Social Responsibility and 
Environmental Management, 28(1), 485–496. 

Thangavel, P., & Sridevi, G. (2016). Environmental sustainability. Springer. 
Tian, H., Zhang, J., & Li, J. (2020). The relationship between pro-environmental attitude and employee 

green behavior: the role of motivational states and green work climate perceptions. Environmental 
Science and Pollution Research, 27(7), 7341–7352. https://doi.org/10.1007/s11356-019-07393-z 

Tuan, L. T. (2022). Promoting employee green behavior in the Chinese and Vietnamese hospitality 
contexts: The roles of green human resource management practices and responsible leadership. 
International Journal of Hospitality Management, 105(November 2021), 103253. 
https://doi.org/10.1016/j.ijhm.2022.103253 

Van Herwaarden, J. (2021). Between Saint James and Erasmus: Studies in Late-Medieval Religious Life–Devotion 
and Pilgrimage in the Netherlands (Vol. 97). Brill. 

http://jurnal.radenfatah.ac.id/index.php/edukasi


EDUKASI: JURNAL PENDIDIKAN DAN PENGAJARAN  
ISSN |2355-3669| E-ISSN |2503-2518|  

Volume 12 | Number 1 | June 2025|  

  

   
Available online at http://jurnal.radenfatah.ac.id/index.php/edukasi 170 

 

 

Wahid, M., Rahman, S., Yusuf, M., & Busyairi, M. H. (2024). Unlocking Institutional Capacity for 
Sustainable E-Government Transformation. Sinergi International Journal of Communication Sciences, 
2(3), 132–144. 

Wakhidah, N., & Erman, E. (2022). Examining environmental education content on Indonesian 
Islamic religious curriculum and its implementation in life. Cogent Education, 9(1), 2034244. 

Yang, F., & Gao, L. (2022). Corporate environmental responsibility and employees’ pro-
environmental behaviors at work: insights from organizational identification and workplace 
spirituality perspective. Journal of Environmental Planning and Management, 66(2), 400–423. 

 

http://jurnal.radenfatah.ac.id/index.php/edukasi

