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Abstract: This study investigates both the direct and mediated influences of authentic leadership on
organizational citizenship behaviour toward the environment (OCBE), with psychological capital serving as an
intervening mechanism. Using a quantitative approach, data were gathered from 396 frontline employees
across six public sector institutions in Sri Lanka through a survey questionnaire. The findings reveal that
psychological capital plays a partial mediating role in the association between authentic leadership and OCBE.
This indicates that authentic leadership affects OCBE not only directly but also indirectly by fostering
employees’ psychological capital. The observed relationships highlight the pivotal role of authentic leadership
in enhancing positive psychological resources and promoting environmentally responsible discretionary
behaviours among employees. The proposed research framework offers practical insights for senior
management in Sri Lankan public sector organizations, particularly in the development of leadership initiatives
aimed at cultivating authentic leaders who can encourage environmental sustainability through employees’
OCBE.
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1. Introduction

Public institutions in many countries play a prominent role in environmental policy decisions and
implementation (Bansal & Roth, 2000; Kulin & Seva, 2019; Armstrong, 2019; Handoyo, 2024). These public
institutions, at both the federal and local levels, try to solve environmental problems to ensure sustainable
development. Problems, like air and water quality, biodiversity, population and climate change, and resource
conservation, are some of the main problems that people expect public institutions to resolve (Voulvoulis &
Burgman, 2019; Yuan, Masron, Chen & Azman, 2025). In this regard, discretionary pro-environmental
behaviour, or organizational citizenship behaviour toward the environment (OCBE) among employees of
public institutions, has not been researched in-depth (Boiral, 2009; Daily, Bishop & Govindarajulu, 2009; Stritch
& Christensen, 2014). In fact, to date, no study has specifically examined public employees’ involvement in
OCBE.

According to Cheema, Afsar and Javed (2020), OCBE is considered to be of immense importance to the
environmental performance of organizations. However, since pro-environmental behaviour at the workplace
involves voluntary participation of employees, making it a part of their job description is difficult (Zhang, Zhang
& Daim, 2023). Further, the effectiveness of formal environmental management practices often depends on
voluntary pro-environmental behaviour because OCBE compensates for the weaknesses of formal practices,
systems, and technologies (Luu, 2018). Although OCBE is cost-effective and may seem insignificant, over time,
OCBE can have a substantial impact on the environmental performance of the organization. OCBE among public
sector employees, in particular, is important since they are responsible for executing and enforcing policies
related to environmental performance (Dahl & Lindblom, 1953; Vigoda-Gadot & Cohen, 2004).

Several researchers suggest that a leader’s support plays a key role in pro-environmental behaviour (e.g.,
Magsoom, Prasittisopin & Ullah, 2025; Ramus & Killmer, 2007; Daily et al., 2009). Robertson and Barling (2017)
noted that research on how managers can encourage employees to demonstrate pro-environmental behaviour
is still in its infancy. Therefore, there have been increasing calls for identifying leadership styles that could
encourage employees’ pro-environmental behaviour, consequently reducing the detrimental effects on the
environment (Aguilera, Rupp, Williams & Ganapathi, 2007; Boiral, Talbot & Paillé, 2015; Afsar, Badir & Kiani,
2016). Although several studies have investigated the impact of various leadership styles on OCBE, studies on
the influence of the authentic leadership style on OCBE are lacking (Robertson & Barling, 2013; Afsar et al,,
2016; Ying, Faraz, Ahmed & Raza, 2020).
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The rapidly escalating environmental problems globally have contributed to more attention being given to
authentic leadership (Walumbwa, Avolio, Gardner, Wernsing & Peterson, 2008). Avolio and Gardner (2005)
and Luthans and Avolio (2003) argued that authentic leadership is characterized by high ethical standards that
guide decision-making and behaviour. Bound by their moral values and ethical behaviour (Lussier & Achua,
2013), authentic leaders can have a significant influence on employees’ OCBE. Authentic leaders are
emotionally intelligent and possess integrity, resilience, courage, and a genuine desire to serve others (Valsania,
Ledn, Alonso & Cantisano, 2012). According to Avolio and Mhatre (2012), authentic leaders lead by example
and are often role models to others. They champion environmental causes, which then motivates their
employees to display OCBE. Authentic leaders have been identified as having attributes, such as being genuine,
honest, and sincere, and these attributes inspire employees to be engaged in pro-environmental behaviour, in
turn, leading to the achievement of environmental sustainability of the organization (Northouse, 2010).

Additionally, the underlying mechanisms through which authentic leadership is related to OCBE have not been
adequately studied. Consistent with the findings of previous studies, this study believes the occurrence of OCB
(organizational citizenship behaviour), such as pro-environment-specific OCB, mainly depends on the
psychological capital of individuals. Psychological capital, as a form of personal resource, could stimulate
emotions towards the environment and motivate employees to engage in voluntary behaviour, such as OCBE
(Luthans, Avolio, Avey & Norman, 2007). To date, the role of psychological capital as a mechanism through
which authentic leaders influence their subordinates’ OCBE has received scant attention. This study, therefore,
believes that psychological capital can help in generating other resources that are positively related to OCBE
(Avey, Luthans & Jensen, 2009). Accordingly, psychological capital is introduced as a mediator to investigate
how authentic leadership predicts employees’ OCBE.

Drawing on conservation of resources (COR) theory (Hobfoll, 1989), this study explains how authentic
leadership may stimulate employees’ organizational citizenship behaviour toward the environment (OCBE)
through the enhancement of psychological capital. COR theory emphasizes the importance of resources,
proposing that individuals invest in resources to prevent losses, recover from depletion, and accumulate
further resources (Hobfoll, 2001). These resources encompass elements that employees value, including job-
related resources (e.g. leader support, autonomy, and performance feedback) and personal resources (e.g.,
self-efficacy, resilience, and knowledge) (Xu, Liu & Chung, 2017). Within the present study, authentic leadership
is conceptualized as a job resource that supports the development of psychological capital. Psychological
capital reflects an individual’s positive psychological state of development (Luthans et al.,, 2007; Avey et al,,
2009; Norman, Avey, Nimnicht & Pigeon, 2010). Enhanced psychological capital enables employees to better
regulate their work environment and to pursue goals beyond formal role requirements, including OCBE
(Laschinger & Fida, 2014). Accordingly, this study proposes that authentic leadership behaviour, as a specific
form of job resource, strengthens employees’ psychological capital, a key personal resource, which
subsequently promotes OCBE.

This study makes several contributions. First, unlike other leadership styles, the impact of the authentic
leadership style on OCBE has not been fully understood. This study enriches the understanding of the
antecedents of OCBE. Secondly, the mechanisms through which leaders’ authentic leadership behaviour
influences OCBE are unclear. Hence, the examination of psychological capital as a mediating variable can shed
light on how employees’ OCBE occurs. Third, research involving authentic leaders has been conducted in a
number of settings, but is scant in the public sector, especially in developing countries. Issues, such as emission
of greenhouse gases, lack of ecosystem integrity, deforestation, urbanization, reduction of biodiversity, and lack
of recycling and reuse practices, have been reported in Sri Lanka (Opatha & Arulrajah, 2014). Such issues
should not be the obstacles to rebuilding the country after a prolonged civil war that dragged on for nearly
three decades (1983-2009). These issues need effective and urgent attention. In this regard, pro-environmental
behaviour among public sector employees in Sri Lanka is highly sought after to address the current
environmental degradation.

2. Literature Review

Authentic Leadership and Psychological Capital: Authentic leadership is seen as a central aspect of diverse
forms of positive leadership and serves as an important explanatory model of leadership (Valsania et al., 2012).
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Authentic leadership is defined as, a pattern of leader behaviour that draws upon and promotes both positive
psychological capacities and a positive ethical climate, to foster greater self-awareness (in values, identity,
emotions, objectives, and goals, and their consequences on employees); balanced information processing
(objectively analysing facts and data, both external and self-referential); moral perspective (upholding moral
and ethical standards in the face of the possible group, social, or organizational pressure); and relational
transparency (maintaining a relationship with the employees based on sincerity and honesty) (Walumbwa et
al,, 2008).

The influence of authentic leadership on followers’ psychological capital can be explained through several
interrelated mechanisms. To begin with, the practice of authentic leadership encourages followers’ personal
development and self-growth by fostering positive self-concepts and developmental experiences (llies,
Morgeson & Nahrgang, 2005; Atwijuka & Caldwell, 2017). By cultivating trust-based relationships, authentic
leaders generate positive affective states, strengthen commitment, and enhance followers’ sense of autonomy
and growth orientation (Macik-Frey, Quick & Cooper, 2009; Coxen, Van der Vaart & Stander, 2016). In addition,
authentic leaders leverage their own positive psychological resources to facilitate similar capacities in their
followers (Gardner, Avolio & Walumbwa, 2005). Prior studies suggest that authentic leadership both relies on
and reinforces followers’ positive psychological capacities while simultaneously promoting an ethical work
climate (Walumbwa et al., 2008; Rego, Junior & Cunha, 2015). Moreover, through psychological contagion
processes, the strengths displayed by authentic leaders may be transmitted to employees, thereby enhancing
their overall psychological capital (Norman, Luthans & Luthans, 2005; Rego, Sousa, Marques & Cunha, 2012).
Drawing on the above arguments, this study proposes the following hypothesis:

H1: There is a positive association between authentic leadership and psychological capital.

Authentic Leadership and OCBE: OCBE is defined as “individual and discretionary social behaviours that are
not explicitly recognized by the formal reward system and that contribute to a more effective environmental
management by organizations” (Boiral, 2009, p.223). Boiral and Paillé (2012) viewed OCBE as comprising eco-
civic engagement (voluntarily engaging in environmental activities of the organization); eco-helping
(voluntarily helping other co-workers address environmental concerns); and eco-initiatives (discretionary
behaviour and solutions to enhance environmental performance). Eco-initiatives reflect the individual
initiative dimension, while eco-helping is consistent with the interpersonal helping dimension. Eco-civic
engagement reflects not only the personal industry dimension but also loyal boosterism through employees’
discretionary behaviour to promote the green image of their organization to outside stakeholders, such as
customers and the community (Luu, 2018).

This study looks into various ways by which authentic leaders could influence OCBE among their followers, like
positive modelling, emotional contagion, personal and social identification, increased trust, positive social
exchanges, and support of self-determination (Ilies et al., 2005). Authentic leaders can facilitate positive
behaviour toward the environment by increasing integrity and positive modelling (Avolio, Gardner etal., 2004;
Walumbwa et al., 2008). According to Northouse (2010), an authentic leader can understand problems from
various perspectives, including environmental concerns, which is one way these leaders support and
encourage sustainable development. Invariably, the consistent display of care for the environment is likely to
be emulated by the followers to engage in eco-initiatives to meet their supervisor’s expectations without any
hope of reward (Paillé, Boiral & Chen, 2013). Furthermore, as a type of job resource, support from authentic
leaders plays an extrinsic motivational role in the attainment of organizational goals, such as OCBE (Avey et al,,
2009). Based on the above reasoning, the following hypothesis is formulated:

H2: There is a positive association between authentic leadership and OCBE.

Psychological Capital and OCBE: Occupational psychologists consider that voluntary workplace behaviour,
such as OCBE, is normally exhibited by high psychological capital employees because they simultaneously
invest their physical and cognitive energies into their work (Pradhan, Jena & Bhattacharya, 2016). Raineri and
Paillé (2015) claimed that employees’ OCBE is not based on expectations of rewards. It is premised on personal
values, cognitive capabilities, and interpersonal awareness, which can be attributed to a positive psychological
state. Bamberg and Moser (2007) argued that, besides environmental attitude and perceived behavioural
control, individuals’ personal moral norms and psychological state regarding the environment are important
predictors of their intention to engage in voluntary environmental behaviour. Hence, there is a likelihood that
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positive psychological capital may lead to a desirable OCBE, not as part of the employee’s job description, but
as support offered voluntarily by the individual employee to the organization (Norman et al., 2010). Based on
the above discussion, this study hypothesizes that:

H3: There is a positive association between psychological capital and OCBE.

Mediation Effect of Psychological Capital: This study positions psychological capital as a mediating variable
for several key reasons. To begin with, psychological capital represents a positive psychological resource that
is relatively malleable and capable of being enhanced over time (Luthans, 2002). It is therefore argued that
authentic leadership can contribute to the strengthening of employees’ psychological capital, which
subsequently affects their organizational citizenship behavior for the environment (OCBE). As a form of job
resource, authentic leadership is likely to foster a supportive and encouraging work context that facilitates the
growth of employees’ psychological capital. In addition, authentic leaders demonstrate attributes such as self-
awareness, internalized moral perspectives, balanced information processing, and relational transparency in
their everyday interactions (Walumbwa et al., 2008). These leader behaviors are expected to transmit positive
emotions to employees (Isen, 2000), which, when accumulated over time, can develop enduring psychological
resources (Fredrickson, 2001). As employees’ psychological capital strengthens, they become more inclined to
engage in higher levels of OCBE. Thus, this study proposes the following:

H4: Psychological capital mediates the relationship between authentic leadership and OCBE.

Research Model: Figure 1 illustrates the proposed model for this study, which examines the direct associations
specified in Hypotheses 1-3 as well as the mediating role of psychological capital in the link between authentic
leadership and organizational citizenship behaviour toward the environment (OCBE) proposed in Hypothesis
4. To evaluate the mediation effect, the bootstrapping approach was applied (Preacher & Hayes, 2004;
Preacher, Rucker & Hayes, 2007). This procedure involves generating a large number of resamples by randomly
drawing observations with replacement from the original dataset and estimating the target statistic for each
resample (Preacher & Hayes, 2004; Preacher et al., 2007). Mediation analysis is based on the premise that the
influence of predictor variables on an outcome variable may occur both indirectly through a mediating variable
and directly without passing through the mediator. The indirect effect represents the portion of the predictor’s
influence that operates via the mediator. Bootstrapping is widely regarded as a robust technique for mediation
testing because it accommodates non-normality in the sampling distribution of indirect effects. As such, it has
been recommended as a superior alternative to traditional mediation tests, including the Sobel test
(MacKinnon, Warsi & Dwyer, 1995).

Figure 1: Direct and Indirect Model

Direct Relationship
AL > OCBE
c
Indirect Relationship
PsyCap
a b
CI
N
7
AL OCBE

Note: AL=Authentic Leadership, PsyCap=Psychological Capital, OCBE=0rganizational Citizenship Behaviour
toward the Environment
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3. Methodology

Data were obtained from the front-line employees in six large publicly-owned utility organizations under the
commercial category in Sri Lanka using a self-administered questionnaire sent by mail. The operations of these
six organizations, i.e., Transport Board, Ceylon Electricity Board, Road Development Authority, Lanka
Electricity Company, National Transport Commission, and Water Resource Board, affect society and the
environment. The population of the study consists of 10,163 front-line workers. A total of 569 questionnaires
were distributed using the formula suggested by Bartlett, Kotrlik and Higgins (2001), taking into consideration
the poor response rate which is expected in survey research. A disproportionate stratified random sampling
method was used to draw the sample from the six public sector organizations. The mailing address was
obtained from the Human Resource Department of each organization, and the questionnaires were mailed to
the selected participants. The data collection process lasted for four months from April 2018 to July 2018.

Measurement and Scales: The study used the Organizational Citizenship Behaviour toward the Environment
Scale (Boiral & Paillg, 2012) to measure OCBE. The scale is a 10-item self-report instrument. A five-point Likert-
type scale ranging from 1 (strongly disagree) to 5 (strongly agree) was used to measure the construct. The
internal consistency values (Cronbach’s Alpha) of the dimensions range from 0.81 to 0.92 (Boiral, 2009; Boiral
& Paille, 2012).

The 16-item follower-rated Authentic Leadership Questionnaire (ALQ) by Avolio, Gardner and Walumbwa
(2007) was used to assess authentic leadership. Respondents were asked to indicate the frequency of authentic
leadership traits displayed by their respective superior using a five-point Likert-type scale, ranging from 1 (not
atall) to 5 (frequently). Cronbach’s alpha values of the dimensions range from 0.70 to 0.77 (Walumbwa et al.,
2008).

The study used the 24-item Psychological Capital Questionnaire (PCQ) by Luthans et al. (2007) to measure
psychological capital items on a five-point Likert-type scale, ranging from 1 (strongly disagree) to 5 (strongly
agree). The internal consistency estimates (Cronbach's alpha) for the dimensions range from .88 to .89
(Luthans et al., 2007).

4, Results

Demographic Profile: In total, 569 survey instruments were administered, of which 417 were completed and
returned. Thirteen responses were excluded from further analysis because they contained incomplete
information. As a result, 404 questionnaires were initially deemed suitable for analysis, representing a usable
response rate of 71.0%. Following preliminary data screening, an additional eight cases were removed due to
the presence of univariate and multivariate outliers. Consequently, the final sample comprised 396 valid
responses. The sample consisted of 56.6% female and 43.4% male participants. Most respondents were aged
between 29 and 45 years (43.9%) and held Diploma or Certificate-level qualifications (40.9%). With respect to
tenure, 38.9% of participants reported having between one and five years of experience in their current roles.

Descriptive Statistics, Reliability Coefficients, and Correlations: The descriptive statistics and the
correlation matrix values for all variables are presented in Table 1. The mean values and standard deviation of
the variables are as follows: OCBE (M=3.502, SD=.758, psychological capital (M=4.116, SD=.394), and authentic
leadership (M=3.957, SD=.523), which are all higher than the midpoint of their respective scales. Overall, the
results suggest that respondents perceived themselves as frequently engaging in organizational citizenship
behaviour toward the environment (OCBE) and reported relatively high levels of psychological capital. In
addition, supervisors were generally perceived as exhibiting authentic leadership behaviours. The internal
consistency of the measurement instruments was satisfactory, with Cronbach’s alpha values of 0.940 for OCBE,
0.911 for authentic leadership, and 0.896 for psychological capital. As shown in Table 1, Pearson correlation
analysis reveals that all associations align with the proposed hypotheses. Authentic leadership demonstrates a
significant positive correlation with OCBE (r =.357, p < 0.01) and with psychological capital (r =.630, p < 0.01).
Similarly, psychological capital is significantly and positively associated with OCBE (r =.302, p < 0.01). These
results indicate that stronger perceptions of authentic leadership are linked to higher levels of psychological
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capital and OCBE among employees in Sri Lanka’s public utility sector. Furthermore, higher psychological
capital appears to be associated with increased engagement in OCBE.

Table 1: Descriptive Statistics, Reliability, and Correlations among Variables (N=396)

Variable Mean SD 1 2 3

1. OCBE 3.502 0.758 (0.940)

2. AL 3.957 0.523 357" (0.911)

3. PsyCap 4.116 0.394 302" .630™ (0.896)

Notes: Coefficient alphas are presented along the diagonal

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

AL=Authentic Leadership, PsyCap=Psychological Capital, OCBE=0rganizational Citizenship Behaviour towards
Environment

Hypothesis Testing: The hypotheses were tested via multiple regressions and mediation analysis using
PROCESS Macro (Hayes, 2013) and SPSS 23. PROCESS is a conditional process modelling program developed
by Preacher and Hayes (2004) that utilizes an ordinary least squares-based path analytical framework to test
for both direct and indirect effects (Hayes, 2013). In Table 2, Model 1 shows the direct relationship between
authentic leadership and psychological capital. Model 2 shows the direct relationships between authentic
leadership and psychological capital, and OCBE.

Table 2 also presents the multiple regressions and mediation analysis results. H1 posits a positive relationship
between authentic leadership and psychological capital. Model 1 of Table 2 shows that authentic leadership is
significantly and positively related to authentic leadership ($=.4749, p<.0001), thus supporting H1. H2 states
that authentic leadership is positively associated with OCBE. Model 2 of Table 2 shows that authenticleadership
is significantly and positively related to OCBE (=.4007, p<.0001), hence providing support for H2. H3 posits
a positive relationship between psychological capital and OCBE. Model 2 of Table 2 shows that psychological
capital is significantly and positively related to OCBE ($=.2470, p< .05), thereby supporting H3. Figure 2
illustrates that all the paths are statistically significant. Using the bootstrapping method through the bias-
corrected confidence estimates, this study obtained a 95% confidence interval (CI) of indirect effects with 5,000
bootstrap resamples (Preacher & Hayes, 2008). Results of the mediation analyses, as depicted in Table 2,
confirm the mediating role of psychological capital in the relationship between authentic leadership and OCBE
(B=.1173, C1=0.0123-0.2283), providing support for H4. From the bootstrap percentile of CI shown in Table 2,
the entire path is 95% of the bootstrap estimates, not including 0, evincing that the indirect effect of authentic
leadership on OCBE is significantly different from 0.

Figure 2: Model of authentic leadership as a predictor of OCBE mediated by psychological capital

b=0.4749, p<0.0001 PsyCap b=0.2470, p<0.05
a
AL > OCBE
c’

Direct effect, b=0.4007, p<0.0001
Indirect effect, b=0.1173, 95%, CI (0.0123, 0.2283)

Note: AL=Authentic Leadership, PsyCap=Psychological Capital, OCBE=0rganizational Citizenship Behaviour
toward the Environment

45



Information Management and Business Review (ISSN 2220-3796)
Vol. 18, No. 1, pp. 40-52, 2026

However, it was necessary to statistically test whether or not the relationship between the independent and
dependent variables decreases or disappears when the effect of the mediator variable is controlled. The Sobel
test was used to look at the significance of the z-value calculated through this test. The results are significant
(S=2.050,A=2.035,G=2.067,p <.05) (see Table 2), showing that psychological capital has a partial mediating
effect on the relationship between authentic leadership and OCBE. Thus, authentic leadership affects OCBE
both directly and indirectly through psychological capital.

Table 2: The mediation analysis (N= 396)

Predictors Model 1 Model 2
PsyCap 13 (SE) OCBE 13 (SE)2
Independent Variables
AL 4749(.0295)** 4007(.0875)**
PsyCap - 2470 (.11161)*
R?2 .3970 1374
Bootstrap indirect effects on OCBE
(through PsyCap)® 3 (SE) LL 95% CI UL 95% CI
AL 0.1173(.0554)** .0123 2283
Test statistics SE p-value
Sobel test 2.050 0.062 0.040
Aroian test 2.035 0.063 0.042
Goodman test 2.067 0.062 0.039

Note: LL = Lower limit; UL = Upper Limit; CI = Confidence Interval. Unstandardized regression coefficients are
reported with standard error in parentheses.

aDirect and total effect. PBootstrap sample size = 5000.

Note: AL=Authentic Leadership, PsyCap=Psychological Capital, OCBE=0rganizational Citizenship Behaviour
towards Environment

*p<.05**p<.01

Discussion

The significant positive association identified between authentic leadership and psychological capital indicates
that stronger perceptions of leader authenticity are linked to higher levels of psychological capital among
public sector employees in Sri Lanka. This outcome reinforces earlier scholarly arguments that authentic
leadership fosters positive emotional experiences and enhances followers’ psychological well-being through
the establishment of genuine and trust-based leader-follower relationships (Ilies et al., 2005; Macik-Frey et al.,
2009; Coxen et al., 2016; Atwijuka & Caldwell, 2017). From the perspective of the Conservation of Resources
(COR) theory, authentic leadership can be viewed as a critical job-related resource that facilitates the
accumulation and strengthening of employees’ psychological capital (Avolio & Gardner, 2005). Overall, the
results align with prior empirical evidence demonstrating that authentic leadership plays an important role in
promoting positive psychological resources among employees (Ilies et al.,, 2005; Walumbwa et al., 2008; Clapp-
Smith et al.,, 2009; Rego et al,, 2012; Amunkete & Rothmann, 2015).

The observed positive relationship between authentic leadership and OCBE among public sector employees in
Sri Lanka indicates that leaders who act authentically can encourage employees to voluntarily adopt
environmentally responsible behaviors that extend beyond formal job requirements (Avolio, Gardner et al,,
2004; Walumbwa et al, 2008). When supervisors are viewed as genuine and consistent advocates of
environmental initiatives, employees tend to experience higher levels of satisfaction and organizational
commitment, which in turn strengthens their readiness to engage in discretionary behaviors such as OCBE
(Ilies et al., 2005; Clapp-Smith et al., 2009). Through ethical conduct, role modeling, and the reinforcement of
social and moral responsibility, authentic leaders can heighten employees’ awareness of environmental issues
and motivate pro-environmental actions (Ilies et al, 2005; Walumbwa et al,, 2008). These findings are
consistent with prior research showing that employees are more likely to mirror environmentally responsible
behaviors when leaders actively demonstrate and clearly communicate expectations regarding pro-
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environmental practices in the workplace (Ramus & Steger, 2000; Boiral, 2009; Daily et al., 2009; Paillé &
Boiral, 2013).

The results of this study indicate that employees with higher levels of psychological capital are more inclined
to engage in favorable environmental citizenship behaviors. Psychological capital supports adaptive change
and promotes constructive workplace outcomes, including behaviors that go beyond prescribed job roles. As
an internal personal resource, psychological capital enables individuals to accumulate and mobilize further
resources, thereby increasing their willingness to perform discretionary behaviors such as OCBE
(Xanthopoulou, Bakker, Demerouti & Schaufeli, 2007). Consistent with earlier empirical evidence (Norman et
al, 2010), the present findings suggest that psychological capital functions as an important antecedent of
voluntary extra-role behaviors in organizational settings. Overall, the analysis underscores that employees who
experience stronger positive psychological states at work are more likely to demonstrate elevated levels of
OCBE than those with comparatively lower psychological capital.

The presence of partial mediation identified in this study indicates that authentic leadership contributes to the
cultivation of employees’ positive psychological states (Luthans & Youssef, 2007), which function as critical
personal resources for encouraging discretionary behaviors beyond formal job requirements, including OCBE
(Youssef-Morgan & Luthans, 2015). At the same time, the results reveal that authentic leadership also exerts a
direct influence on OCBE. These findings align with spillover theory (Wilensky, 1960), which posits that
affective experiences such as psychological capital developed through authentic leadership extend beyond
their immediate domain and are reflected in favorable workplace behaviors like OCBE. Moreover, by serving
as a key job-related resource, authentic leadership facilitates the enhancement of employees’ psychological
capital, a vital personal resource that equips individuals with the capacity to mobilize additional resources
necessary for engaging in extra-role behaviors, including OCBE (Avey et al,, 2009; Rego et al., 2012).

5. Implications

Theoretical implications: This study makes several theoretical contributions. First, this study overcomes the
lack of research on the influence of authentic leadership on OCBE in a non-Western context by providing new
insights into the significance of authentic leadership in predicting psychological capital and OCBE in emerging
economies, like Sri Lanka. The findings of this study, therefore, add to the body of knowledge on the authentic
leadership style in a non-Western context (Zhang, Everett, Elkin & Cone, 2012).

Secondly, the findings of this study address the gaps in existing leadership studies on the element of authentic
leadership and its influence on the behaviour of employees toward the environment. This study enriches our
understanding of both authentic leadership and employees’ pro-environmental behaviour. This is one of the
main contributions of the current study, casting authentic leadership as an antecedent of OCBE (Walumbwa et
al,, 2008).

Thirdly, by testing the model in a public sector setting, the findings of this study augment knowledge on
concepts, like authentic leadership, psychological capital, and OCBE, which are still lacking in the public sector
compared to the private sector (Christensen & Whiting, 2009). Our research evinces that authentic leadership
and psychological capital are important antecedents of OCBE behaviour among public sector employees.

Fourthly, by including a mediator in the leadership-pro-environmental relationship, the present study suggests
that through the development of psychological capital, authentic leaders can motivate employees to display
OCBE toward sustainable development. It appears that psychological capital can serve as an important
mechanism to explain the association between authentic leadership and positive workplace behaviour, such as
OCBE. Hence, psychological capital should be considered as one of the enablers in future studies involving
leader-member relationships toward ensuring environmental sustainability.

Finally, our research extends the COR theory by indicating that job resources (authentic leadership) may be
helpful for generating other personal resources (psychological capital), which in turn, can motivate employees
to engage in pro-environmental behaviour beyond the call of duty. To date, the application of the COR theory,
which forms part of the Job Demands-Resources Model (Bakker & Demerouti, 2007), has been limited to
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studies on traditional workplace outcomes, such as stress, work burnout, voice behaviour, well-being, work
engagement, and job performance (e.g., De Cuyper, Makikangas, Kinnunen, Mauno & Witte, 2012). The use of
the COR theory to study pro-environmental behaviour among public sector employees not only uncovers its
potential in predicting employee outcomes in other domains, but also distinguishes our study from other
studies that have focused on traditional theories, like the social exchange theory (Blau, 1964); social identity
theory (Tajfel & Turner, 1985); and the Theory of Planned Behaviour (Ajzen, 1991).

Practical Implications: In practical terms, since authentic leadership is found to be a crucial component in
promoting public sector employees’ OCBE at the workplace, it is important for public sector organizations to
promote an authentic leadership style among leaders in the public sector in Sri Lanka. This is because
employees who receive proper guidance and direction from authentic leaders who display strong internal
moral values, including being responsible towards the environment, will emulate such behaviour. Accordingly,
this study suggests that managers must understand their role as role models. Since employees tend to learn
from and imitate their leaders’ behaviour, managers should set examples of pro-environmental behaviour to
protect the environment. Efforts must be taken to implement green policies to demonstrate that such leaders
really “walk their talk” (Luu, 2019; Magsoom et al., 2025).

Secondly, managers should attend training and development courses to develop authentic leadership qualities,
specifically relating to their organization’s green initiatives. They should share with employees pro-
environmental values and support and stimulate them to engage in OCBE. They should also encourage
employees to become “authentic leaders” themselves (Walumbwa et al., 2008; Luthans & Avolio, 2003), who
then can help their colleagues develop green values and behave pro-environmentally. Therefore, training
interventions should be considered by the organizations. Likewise, coaching employees in pro-environmental
values and skills, encouraging them to share, and engaging employees in collective green activities, will
promote their social responsibility performance and sustainability of the organization (Akisik & Gal, 2017; Luu,
2019).

Thirdly, although OCBE is a voluntary pro-environmental employee behaviour in the workplace, such
behaviours should be encouraged further through proper recognition and reward, which can be in the form of
monetary or non-monetary rewards. Public sector organizations can include an assessment of employees’
concerns with and awareness of environmental performance in their annual performance appraisal. Employees
should be rewarded accordingly if they demonstrate an acceptable level of OCBE. Such recognition will raise
greater awareness of the importance of OCBE.

Finally, it is also important to find the fit between the person and the organization in terms of pro-
environmental values and skills. The recruitment and selection process in the public sector organizations
should be revisited for this purpose. From the perspective of employees, organizations should attach
importance to the assessment of candidates’ environmental values and skills in the recruitment and selection
process, like self-assessment and 360-degree feedback. Individuals with high environmental values are more
likely to be motivated to engage in OCBE in the workplace than those with low environmental values. Similar
assessments can be considered for managerial positions in the organization.

Limitations and Future Research Recommendations: This study has a number of limitations, which pave
the way for future research. First, the cross-sectional data used in the current study preclude any causal
inferences. Future research should go beyond cross-sectional data and include longitudinal or time-lagged data
to allow for causal inferences. Second, although the results of Harman’s single-factor test show that there are
no serious CMV biases in the current study, it cannot be completely excluded. Subsequent studies may collect
data from multiple sources. Third, the current study only focused on a mediating mechanism to link authentic
leadership to employees’ OCBE, ignoring its boundary conditions. According to the contingency theory of
leadership, the effectiveness of leadership is constrained by specific situational conditions (Thompson &
Vecchio, 2009). Future research should incorporate these situational factors as moderators into the research
framework. Finally, the concept of authentic leadership should not just focus on motivating employees to
display OCBE, but should go beyond this to improve the organization’s environmental and financial
performance. Future research can add organizational environmental performance, green innovation, and even
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financial performance as outcomes into the research framework (Boiral, 2009) to have an in-depth
understanding of OCBE.

Conclusion

The current research examines the direct and indirect effects of authentic leadership on OCBE with
psychological capital as a mediator. The findings suggest that psychological capital partially mediates the
relationship between authentic leadership and OCBE. In other words, the direction of the relationship between
authentic leadership and OCBE is both direct and indirect, mediated through psychological capital. The
evidence of the indirect influence of psychological capital on the relationship between authentic leadership and
OCBE suggests that psychological capital, as an important personal resource, contributes significantly to the
promotion of positive workplace behaviour, like OCBE. Our research sets the stage for further research toward
understanding how authentic leadership and psychological capital can increase pro-environmental outcomes
in organizations.
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