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ABSTRACT 

This study aims to determine the effect of Green Ethical Leadership and Organizational Commitment on 

Organizational Citizenship Behavior for the Environment (OCBE) with Job Satisfaction as an Intervening 

Variable - (A Study of Employees at PT Jasa Armada Indonesia). This study was conducted on 82 permanent 

employees of PT Jasa Armada Indonesia using saturated sampling. The data analysis method used was 

Structural Equation Modeling (SEM) and data processing using Smart Partial Least Square (PLS) software. The 

results showed that Green Ethical Leadership had a positive and significant effect on OCBE, Organizational 

Commitment had a positive and significant effect on OCBE, Job Satisfaction has a positive and significant effect 

on OCBE, Green Ethical Leadership has a positive and significant effect on Job Satisfaction, Organizational 

Commitment has a positive and significant effect on Job Satisfaction, Green Ethical Leadership has an indirect 

effect on OCBE through Job Satisfaction as an intervening variable, Organizational Commitment has an 

indirect effect on OCBE through Job Satisfaction as an intervening variable. 
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INTRODUCTION 

In recent decades, humanity has faced increasingly complex and interrelated global 

challenges. These challenges encompass four main dimensions, namely the environment, 

society, the economy, and law and governance, which affect the sustainability of human life 

and the planet. One particularly complex challenge is the long-term rise in global 

temperatures caused by greenhouse gas (GHG) emissions. The responsibility for reducing 

GHG emissions lies not only with individuals, but also with companies and organizations in 

order to maintain global climate balance by encouraging voluntary action within 

organizations aimed at protecting and improving the environment, known as Organizational 

Citizenship Behavior for the Environment (OCBE). 

OCBE is a voluntary action taken by employees in an effort to support environmental 

sustainability and resource efficiency, even though it is not formally required (Ziyadeh et al., 

2023). According to the Ministry of Energy and Mineral Resources, 80% of energy waste is 

caused by human factors, while the other 20% is caused by technical factors. Buildings in 

Indonesia, such as offices, rank first in terms of energy waste. PT Jasa Armada Indonesia, as a 

company engaged in the maritime sector, should certainly reflect OCBE actions, but in 

reality, the company has not optimally implemented OCBE actions, as indicated by an 

increase in the paper expenditure budget each year and 63% of respondents reflecting the low 

contribution of employees' voluntary actions to environmental sustainability, especially in 

supporting the Sustainable Development Goals (SDGs) agenda. 

Based on previous studies, there are eight variables that influence OCBE, with the results 

showing that there are three variables that were most frequently selected by respondents, 

namely 60% of respondents stated that Green Ethical Leadership was not yet optimal, 42% 

stated that they did not have a strong Organizational Commitment, and 63% of respondents 

stated that they were dissatisfied with their working conditions. The analysis shows that these 

three variables are still not optimal and need to be improved in relation to SDG 12: 

Responsible Consumption and Production and SDG 8: Decent Work and Economic Growth. 

Then, as a reference and in determining the independent and dependent variables, the author 

also used the relevance and research gap from previous studies that made OCBE a dependent 

variable, as well as Green Ethical Leadership and Organizational Commitment as independent 

variables, and Job Satisfaction as an intervening variable. Based on the analysis conducted, 

the author is interested in conducting research with the title "The Effect of Green Ethical 

Leadership and Organizational Commitment on Organizational Citizenship Behavior for the 

Environment (OCBE) with Job Satisfaction as an Intervening Variable - A Study of 

Employees at PT Jasa Armada Indonesia". 

Based on the problem formulation and research framework described above, the following 

hypothesis can be formulated for this study:  

H1: Green Ethical Leadership has a positive and significant effect on Organizational 

Citizenship Behavior for the Environment (OCBE).  

H2: Organizational Commitment has a positive and significant effect on Organizational 

Citizenship Behavior for the Environment (OCBE).  



 

Business, Economics, Law, Communication, and Social Sciences 
(BELACOSS) 
Volume 2 Number 3 | May 2026 

e-ISSN: 3089-9001   

__________________________________________________________________________________ 

 

https://journal.arepublisher.com/index.php/belacoss 520 
 

Kerangka Konseptual 

 

  

 

 

 

    

 

  

 
Green Ethical 

Leadership 

(X1) 

Organizational 

Commitment 

(X2) 

Job 

Satisfaction 

(Z) 

Organizational 

Citizenship Behavior for 

the Environment 

(OCBE) 

(Y) 

H1 

 

H2 

 

H3 

 

H4 

H5 

H6 

H7 

H3: Job Satisfaction has a positive and significant effect on Organizational Citizenship 

Behavior for the Environment (OCBE).  

H4: Green Ethical Leadership has a positive and significant effect on Job Satisfaction.  

H5: Organizational Commitment has a positive and significant effect on Job Satisfaction.  

H6: Green Ethical Leadership has a positive and significant effect on Organizational 

Citizenship Behavior for the Environment (OCBE) with Job Satisfaction as an intervening 

variable. 

H7: Organizational Commitment has a positive and significant effect on Organizational 

Citizenship Behavior for the Environment (OCBE) with Job Satisfaction as an intervening 

variable. 

Figure 1. Conceptual framework 

LITERATURE REVIEW  

Green Ethical Leadership  

This variable is based on an approach to leadership theory that is interrelated, including 

ethical leadership, green leadership, and Green Human Resource Management (GHRM). 

Ethical leadership is behavior that complies with ethical norms through interpersonal 

relationships to encourage such behavior in followers through two-way communication, 

reinforcement, and decision-making (Bhatti et al., 2021). Green leadership is environmentally 

conscious, enthusiastic, proactive, initiative-filled, and creative leadership that considers the 

interests of the people and the universe (Amruddin et al., 2023). Green Human Resource 

Management (GHRM) is a technique that focuses on plans to encourage employees to act in a 

more environmentally friendly manner (Komang Krishna Darmawan et al., 2022). Based on 

these approaches, it can be concluded that Green Ethical Leadership is a leadership style that 

emphasizes not only ethical values and integrity, but also concern for the environment.  

Organizational Commitment  

Organizational commitment can be defined as an attitude whereby an individual identifies 

with the goals and expectations of the organization and is willing to work hard to achieve 

them (Dewi Indriasih et al., 2022). Thus, organizational commitment can be defined as an 

individual's psychological attachment to the organization where they work in order to create a 

productive and harmonious work environment.  
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Job Satisfaction  

Job satisfaction is a pleasant emotional feeling and love for the work being done, which 

shows that job satisfaction is related to material as well as emotional and psychological 

aspects (Kusnadi et al., 2022). Employee satisfaction is not only influenced by external 

factors, but also by how employees are empowered and valued within the company (Luthfi & 

Nawangsari, 2021).  

Organizational Citizenship Behavior for the Environment (OCBE)  

OCBE does not only focus on the environment, but also emphasizes the importance of 

individual or employee contributions in achieving organizational sustainability (Mega et al., 

2022). OCBE does not stand alone but is influenced by leadership, as well as organizational 

factors such as culture and organizational commitment, and psychological conditions such as 

job satisfaction and spiritual quotient (Navis et al., 2020). 

METHOD 

This research was conducted at PT Jasa Armada Indonesia using a causal research design 

through the distribution of surveys to examine the behavior of individuals or groups. This 

research is quantitative in nature and explanatory. In this case, the independent and 

intervening variables are suspected of influencing the dependent variable or as a result of the 

independent variable. In this study, the independent variables are Green Ethical Leadership 

and Organizational Commitment, the intervening variable is Job Satisfaction, and the 

dependent variable is Organizational Citizenship Behavior for the Environment (OCBE).  

To facilitate the data collection process and avoid different interpretations, as well as to limit 

the scope of variables, the author used variable operationalization described by several 

previous researchers, resulting in 44 indicator items that have been adjusted by applying a 

Likert scale as a measurement. The sampling technique used in this research was probability 

sampling with saturated sampling.  

The data collection method in this study was collected through the use of primary data by 

distributing questionnaires or surveys to research subjects and filled out directly by 

respondents. In addition, data collection was also carried out through secondary data in the 

form of reports sourced from employees and several other literature related to the research 

variables. The data analysis methods used in this study included descriptive statistical analysis 

and inferential statistical analysis using the PLS-SEM model. 

RESULTS AND DISCUSSION 

Results  

Based on gender, the data shows that this study has a balanced representation with a 

percentage of 50% for both male and female employees, so the results are not biased towards 

either gender. Based on age, the data shows that most employees, 51.2%, are aged 25–35 

years old, which is considered productive and mature, and can be expected to have optimal 

experience and contribution at work. Based on education, the data shows that 59.8% of 

employees have a higher education background, as seen from the fact that most of them have 

a bachelor's degree. Based on length of service, the data shows that 57.3% of employees are 
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in the medium length of service category, who generally have a deep understanding of the 

company's work culture and operations. The analysis of variable descriptions also shows 

several mean and standard deviation values that reflect areas where PT Jasa Armada 

Indonesia can improve. 

1. Measurement Model Testing Results (Outer Model) 

Convergent Validity 

The following are the results of testing all indicators in each construct, as shown in the 

following figure:  

Figure 2. PLS algorithm results 

Based on the test results shown in Figure 2 above, it can be seen that all indicators in each 

construct have loading factors above 0.70 and Average Variance Extracted (AVE) values 

shown as >0.50, indicating that the construct has met the statistical requirements for 

convergent validity. 

Discriminant Validity 

To ensure that each construct has adequate discriminative ability, the author also tested 

several criteria, including: 

Table 1. Heterotrait-Monotrait ratio (HTMT) test result 

Construct 

Green Ethical 

Leadership 

(X1) 

Organizational 

Commitment 

(X2) 

Organizational Citizenship 

Behavior for the 

Environment (OCBE) (Y) 

Job 

Satisfaction 

(Z) 

Green Ethical Leadership 

(X1)  
      

Organizational Commitment 

(X2) 
0,773 

 
    

Organizational Citizenship 

Behavior for the 

Environment (OCBE) (Y) 
0,822 0,811 

 
  

Job Satisfaction (Z) 0,824 0,826 0,849 
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Source: Output Smart PLS 4.1 (2025) 

Based on the cross-loading test results shown in the figure, it can be seen that the outer 

loadings values for each indicator have higher values than the original construct. Thus, it can 

be concluded that all indicators in the model have met the discriminant validity criteria. In 

measuring discriminant validity, the author also used the Heterotrait-Monotrait Ratio (HTMT) 

criterion shown in the table. It can be seen that all HTMT values are below the maximum 

limit of 0.90. This indicates that each construct in this study has good discriminant validity. 

Composite Reliability 

In measuring the level of reliability, the author conducted a Composite Reliability and 

Cronbach's Alpha test with the following results: 

Table 2. Composite reliability and cronbach's alpha test results 
Construct Cronbach's Alpha Composite Reliability (rho_c) Description 

Green Ethical Leadership 

(X1) 
0,971 0,973 Reliable 

Organizational 

Commitment (X2) 
0,943 0,952 Reliable 

Job Satisfaction (Z) 0,943 0,951 Reliable 

Organizational Citizenship 

Behavior for the 

Environment (OCBE) (Y) 

0,947 0,955 Reliable 

Source: Output Smart PLS 4.1 (2025) 

The table 2 shows that all latent variables have Composite Reliability and Cronbach's Alpha 

values of ≥ 0.70, so it can be concluded that all constructs in the model meet the criteria for 

good and adequate reliability. 

2. Structural Model Testing Results (Inner Model) 

R-Square (R2) 

In measuring the extent to which the independent variables explain the dependent variables, 

the author conducted an R-Square (R²) test with the following results: 

Table 3. R-Square test results 
Construct R-square R-square adjusted 

Organizational Citizenship Behavior for the Environment 

(OCBE) (Y) 
0,738 0,728 

Job Satisfaction (Z) 0,715 0,708 

Source: Output Smart PLS 4.1 (2025) 

Based on the test results shown in the table 3, the R-Square value for the OCBE (Y) variable 

is 0.738, which means that 73.8% of the variance is explained by the independent variable, 

indicating a strong explanatory ability. Meanwhile, Job Satisfaction (Z) has an R-square of 

0.715, meaning that the model is able to explain 71.5% of the variance of variable Z, which is 

considered a strong value. 

Goodness of Fit (GoF) 
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In assessing the overall suitability of the model, both the structural model and the 

measurement model, the author conducted a Goodness of Fit (GoF) test with the following 

results: 

Table 4. GoF test results 
Construct Average variance extracted (AVE) R-square 

Green Ethical Leadership (X1) 0,670 
 

Organizational Commitment (X2) 0,714 
 

Organizational Citizenship Behavior 

for the Environment (OCBE) (Y) 
0,728 0,738 

Job Satisfaction (Z) 0,660 0,715 

Average 0,693 0,727 

Source: Output Smart PLS 4.1 (2025)  

The GoF values obtained are as follows: 

GoF =√(AVE x R–Square) (1) 

GoF =√(0,693 x 0,727) 

GoF =0,710 

Based on the results obtained, the GoF value of 0.710 exceeds the threshold of 0.36. This 

value indicates that the combined performance of the outer model and inner model in this 

study can be classified as high or strong (Ghozali, 2016). Thus, the structural model and 

measurements in this study are able to explain the data well, both in terms of the relationship 

between variables and the reliability and validity of the constructs involved in the model. 

3. Hypothesis Testing 

After the structural model evaluation is complete, the next test is to determine whether the 

hypotheses proposed in the model can be accepted or must be rejected. The hypothesis testing 

process is carried out by analyzing the path coefficient values and t-statistic values obtained 

through the bootstrapping technique. Path coefficient values close to +1 represent a strong 

positive relationship, while values close to -1 indicate a strong negative relationship (Hair et 

al., 2018). T-statistic values ≥1.96 (at a significance level of 5%) are used as the threshold for 

determining whether a hypothesis is accepted or rejected. 

Figure 1. Bootstrapping test results 

 

Table 5. Hypothesis testing results 
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Hypothesis Research Original sample (O) T statistics (|O/STDEV|) P values Description 

Direct Effect     

Green Ethical Leadership (X1) 

-> Organizational Citizenship 

Behavior for the Environment 

(OCBE) (Y) 

0,326 2,594 0,005 
Positive- 

Significant 

Organizational Commitment 

(X2) -> Organizational 

Citizenship Behavior for the 

Environment (OCBE) (Y) 

0,252 2,025 0,021 
Positive- 

Significant 

Job Satisfaction (Z) -> 

Organizational Citizenship 

Behavior for the Environment 

(OCBE) (Y) 

0,353 2,541 0,006 
Positive- 

Significant 

Green Ethical Leadership (X1) 

-> Job Satisfaction (Z) 
0,478 4,421 0,000 

Positive- 

Significant 

Organizational Commitment 

(X2) -> Job Satisfaction (Z) 
0,427 3,906 0,000 

Positive- 

Significant 

Indirect Effect     

Green Ethical Leadership (X1) 

-> Job Satisfaction (Z) -> 

Organizational Citizenship 

Behavior for the Environment 

(OCBE) (Y) 

0,169 2,168 0,015 

Complement

ary 

Partial 

Mediation 

Organizational Commitment 

(X2) -> Job Satisfaction (Z) -> 

Organizational Citizenship 

Behavior for the Environment 

(OCBE) (Y) 

0,151 1,980 0,024 

Complement

ary 

Partial 

Mediation 

Source: Output Smart PLS 4.1 (2025) 

Discussion  

The Effect of Green Ethical Leadership on Organizational Citizenship Behavior for the 

Environment (OCBE) 

The results of hypothesis testing show that Green Ethical Leadership (X1) has a positive and 

significant effect on Organizational Citizenship Behavior for the Environment (OCBE) (Y) 

(Khan et al., 2019), which shows that there is a correlation between Ethical Leadership and 

OCBE behavior. At PT Jasa Armada Indonesia, the application of environmentally friendly 

ethical leadership principles can be seen in how leaders set a real example in waste 

management, energy use, and the implementation of environmentally friendly policies in port 

operations. 

The Effect of Organizational Commitment on Organizational Citizenship Behavior for 

the Environment (OCBE) 

Based on the results of hypothesis testing, the Organizational Commitment variable (X2) has 

a positive and significant effect on Organizational Citizenship Behavior for the Environment 

(OCBE) (Y) (Sihombing & Iqbal, 2024), who stated that organizational commitment has a 

positive effect on OCBE. At PT Jasa Armada Indonesia, organizational commitment is 

reflected in the extent to which employees feel a sense of belonging, feel connected, and show 

loyalty to the company. 
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The Effect of Job Satisfaction on Organizational Citizenship Behavior for the 

Environment (OCBE) 

The results of hypothesis testing show that Job Satisfaction (Z) has a positive and significant 

effect on Organizational Citizenship Behavior for the Environment (OCBE) (Y) (Luthfi & 

Nawangsari, 2021), which state that job satisfaction has a positive and significant effect on 

OCBE. In the work environment of PT Jasa Armada Indonesia, job satisfaction can arise from 

various factors, such as a safe and clean work environment, recognition for performance, 

good relationships with superiors and coworkers, and opportunities for career development. 

The Effect of Green Ethical Leadership on Job Satisfaction 

The analysis results show that the Green Ethical Leadership variable (X1) has a positive and 

significant effect on Job Satisfaction (Z). This finding reinforces previous theories and 

studies, as stated by Freire & Bettencourt (Freire & Bettencourt, 2020) that ethical leadership 

contributes greatly to increased job satisfaction. At PT Jasa Armada Indonesia, Green Ethical 

Leadership can be realized through concrete actions by leaders, such as encouraging the 

efficient use of resources, supporting environmentally friendly initiatives at ports, and treating 

employees fairly and humanely. 

The Effect of Organizational Commitment on Job Satisfaction 

Based on the results of hypothesis testing, it is known that Organizational Commitment (X2) 

has a positive and significant effect on Job Satisfaction (Z) (Sihombing & Iqbal, 2024), which 

states that organizational commitment has a positive and significant effect on job satisfaction. 

At PT Jasa Armada Indonesia, organizational commitment can be reflected in employees' 

sense of belonging to the company, their desire to remain part of the organization, and their 

willingness to work harder to achieve the company's goals. 

The Effect of Green Ethical Leadership on Organizational Citizenship Behavior for the 

Environment (OCBE) with Job Satisfaction as an Intervening Variable 

The test results show that Green Ethical Leadership (X1) has a positive and significant 

indirect effect on Organizational Citizenship Behavior for the Environment (OCBE) (Y) 

through Job Satisfaction (Z) (Nur & Christina, 2019), which shows that leadership indirectly 

influences OCBE through job satisfaction. At PT Jasa Armada Indonesia, leaders who 

implement the principles of Green Ethical Leadership, such as setting an example in applying 

environmentally friendly practices, treating employees fairly, and building trust, can create a 

positive and supportive work environment. This ethical and inspiring work environment 

encourages employee work, which ultimately impacts employees voluntary behavior to 

maintain and support the work environment (OCBE). 

The Effect of Organizational Commitment on Organizational Citizenship Behavior for 

the Environment (OCBE) with Job Satisfaction as an Intervening Variable 

The results of hypothesis testing show that Organizational Commitment (X2) has a positive 

and significant indirect effect on Organizational Citizenship Behavior for the Environment 

(OCBE) (Y) through Job Satisfaction (Z). These results support previous studies by 

(Sihombing & Iqbal, 2024) and (Nur & Christina, 2019), which state that organizational 

commitment not only has a direct effect on OCBE, but also through job satisfaction as an 
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intervening variable. At PT Jasa Armada Indonesia, organizational commitment is reflected in 

loyalty, emotional attachment, and employees' desire to contribute to the company's goals. 

Strong commitment to the organization will drive job satisfaction, which in turn will drive 

OCBE behavior in the workplace. 

CONCLUSION  

Based on the research and discussion described above, several conclusions can be drawn. 

Testing all direct effect hypotheses shows that all hypothesis results have a positive and 

significant effect, which in this case indicates that the higher the application of 

environmentally conscious ethical leadership, the higher the voluntary behavior of employees 

in supporting environmentally friendly organizational activities. the greater the sense of 

attachment and loyalty of employees to the organization, the greater their active participation 

in environmentally conscious behavior. Not only that, employees who are satisfied with their 

work tend to show voluntary attitudes and behaviors in supporting environmental 

sustainability in the workplace. Ethical and pro-environmental leadership styles also increase 

employee satisfaction with their work. Furthermore, the stronger the employees commitment 

to the organization, the higher their level of job satisfaction. 

Meanwhile, the results of the indirect effect hypothesis test show that job satisfaction 

mediates the relationship between green ethical leadership and OCBE in a complementary 

manner. This proves that ethical leadership not only has a direct impact on OCBE behavior, 

but also strengthens this influence through increased employee job satisfaction. Not only that, 

Job Satisfaction also mediates the relationship between Organizational Commitment and 

OCBE in a complementary manner. This is demonstrated by employees who have high 

commitment to the organization and are supported by high levels of job satisfaction, which 

encourages the emergence of voluntary behavior in supporting environmental preservation 

more optimally. 
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