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Abstract

This study explores the impact of green human resource
management (HRM) practices on employees' pro-
environmental behaviors beyond the workplace. To
explore this cross-domain resource transfer process, we
draw on self-determination theory and propose that
workplace environmental training can inspire
employees to engage in green leisure crafting outside of
work, thereby enhancing spontaneous personal green
behaviors. In addition, building on person-environment
fit theory, we further identify employees’ environmental
values as a positive contingency of the proposed cross-
domain resource transfer. Our empirical analysis, based
on two-wave data from 404 employees, reveals that
green leisure crafting mediates the relationship between
workplace environmental training and employees' green
behaviors in their personal lives. These findings offer
valuable insights into how modern organizations can
meet the growing demand for environmental manage-
ment and create social value by empowering their
employees to contribute to environmental sustainability

beyond organizational boundaries.
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INTRODUCTION

With the growing recognition of the climate crisis and the rising demand for environmental
management (Cheng, 2020; Zhang & Zhu, 2019), organizations are increasingly adopting eco-
friendly practices aimed at conserving energy and reducing material use (Davis et al., 2020; Ojo
et al., 2020). Previous research has highlighted the contribution of these green practices on
organizational environmental performance, such as reducing carbon footprints and minimizing
the environmental impact of business operations (Hameed et al, 2020; Yu &
Ramanathan, 2015). However, it remains unclear whether an organization's green initiatives
can inspire employees to adopt pro-environmental behaviors in their personal lives. This study
explores the potential for cross-domain influences of environmental practices on employees'
personal green behavior, which broadens an organization's environmental contributions to the
societal level.

Green behaviors refer to individual actions aimed at reducing environmental harm or
improving environmental conditions (Ones et al., 2015; Steg & Vlek, 2009), which are essential
for achieving environmental sustainability (Andersson et al., 2013). While many factors
predicting green behaviors in the workplace have been identified, such as pro-environmental
leadership and climate (Das et al., 2019; Rafiq et al., 2024), research on how these behaviors
may transfer from the workplace to personal life remains limited. This study makes an empiri-
cal contribution by investigating the impact of workplace environmental practices on
employees' green behavior outside of work, along with the underlying mechanisms driving this
relationship. This focus is particularly relevant in the post-pandemic era, where the boundaries
between work and personal life have increasingly blurred.

In this study, we focus on environmental training, which is the most widely implemented
green human resource management (HRM) practice. Environmental training refers to the
opportunities provided by an organization for employees to enhance their knowledge and
awareness of environmental management, with a focus on reducing the environmental impact
of their job roles. This definition is particularly useful for empirical research because the core
principles of environmental management—such as waste reduction, energy conservation, and
sustainable resource use—are widely accepted and relevant across different industries (Daily &
Huang, 2001; Jabbour, 2013). Furthermore, these principles can extend beyond the workplace
to personal life, where adopting such behaviors is crucial for achieving broader environmental
sustainability in society (Kollmuss & Agyeman, 2002; Stern, 2000).

Given the broad applicability of environmental principles, we propose that workplace envi-
ronmental training may equip employees with the resources needed to engage in green behav-
iors in their personal lives as well. This idea aligns with the process of cross-domain resource
transfer (Clark, 2000; McKay et al., 2022), which suggests that resources acquired in one
domain, such as work, can be transferred to another domain, such as personal life. We ascertain
that this cross-domain resource transfer can be understood through the lens of self-
determination theory (SDT), which posits that individuals are more likely to engage in behav-
iors that fulfill their psychological needs and align with their core values (Ryan & Deci, 2000).

To further clarify the role of SDT underpinning the connection between environmental
training and personal green behaviors, we introduce a new construct based on the job crafting
construct as a mediator. Specifically, we identify green leisure crafting as a potential mechanism
for cross-domain resource transfer, through which employees channel workplace resources into
personal environmental activities (Miiller & Wegmann, 2021). In line with SDT, individuals can
reshape their leisure activities voluntarily based on their own intrinsic motivation by setting
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personal environmental goals, pursuing ongoing green learning, and developing supportive
green social networks (Deci & Ryan, 2000). Individuals' engagement in green leisure crafting
may enhance their pro-environmental behaviors in the personal domain outside the organiza-
tion. Accordingly, we argue that green leisure crafting serves as a key mechanism through
which workplace environmental training translates into greater personal green behaviors.

Our conceptual framework further identifies a key contingency or boundary condition in
the cross-domain resource transfer process. Specifically, we propose that the cross-domain effect
of workplace environmental training on personal green behaviors, mediated by green leisure
crafting, may be amplified by an individual's environmental values. This accentuating function
of a person's core values can be explained by SDT that highlights the role of intrinsic motivation
based on psychological needs in shaping behavior (Ryan & Deci, 2000). Extending this proposi-
tion from SDT, the person-environment (P-E) fit theory may offer a compelling and suitable
rationale for the moderating effect of environmental values in the current model (Van
Vianen, 2018). P-E fit theory is particularly relevant in this study, as it focuses on how the
alignment between personal values (e.g., environmental values) and organizational practices
(e.g., environmental training) within the same specific domain can influence behaviors across
both work and personal life (Edwards, 1996).

In summary, this study contributes to the literature in several meaningful ways. We develop
a theoretical model to explore the potential resource transfer, or spillover effect, of workplace
environmental training on employees’ pro-environmental behaviors in their private lives. Our
model introduces green leisure crafting as a mediating mechanism and highlights environmen-
tal values as a moderating factor. Empirical validation of this framework will enrich the litera-
ture on environmental management, SDT, P-E fit, and leisure/job crafting by emphasizing the
far-reaching effects of organizational practices on employees' lives outside of work. These find-
ings hold practical implications for organizations looking to extend their sustainability efforts
beyond the workplace. A summary of the theoretical framework is provided in Figure 1.

LITERATURE REVIEW AND HYPOTHESIS DEVELOPMENT

Modern organizations have extended their environmental management efforts beyond their
core operations in response to increasing social and legal pressures. Various approaches, includ-
ing stakeholder engagement, corporate social responsibility (CSR), and environmental supply
chain management (ESCM), have facilitated this expansion. ESCM encourages organizations to
collaborate with suppliers and partners to uphold environmental standards across the supply
chain, thereby reducing the ecological footprint of their products and services (Walker
et al., 2008; Zhu et al., 2013). CSR initiatives have also become central to how organizations

H1
H2
Environmental H4 Green Leisure Personal Green
Training Crafting Behaviors
H3
Environmental
Values

FIGURE 1 Research framework.
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manage environmental responsibilities, encompassing community development, environmental
restoration projects, and the promotion of sustainable practices among customers (Aguinis &
Glavas, 2012; Kramer & Porter, 2006). Additionally, organizations are increasingly engaging
with stakeholders—such as customers, local communities, and non-governmental organiza-
tions (NGOs)—to address environmental challenges collectively, thus amplifying their environ-
mental impact beyond direct operations (Crane et al., 2008; Freeman et al., 2007). This study
explores the potential for a firm's internal practices to influence employees’ pro-environmental
behaviors beyond organizational boundaries.

Workplace environmental training and personal green behaviors

Environmental training, as one of the most widely adopted green HRM practices, plays a crucial
role in enhancing an organization's environmental management by providing employees with
various forms of instruction and education (Daily et al., 2012; Pham et al., 2020). Empirical
studies demonstrate that environmental training increases employees’ pro-environmental
behaviors within the organizational context.

We propose that, in addition to fostering environmental behaviors within organizations
(Daily et al., 2012), environmental training may equip employees with resources that enable
them to engage in similar behaviors across different domains, thus facilitating the spillover of
workplace attributes into personal life (cross-domain resource transfer; Chen & Fellenz, 2020).
This idea of behavioral spillover suggests that interventions or experiences in one area can
enhance behaviors in other areas, particularly when these behaviors are rooted in shared values
or motivations (Nash et al., 2017). For instance, workplace environmental training may
strengthen employees' environmental self-identity, leading to greater consistency in pro-
environmental actions across both work and personal life domains (Whitmarsh & O'Neill,
2010).

To advance the literature on cross-domain resource transfer or spillover, we focus on the
self-determination motivation based on SDT as the theoretical account underpinning such a
process (Deci & Ryan, 2000). SDT posits that individuals are driven to meet their basic psycho-
logical needs for autonomy, competence, and relatedness across different domains (Deci &
Ryan, 2000; Vallerand, 2000). The theory has been applied in both work and non-work settings
(e.g., Good et al., 2022; White et al., 2021). However, whether SDT's core assumptions extend to
cross-domain contexts, such as work-to-nonwork domains, remains a topic for further explora-
tion and has recently drawn increasing attention (White et al., 2024). Our study contributes to
this discussion by theoretically and empirically addressing this gap.

Employees who receive environmental training in the workplace are likely to demonstrate
pro-environmental behaviors in their personal life domains for several reasons. First, such
training increases employees' awareness of how their actions impact the environment, which
can heighten their intrinsic motivation to adopt eco-friendly behaviors (Daily et al., 2012;
Renwick et al., 2013). Second, environmental training enhances employees' knowledge and
equips them to identify environmental issues, skills that can be easily transferred to their per-
sonal lives (Jabbour et al., 2010). Third, it encourages employees to seek out additional knowl-
edge, empowering them to make environmentally responsible decisions in various contexts
(Yuriev et al., 2018). Therefore, consistent with the SDT view, as employees internalize the envi-
ronmental awareness and skills developed through training, the spillover effect may occur,
prompting these employees to apply them more broadly in their daily lives (Evans et al., 2013).



MAKE AN ENVIRONMENTAL IMPACT BEYOND ORGANIZATIONAL BOUNDARIES

APPLIED | of 20
THROUGH GREEN LEISURE CRAFTING OF EMPLOYEES PSYCHOLOGY  AAd

Accordingly, we propose that workplace environmental training can promote employees'
pro-environmental behaviors beyond the organization by enhancing their environmental
awareness, motivation, and skills, which may increase psychological empowerment and intrin-
sic motives targeting environmental issues (Maynard et al., 2012). This SDT-driven process can
facilitate the spillover of these attributes from the workplace to other areas of their lives,
encouraging consistent green behaviors across different domains.

Hypothesis 1. Environmental training is positively related to personal green
behaviors.

Green leisure crafting as a mediating mechanism

In this study, we explore the underlying mechanisms that explain how workplace environmen-
tal training can influence employees' green behaviors in their personal lives. Building on SDT
(Ryan & Deci, 2000), we propose that green leisure crafting serves as a key mediator in this
spillover process. To fully grasp the concept of green leisure crafting, it is important to situate it
within the broader theoretical framework of job crafting.

Job crafting theory focuses on how employees proactively reshape their job boundaries to
better align with their personal strengths, motivations, and passions (Wrzesniewski & Dutton,
2001). It typically involves three forms of crafting: task crafting, where employees modify the
scope or nature of their tasks; cognitive crafting, where they reframe how they perceive their
job; and relational crafting, where they change their interactions with colleagues (Tims et al.,
2012).

Leisure crafting extends the concept of job crafting beyond the workplace into personal life.
Like job crafting, it involves the proactive pursuit of leisure activities to satisfy intrinsic psycho-
logical needs such as autonomy, competence, and relatedness (Petrou & Bakker, 2016).
Through leisure crafting, individuals can shape their leisure time to align with their personal
goals, values, and passions, thereby enhancing overall well-being and fulfilling their self-
determination motivation (Petrou & Bakker, 2016). We define green leisure crafting as a specific
form of leisure crafting in which individuals intentionally engage in environmentally friendly
activities that align with their environmental values and fulfill their desire to contribute to sus-
tainability (Chen, 2020).

The connection between job crafting and leisure crafting lies in their shared aim of enhanc-
ing personal alignment with existing activities, whether in the workplace or during leisure time.
Individuals may reshape their leisure activities to incorporate environmental awareness and
skills, which are often reinforced by workplace environmental training. This idea aligns with
SDT (Ryan & Deci, 2000), which suggests that individuals are more likely to engage in activities
that fulfill their intrinsic needs for competence, autonomy, and relatedness. In the context of
green leisure crafting, these needs are satisfied by participating in leisure activities that align
with their pro-environmental motives and goals.

Environmental training within organizations has been shown to yield several positive out-
comes. It enhances employees' environmental knowledge, raises their awareness of environ-
mental issues, and fosters a stronger commitment to sustainability (Jackson et al., 2011;
Pinzone et al., 2019), all of which are linked to intrinsic motivation suggested by SDT (Deci &
Ryan, 2000). Beyond its direct impact on environmental performance in the workplace (Pham
et al., 2020), environmental training can also shape employees' attitudes and behaviors outside
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of work, suggesting its potential to influence personal life domains through mechanisms like
green leisure crafting. This process enables employees to apply the environmental knowledge
and awareness gained at work to their personal lives, promoting a more comprehensive pro-
environmental lifestyle.

Drawing on SDT, we propose that workplace environmental training may encourage
employees to engage in green leisure crafting. This is because such training not only equips
employees with the knowledge and skills necessary for environmental sustainability but also
enhances their intrinsic motivation to apply these competencies beyond the workplace
(Zibarras & Coan, 2015). Employees who receive environmental training may initiate green
leisure crafting by setting personal environmental goals and developing plans to address sus-
tainability issues in their private lives (Donmez-Turan & Kiliclar, 2021), seeking additional
green-related knowledge (Zsdka et al., 2013), and connecting with like-minded individuals for
support and resources to further their eco-friendly activities (Tindall & Robinson, 2017).

In summary, environmental training can extend its influence beyond the workplace by fos-
tering green leisure crafting, enabling employees to internalize environmental values and apply
them in their personal lives. This process forms a critical link between workplace training and
pro-environmental behaviors outside of work, reinforcing the broader impact of organizational
sustainability efforts.

Hypothesis 2. Green leisure crafting mediates the relationship between environ-
mental training and personal green behaviors.

Moderating role of environmental values

Green leisure crafting is motivated by one's intrinsic desire to address environmental issues.
Consequently, environmental values may have a direct positive effect on personal activities
related to environmental sustainability, such as green leisure crafting and personal green
behaviors. For individuals with strong environmental values, the role of environmental stew-
ardship feels inherent—they view themselves as caretakers of the Earth, driven by an internal
sense of duty to help maintain ecological balance (de Groot & Steg, 2007, 2008). In this study,
we explore how environmental values can increase employees' receptiveness to workplace envi-
ronmental training, potentially serving as a positive contingency that strengthens the effect of
such training on personal environmental activities, thus strongly activating the SDT-based pro-
cess leading to green leisure crafting and green personal behaviors.

To theorize the moderating role of environmental values, we also draw on P-E fit theory,
specifically focusing on the concept of supplies-values fit (Edwards, 1996). The theory posits
that when employees’ personal values align with workplace characteristics that provide
corresponding resources (supplies), this alignment can lead to positive attitudes and behaviors.
Values represent what employees seek from work, such as preferences, desires, and needs, and
are generally seen as stable and enduring (Van Vianen & Prins, 1997). Supplies refer to the attri-
butes provided by the work environment, such as job resources and HR practices, which can
support and enhance employees’ values, ultimately fulfilling their desires (Cable &
Edwards, 2004).

Building on P-E fit theory, we argue that environmental values may shape how individuals
perceive and respond to workplace environmental training, thereby influencing its impact on
subsequent green behaviors in their private lives (e.g., Edwards, 1996; Taris & Feij, 2001). In
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effect, the P-E fit condition can operate as a positive contingency for the SDT underpinning the
mediated relationship proposed earlier. Empirical studies have shown that value congruence
can enhance leisure crafting (e.g., Berg et al., 2010). Compared to individuals with lower envi-
ronmental values, those with higher environmental values are more likely to embrace and react
positively to workplace environmental training, which may foster spillover effects into their per-
sonal lives, specifically through green leisure crafting. Thus, we propose the following modera-
tion hypothesis:

Hypothesis 3. Environmental values moderate the positive relationship between
environmental training and green leisure crafting, such that the relationship is
stronger for individuals with high (vs. low) environmental values.

Combining the moderation hypothesis with the mediation hypothesis, we propose the fol-
lowing moderated mediation hypothesis based on the first-stage moderation by environmental
values:

Hypothesis 4. Environmental values moderate the positive indirect relationship
between environmental training and personal green behaviors, mediated by green
leisure crafting, such that the indirect relationship is stronger for individuals with
high (vs. low) environmental values.

METHODS

In this study, we employed a two-wave research design to investigate (1) whether green leisure
crafting mediates the positive relationship between environmental training and personal green
behaviors and (2) whether environmental values amplify the positive indirect relationship
between environmental training and personal green behaviors through green leisure crafting.
The sample comprised employees from diverse industries across Taiwan.

Participants and procedure

We collected two-wave data from employees of various Taiwanese organizations to test our the-
oretical propositions. In recent years, an increasing number of companies in Taiwan have made
efforts to promote environmentally friendly work practices by training their employees,
addressing emerging environmental concerns, and contributing to the global sustainability
movement. To recruit participants, we collaborated with a Taiwan-based survey company. The
purpose of the study was explained to the participants, and informed consent was obtained. We
assured participants of their anonymity and the confidentiality of their responses. This research
was ethically reviewed and approved by the institution affiliated with the first author (reference
number: ETH2122-0098).

We distributed the time 1 questionnaires to 600 working individuals, 487 of whom returned
usable questionnaires (response rate of 81.2%). We evaluated the participants’ demographics,
environmental training, environmental values, and green leisure crafting at time 1. We distrib-
uted a second set of questionnaires to the 487 participants who completed the time 1 question-
naire 2 weeks after the first survey (time 2). At time 2, the participants reported their personal
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green behaviors during the past 2 weeks. The final analysis sample was composed of 404 partici-
pants who provided usable data in the time 1 and time 2 questionnaires (overall response rate
of 67.3%). Over half (58.7%) of the participants were female, and the age groups were 21-
25 years (12.9%), 26-30 years (16.8%), 31-35 years (23.8%), 36-40 years (22.3%), and 41-45 years
(14.9%). Most of the participants (68.1%) had a bachelor's degree, whereas the others reported
having a senior high/vocational school diploma (18.6%) or a master's degree (11.1%).

Measures

To ensure the original meaning of the scale items was preserved, we employed the back-
translation method for all measurement items. We hired two professional translators special-
ized in English and Chinese to complete this process (Brislin, 1980).

Environmental training. We measured environmental training using a three-item scale
(a = .94) developed by Alfes et al. (2012). The items were: “My company provides sufficient
opportunities for training and development in environmental management,” “In my company,
I receive the environmental training I need to reduce the environmental impact of my job,” and
“Environmental training is given a high priority in my company.” Participants rated these items
on a seven-point Likert scale ranging from 1 (strongly disagree) to 7 (strongly agree).

Environmental values

We evaluated the participants' environmental values using a five-item scale (« = .83) adopted
from Chou (2014). Sample items are “I feel a personal obligation to do whatever I can to pre-
vent environmental degradation” and “I feel personally obliged to save as much energy as possi-
ble.” The items were rated by the participants on a five-point Likert scale ranging from
1 (strongly disagree) to 5 (strongly agree).

Green leisure crafting

We adapted a nine-item scale (¢ = .97) developed by Petrou and Bakker (2016) to assess green
leisure crafting. The items were originally designed to evaluate general leisure crafting in one's
personal life domain. We modified the items to fit the purpose of our investigation. For exam-
ple, we modified the original item “I try to build relationships through leisure activities” to “I
try to build relationships through green-related leisure activities.” The response format was a
seven-point Likert scale ranging from 1 (strongly disagree) to 7 (strongly agree).

Personal green behaviors

At time 2, we asked the participants to report their pro-environmental behaviors in their private
life using a 16-item scale (@ = .87) developed by Yang and Weber (2019). Sample items are “In
my private life, I recycle paper, cardboard, plastic, glass, cans, batteries, and other materials”
and “In my private life, I purchase energy-efficient home appliances.” The response format was
a seven-point Likert scale ranging from 1 (never) to 7 (always).
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Control variables

We controlled for the participants' gender, age, and education, which are associated with pro-
environmental behaviors (e.g., Klein et al., 2012; Wiernik et al., 2016; Xiao & Hong, 2010). Our
analysis included the control variables to address potential confounding issues in the results
(Bernerth & Aguinis, 2016). The analysis results remained the same with or without the control
variables.

RESULTS

Before conducting the hypothesis-testing analyses, we verified the empirical distinctiveness of
the study variables by performing a series of confirmatory factor analyses (CFA). The measure-
ment model with the four hypothesized factors exhibited an acceptable model fit with the
observed data (y* [df = 115] = 345.77, xz/df: 3.01, CFI= .96, TLI= .95, SRMR = .06,
RMSEA = .07). We compared the model fit of the hypothesized four-factor structure against
several alternative measurement models. Specifically, we performed CFA on (a) a three-factor
model by collapsing environmental training and environmental values as a single factor (y°
[df = 150] = 824.66, y*/df = 5.50, CFI = .89, TLI = .87, SRMR = .11, RMSEA = .10); (b) a two-
factor model by collapsing environmental training, environmental values, and green leisure
crafting as a single factor & [df = 151] = 1527.70, xz/df: 10.11, CFI =.78, TLI = .75,
SRMR = .12, RMSEA = .15); and (c) a single-factor model (y* [df = 152] = 1996.10, x*/
df = 13.13, CFI = .71, TLI = .67, SRMR = .13, RMSEA = .17). The comparison of the model fit
indicated that the hypothesized model performed significantly better than all the alternative
models (y* difference tests, all p < .001). The CFA provided empirical support for the validity of
the current measures. The means, standard deviations (SDs), and intercorrelations of the study
variables are reported in Table 1.

As shown in Figure 1, our conceptual framework outlines the main and mediated effects of
environmental training, with environmental values serving as a moderator. To test the

TABLE 1 Means, standard deviations, and correlation results.

Variables M SD AVE 1 2 3 4 5 6

1. Age 440 165 -

2. Gender 141 049 A1* =

3. Education 3.89 0.62 — .24 .05 -

4. Environmental training 482 138 .88 —.06 —-.04 -.03 -

5. Environmental values 411 051 .58 —.09 —.06 .04 35w

6. Green leisure crafting 321 098 .74 —.02 —.04 .06 SEFRE 31

7. Personal green behaviors  4.68 0.83 .51 —.07 —.06 .03 36FEE 43R genEk

Note: Age: 1 = 20 years and below, 2 = 21-25 years, 3 = 26-30 years, 4 = 31-35 years, 5 = 36-40 years, 6 = 41-45 years,
7 = 46-50 years, 8 = 51-55 years, 9 = 56-60 years, 10 = 61 years and above. Gender: 1 = Female, 2 = Male. Education:
1 = primary school, 2 = secondary school, 3 = senior high/vocational school, 4 = bachelor's degree, 5 = master's degree,
6 = doctoral degree and above.

*p < .05, and ***p < .001 (N = 404 participants).
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hypothesized direct, indirect, and conditional indirect effects, we utilized Model 7 of the SPSS
PROCESS macro. The results of these analyses are presented in Tables 2, 3, and 4.

Main and mediation effects

In Hypothesis 1, we proposed that environmental training at work would be positively related
to personal green behaviors. The results of model 1 in Table 3 provide empirical support for this
positive relationship (b = .21, p = .001), confirming Hypothesis 1. However, in model 2, where
green leisure crafting was included as a mediator, the direct effect of environmental training on

TABLE 2 Regression equations predicting green leisure crafting.

Predictors Model 1 Model 2

Outcome: green leisure crafting

Step 1

Constant .39 (.33) 2.69 (.30)***
Age .01 (.03) .01 (.03)
Gender —.05 (.08) —.04 (.08)
Education .13 (.06) .11 (.06)
Environmental training 47 ((03)*** 45 (03 )***
Step 2

Environmental values .23 (L08)**
Environmental training x environmental values .09 (L.05)*
R’ A4 45

Note: Bootstrap sample size = 5000. Values in parentheses are standard errors.
*p <.05, *p < .01, and ***p < .001.

TABLE 3 Regression equations predicting personal green behaviors.

Predictors Model 1 Model 2

Outcome: personal green behaviors

Step 1

Constant 3.64 (.34)*** 3.78 (.37)***
Age —.04 (.03) .-.04 (.03)
Gender —.09 (.08) —.07(.08)
Education .05 (.06) .003 (.06)
Environmental training .21 (L03)*** .06 ((112)
Step 2

Green leisure crafting .34 (L05)***
R? 23 A48

Note: Bootstrap sample size = 5000. Values in parentheses are standard errors.
*p <.05, ¥*p < .01, and ***p < .001.
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TABLE 4 Results for the moderated mediation model: indirect and conditional indirect effects (green leisure
crafting as a mediator).

Conditional Indirect effect Bootstrapped Bootstrapped Bootstrapped
indirect effects (total effect) SE LLCI ULCI

—1SD 13 (.34) .02 .09 18

M .15 (.36) .02 .10 20

+1SD 16 (.37) 03 12 22

Index of moderated .03 .02 .004 .07

mediation

Note: Bootstrap sample size = 5000. Values for the moderators are the mean and plus/minus one standard deviation (SD) from
the mean.
Abbreviations: LL, lower limit; UL, upper limit; CI, confidence interval.

personal green behaviors diminished and became non-significant (b = .06, p = .12). This sug-
gests that the mediator accounts for most of the effect of environmental training on personal
green behaviors.

Hypothesis 2 proposed that green leisure crafting mediates the positive relationship between
environmental training and personal green behaviors. To test this mediation hypothesis, we
examined the confidence interval (CI) of the indirect effect using 5000 bootstrapped samples
(Hayes & Scharkow, 2013; Preacher & Hayes, 2008). As shown in Table 4, the indirect effect of
environmental training on personal green behaviors through green leisure crafting was statisti-
cally significant (b = .15, 95% CI = [.10, .20]). Therefore, Hypothesis 2 was supported. The
results show a full mediation effect, as the direct effect of environmental training on personal
green behaviors becomes insignificant when green leisure crafting is added to the model
(b = .06, p = .12). This indicates that green leisure crafting fully accounts for the relationship
between environmental training and personal green behaviors.

Moderation and moderated mediation effects

Hypothesis 3 stated that environmental values can accentuate the positive effect of environmen-
tal training on green leisure crafting. Table 2 reports that the main effects of environmental
training and environmental values on green leisure crafting were positive and significant
(b= .45, p=.001 and b = .23, p =.007, respectively). In addition, the interaction between
environmental training and environmental values was a significant positive predictor of green
leisure crafting (b = .09, p = .046). As shown in Figure 2, the relationship between environ-
mental training and green leisure crafting was more positive for the individuals with a high
level (1 SD above the mean) of environmental values (b = .53, p = .001) than for those with a
low level (1 SD below the mean) of environmental values (b = .44, p = .001). The pattern
supported Hypothesis 3.

Hypothesis 4 proposed that environmental values would moderate the indirect relationship
between environmental training and personal green behaviors via green leisure crafting. Our
analysis tested this moderated mediation by comparing the conditional indirect effects at differ-
ent levels of environmental values. As shown in Table 4, the index of moderated mediation was
significant (index = .03, 95% CI = [.004, .07]), confirming that the hypothesized moderation is
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FIGURE 2 Moderating effect of environmental values on the relationship between environmental training
and green leisure crafting.

statistically significant. The indirect effect was stronger for participants with high environmen-
tal values (effect = .16, 95% CI = [.12, .22]) compared to those with low environmental values
(effect = .13, 95% CI = [.09, .18]). Nonetheless, the overlapping confidence intervals indicate
that the difference may not be robust, and therefore, we do not claim empirical support for
Hypothesis 4. These findings call for caution in interpreting the conditional indirect effects and
underscore the need for further research to more conclusively establish the moderating role of
environmental values.

DISCUSSION

This research examines the impact of green HRM practices, specifically environmental training,
on employees’ personal green behaviors outside the workplace. Drawing on cross-domain
resource transfer theory (Clark, 2000; McKay et al., 2022), we propose that workplace environ-
mental training can motivate employees to engage in green leisure crafting, thereby enhancing
green behaviors in their personal lives. Additionally, based on the P-E fit theory, we explore
whether employees' environmental values moderate the indirect relationship between environ-
mental training and personal green behaviors.

Implications for research

Our analysis makes several important contributions. First, we demonstrate how organizational
green HRM practices can influence individuals' green behaviors across multiple domains,
including both the workplace and the personal life. This cross-domain perspective is significant
because it highlights the enduring impact of workplace environmental training beyond organi-
zational boundaries, which enriches the existing understanding of environmental management
(Miiller & Wegmann, 2021).

Second, in the current framework, we apply and validate SDT to empirically examine how
organizational practices influence self-initiated behavior in personal domains. Existing studies
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revealed that workplace environmental training raises employees’ awareness and competence
regarding environmental issues, fostering their intrinsic motivation for pro-environmental
behaviors in their personal lives (Ari et al., 2020; Yafi et al., 2021). Our empirical findings sup-
port this theoretical proposition, demonstrating that workplace environmental training
enhances employees’ intrinsic motivation, thereby increasing voluntary green behaviors in their
personal domains as well.

Third, we add novel insights into SDT and job crafting literature by introducing the concept of
green leisure crafting and theorizing it as the intervening mechanism representing one's intrinsic
motivation. This theoretical development refines the idea of leisure crafting by adapting it from
the job crafting framework to focus specifically on environmental sustainability (Petrou &
Bakker, 2016). The mediating role of green leisure crafting underscores how workplace practices
can generate cross-domain spillover effects, demonstrating that employees' pro-environmental
activities outside of work translate the impact of environmental training into personal green
behaviors (Ari et al., 2020; Yafi et al., 2021). These insights expand our understanding of SDT's
cross-domain applicability, showing how employees can actively shape their leisure time to reflect
the intrinsic motivation cultivated through workplace experiences.

Fourth, this study broadens the application of P-E fit theory by extending its scope beyond
traditional workplace contexts. P-E fit theory has typically been used to examine how the align-
ment between an individual's values, needs, and abilities with the work environment predicts
workplace outcomes (Shahidan et al., 2021). In this study, we apply P-E fit theory to explore
how the alignment between individuals' values and organizational practices, such as environ-
mental training, influences behaviors in their personal lives. By investigating the cross-domain
implications of P-E fit, this study investigates the possibility of the fit between an individual's
environmental values and organizational practices having significant implications beyond the
workplace (Islam et al., 2021).

However, contrary to our expectations, environmental values do not significantly moderate
the indirect relationship between environmental training and personal green behaviors. While
P-E fit theory emphasizes the importance of alignment between personal values and organiza-
tional practices in shaping behavior, our findings suggest that environmental values may not
play a significant role in enhancing the cross-domain transfer of environmental training effects
on personal behaviors. These results highlight the potential for workplace environmental train-
ing to influence personal behaviors across domains, even in the absence of strong personal envi-
ronmental values as a moderating factor. We therefore suggest that further research is needed
to better understand the conditions under which environmental values might play a role in
moderating the proposed cross-domain effects.

In summary, this study advances our understanding by proposing a framework that links
organizational practices to personal behaviors, highlighting green leisure crafting as a key medi-
ating process. The framework emphasizes the significance of both direct and indirect pathways
(via green leisure crafting) through which workplace interventions lead to meaningful personal
outcomes, thereby adding additional insights into cross-domain resource transfer and spillover
theories.

Additionally, this study makes a significant contribution to environmental psychology and
sustainability literature by identifying green leisure crafting as a crucial mechanism through
which workplace environmental training influences personal green behaviors. In this respect, we
introduced a new concept of leisure crafting within the environmental domain, thereby broaden-
ing its conceptual horizon. By showing that green leisure crafting can bridge workplace practices
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and personal behaviors, this study provides fresh insights into how environmental interventions
can be strategically designed to promote sustainability across various life domains.

Implications for practice

The findings of this study offer several important implications for organizations seeking to
enhance their environmental performance both within and beyond their boundaries. First,
organizations should recognize the value of green HRM practices, such as environmental train-
ing, in influencing employees' behaviors not only during work hours but also in their personal
lives. This broader perspective is essential for maximizing the benefits of green HRM initiatives
and extending the reach of environmental management efforts. Organizations' awareness and
explicit consideration of employees' pro-environmental behaviors inside and outside the work-
place can enable them to make considerable contributions to society beyond their business
operations, as required by increasing green demands and trends.

Second, organizations can harness the potential of green HRM practices to encourage
employees to proactively shape their leisure activities in environmentally friendly ways. Our
analysis reveals that environmental training programs can inspire employees to set personal
green goals beyond workplace directives, seek additional knowledge to deepen their environ-
mental understanding, and connect with like-minded individuals outside the organization.
Given the importance of green leisure crafting in translating workplace environmental training
into personal green behaviors, organizations can design training programs that offer enriching
learning experiences. These might include helping employees develop green goals aligned with
the company's environmental vision, addressing complex environmental challenges by acquir-
ing new knowledge, and fostering collaborations with external environmental organizations or
agencies. Such training elements can further enhance employees’ engagement in green leisure
crafting, thereby promoting green behaviors in their personal lives.

Third, our analysis highlights the crucial role of employees' environmental values in directly
influencing their green leisure crafting and personal green behaviors. These values can also
amplify the cross-domain impact of workplace environmental training on green activities in
employees’ personal lives. To enhance environmental performance and extend the influence of
green HRM practices, organizations may consider recruiting individuals with strong environ-
mental values or fostering such values among current employees. Managers can support this by
providing a clear environmental vision, emphasizing the importance of employees' green behav-
iors both within and outside the workplace, and demonstrating how these actions contribute to
broader environmental sustainability.

Research limitations and future research directions

The current findings should be interpreted in light of several limitations. First, the sample con-
sisted of employees from various industries in Taiwan, which introduces potential variability in
how environmental training is applied across different contexts. Therefore, we defined environ-
mental training broadly, focusing on universal principles of environmental management—such
as waste reduction, energy conservation, and sustainable resource use—that are relevant across
industries (Daily & Huang, 2001; Jabbour, 2013). This approach is consistent with other widely
recognized measures of environmental training, such as those developed by Renwick et al.
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(2013) and Daily et al. (2012), leading to a comparable set of measurement items. By utilizing
the established framework, the findings of this study are applicable across industries, rein-
forcing the broader relevance of the results. Nonetheless, industry-specific nuances may not
have been fully captured by the general measures used. Therefore, future research could
enhance the generalizability of our findings by testing this model in different countries or cul-
tures, as well as focusing on specific industries or conducting cross-industry comparisons.

Second, all key measures in this study were self-reported, which may raise concerns about
common method bias. The two-wave design, the empirical distinctiveness of the variables as
demonstrated through the CFA, and the examination of moderation effects alongside the main
effects all suggest that common method bias may not be a significant issue (Iverson &
Maguire, 2000; Podsakoff et al., 2003). Nevertheless, we recommend that future research
employ alternative designs to further validate these findings. For instance, using reports of per-
sonal green behaviors from spouses, objective measures such as reductions in excessive and
nonessential consumption, or tracking the amount of pro-environmental purchases could pro-
vide more robust evidence for the current hypotheses.

Third, this study focused on one of the most widely used green HRM practices—
environmental training—to explore its cross-domain effects on employees' green leisure crafting
and personal green behaviors. While this focus provides valuable insights, future research could
examine the broader array of green HRM practices, such as recruitment, selection, motivation,
evaluation, rewards, and empowerment, to determine which are more or less effective in shap-
ing green behaviors both within and outside the workplace. Testing whether other green HRM
practices can achieve similar results may offer organizations additional tools to foster sustain-
ability beyond their immediate boundaries. Such research could also provide deeper insights
into how various green practices affect employee behavior, potentially revealing any negative
effects of underdeveloped or poorly implemented green practices on employees' private green
behaviors (Muster & Schrader, 2011).

Finally, this study focuses on pro-environmental behaviors without clearly distinguishing
them from environmentally harmful behaviors. While it provides valuable insights into factors
that support positive environmental actions, it does not address whether these factors similarly
influence behaviors that negatively impact the environment. Previous research suggests that
the cognitive processes underlying pro-environmental behaviors may differ significantly from
those driving environmentally harmful behaviors (Kléckner, 2013; van der Werff & Steg, 2016).
As a result, our findings may not fully capture the complexity of environmental behavior as a
whole.

To address this limitation, future research should explore the relationship between environ-
mental training and both environmentally harmful and beneficial behaviors. Examining both
types of behaviors within the proposed framework could offer a more comprehensive under-
standing of how motivational mechanisms and contextual factors operate differently depending
on the behavior in question. This approach could help identify specific interventions aimed not
only at promoting beneficial behaviors but also at reducing harmful ones. Ultimately, such find-
ings could lead to more effective environmental management strategies (Gifford & Nilsson,
2014; Steg & Vlek, 2009).
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CONCLUSION

In this study, we propose that workplace environmental training can shape employees' personal
green behaviors through green leisure crafting and empirically examine whether this relation-
ship is strengthened by their environmental values. Our analysis supports the theoretical propo-
sition based on SDT that green HRM practices can facilitate cross-domain resource transfer,
encouraging employees to take environmentally friendly actions in their personal lives. Future
research could extend this framework by exploring the potential cross-domain impact of other
organizational initiatives and green practices on employee behaviors outside of work. Such
investigations hold practical significance for modern organizations, which face growing pres-
sure to adopt environmentally sustainable operations and generate social value by acting
responsibly and contributing to global sustainability efforts.
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