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Abstract
The present study is exploratory in nature with the aim of investigating the impact of green organizational identity
on environmental commitment in one public university setting in Jordan. The sample of the study consisted of 177
academic participants whom were selected randomly. Results of the study indicated high levels of green
organizational identity and environmental commitment in the university under investigation. Moreover, a positive
and very strong relationship was found between green organizational identity and environmental commitment.
Furthermore, results showed that green organizational identity alone predicted 31% of the shared variance in
environmental commitment. However, demographic variables did not contribute to the explained variance.
Finally, the study proposed a number of recommendations for professionals and practitioners.
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Introduction
Organizations worldwide are facing increased pressure from their stakeholders to protect the environment, adopt
pro-environmental practices, and to improve sustainability-based performance (Endrikat, Guenther, & Hoppe,
2014; Hong, Kwon, & Roh, 2009; Jones, 2014; Pandey, Rupp, & Thornton, 2013; Sarkis, Gonzalez-Torre, &
Adenso-Diaz, 2010). Based on that, organizations should adopt environmental management strategies as well as
change their mindsets with regard to green opportunities and innovations (Chang & Chen, 2013). In addition, this
type of environmental commitment is necessary for organizations to obtain social support (Keogh & Polonsky,
1998). Given the priority of environmental commitment, it is important to understand how it is sustained in
organizations.
Over the last decade, environmental commitment has gained considerable attention in the literature due to its
ability to direct individual behaviors to solve environmental and societal problems (Bingham, Mitchell, Bishop, &
Allen, 2013; Blome & Paulra, 2013; Dwyer, 2007; Klein, Molloy, & Brinsfield, 2012; Lawler, Thye, & Yoon,
2009; Nesse, 2001; Ones & Dilchert, 2012).
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Business environmental commitment has been found to influence sustainable performance of organizations
(Tallon, 2008), especially when employees are concerned about the impact of their business on the environment
(Gadenne, Kennedy, & McKeiver, 2009). Further, environmental commitment is useful to encourage green
initiatives and environmental strategies (Keogh & Polonsky, 1998). Therefore, an organizational "corporate
environmental performance is desirable, proper, or appropriate" (Bansal & Clelland, 2004, p. 94).
Environmental commitment is defined as "an internal, obligation-based motivation" (Perez, Amichai-Hamburger,
& Shterental, 2009, p. 599). Cantor, Morrow, and Montabon (2012) defined environmental commitment as an
"emotional attachment, identification, and involvement with environmental behaviors" (p. 36). Others have
defined environmental commitment as an important organizations ethics that are geared toward green activities
related to environmental protection (Chang, 2011; York, 2009).Environmental commitment is defined as the
resources and efforts which an organization devotes in the environmental protection (Henriques & Sadorsky,
1999). Environmental commitment refers to what an organization is actually doing or has done with regard to
environmental activities (McAllister & Studlar, 1999).
Based on the above definitions, it is obvious that environmental commitment generally reflects a mind-set,
psychological state, and an internal disposition that gives behavioral direction toward a target (e.g., proenvironmental behaviors of individuals) in the workplace (Bingham et al., 2013; Klein et al., 2012; Lamm, TostiKharas, & Williams, 2013; Meyer & Herscovitch, 2001). Therefore, environmental commitment is a primary
stakeholder that deserves the utmost attention (Driscoll & Starik, 2004).
Environmental commitment may be influenced by several concepts, such as organizational identity.
Organizational identity is among "the most popular topics in contemporary organizational studies" (Sveningsson
& Alvesson, 2003, p. 1163). Organizational identity has received extensive research attention that tries to identify
how people perceive themselves as members of their organizations (Ashforth & Mael, 1989; Nag, Corley, &
Gioia, 2007).
Organizational identity "refers to those core, distinctive, and enduring features unique to an institution" (Albert &
Whetten, 1985, p. 256) and represents "the shared beliefs of members about the central, enduring and distinctive
characteristics of the organization" (Goldern-Biddle & Rao, 1997, p. 594). Organizational identity refers to
"members’ understandings and claims about what is central, distinctive, and continuous over time about their
organization" (Clark, Gioia, Ketchen, & Thomas, 2010, p. 397). This means that organizational members have
shared meanings about specific features that come from participation in the organization (Cornelissen, Haslam, &
Balmer, 2007). In other words, organizational identity is a distinct feature of any given organization that
motivates actions of organizational members (Corley, Harquail, Pratt, Glynn, Fiol, & Hatch, 2006).
Previous research suggests that organizational identity influences thinking and behavior of organizational
members in areas related to classification of roles, reaction to problems, and actions taken in times of success and
failure (Ashforth et al., 2008). Organizational identity can provide employees with a frame of reference (e.g., who
am I? as an employee, and who are we? As an organization), which helps them to take actions related to self and
organizational stakeholders (Ashforth, Harrison, & Corley, 2008; Corley et al., 2006; DeConinck, 2011;
Goldberg, 2003; Weick, 1995). Every organization needs an identity for their stakeholders to construct a sense of
how it should act with other organizations and people (Albert, Ashforth, & Dutton, 2000).
Organizational identity is dynamic and ongoing process that constantly changes according to contextual
requirements to make organizations better (Gioia & Patvardhan, 2012; Kourti, 2013 Pratt, 2012; Watson, 2008).
Based on that, organizational members can alter their interpretations and form new conceptualizations that would
reform organizational identity in face of environmental changes (Gioia & Thomas, 1996). This, in turn, plays an
important role for the success of organization (Sillince & Brown, 2009). When environmental management
becomes a strategic goal for the organization and part of its identity as a green organization, then organizational
members are encouraged to contribute more to environmental commitment behaviors and actions (Sharma, 2000).
This has led to the formation of green organizational identity, a new environmental management concept, which
was defined as a shared interpretive system about environmental management and protection that members of an
organization collectively build in order to provide meaning to their actions (Chen, 2011; Gioia, 1998). This
concept has pushed environmental sustainability initiatives and green management practices to the forefront of
organizational strategic agendas (Reinhardt, Stavins, & Vietor, 2008).
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When concern for the environment becomes an integral component of organizational identity, environmental
management and issues become harder to ignore and employees contribute on a discretionary basis toward
environmental commitment (Smith & O’Sullivan, 2012). The above discussion suggests that green organizational
identity is positively related to and can have an impact on environmental commitment.

Research Problem and Questions
Environmental commitment represents a major social concern due to its capability to solve environmental issues
and to contribute to sustainable performance of organizations. Previous research indicated that green
organizational identity is among the utmost factors that can contribute to environmental commitment. However,
there has been scant research which has focused on the relationship between green organizational identity and
environmental commitment in Jordanian university system. Therefore, the primary purpose of this study was to
achieve the following questions:
- What is the level of green organizational identity and environmental commitment as perceived by faculty
members from one university setting in Jordan?
- What is the direction and strength of relationship between green organizational identity and environmental
commitment as perceived by faculty members from one university setting in Jordan?
- What is the impact of green organizational identity beside demographic variables on environmental
commitment as perceived by faculty members from one university setting in Jordan?

Research Methodology
Study Participants
The participants for this study consisted of a random sample of 230 faculty members employed by one public
university in Jordan. Of those, 177 usable responses were retained with a 77% response rate. The sample
description was 79 faculty members from science colleges and 98 from social science colleges. There were 33
lecturers, 81 assistant professors, 50 associate professors, and 13 professors. With regard to gender of participants,
there were 131 males and 46 females. As far as years of work experience is concerned, 63 faculty members
indicated less than five years of experience, 78 between five to ten years of experience, 18 between 11-15 years of
experience, and 18 more than 15 years of experience.
Instrumentation
The instruments used to collect data in this study were the green organizational identity scale (GOIS) and the
environmental commitment scale (ECS). Demographic information was also collected in this study such as
gender, academic rank, academic discipline, and academic experience. The GOIS was developed by Milliken
(1990) and validated by Gioia and Thomas (1996). On a later date, Chen (2011) adopted the organizational
identity measure proposed by Gioia and Thomas (1996) and consulted the definition provided by Albert and
Whetten (1985) to establish a novel concept named "green organizational identity" which is "as an interpretive
scheme about environmental management and protection that members collectively construct in order to provide
meaning to their behaviors" (Chen, 2011, p. 394). The items of the scale were tested with 138 respondents from
the manufacturing industry in Taiwan and resulted in a reliability alpha of 0.77. The six items of the scale were
rated on a Likert response anchors ranging from 1 "strongly disagree" to 5 "strongly agree". To measure green
organizational identity, the higher the score, the higher the green organizational identity is perceived to be.
The second part of the instrument is the environmental commitment scale (ECS) which is used to determine
organizational members' commitment toward the environment. The ECS was developed by Raineri and Paille
(2016) based on previous research (Allen & Meyer, 1990; Herscovitch & Meyer, 2002), which is composed of
eight items. Items of the scale are rated on a Likert-response scale with 5 indicating "strongly agree" and 1
indicating "strongly disagree" were higher scores indicating higher levels of environmental commitment. The
ECS yielded internal consistency estimate of 0.90 in previous research (Raineri & Paille, 2016). A pilot group of
30 faculty members were instructed to determine the validity of both scales used in this study. Responses from the
pilot group indicated that the items for both scales are a good representation for the constructs of the study and
that the items are written clearly and the response scale used is appropriate.
\

Data Collection and Analyses
The data for this study was collected during the first semester of the academic years 2017/2018.
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The researchers explained to study participants the purpose of the study and guaranteed the confidentiality and
voluntary nature of the study. Three weeks were the time needed to distribute and collect the instruments. To
answer the first research question, means and standard deviations were used to determine the level of green
organizational identity and environmental commitment. The cut off scores for determining their levels were as
follow: low levels (below 2.49), medium levels (2.5-3.49), and high levels (above 3.5). Pearson correlation was
used to answer the second research question with regard to the strength and direction of the association between
green organizational identity and environmental commitment. Multiple regression analysis was used to answer for
research question three and to determine the impact of green organizational identity (independent variable) on
environmental commitment (dependent variable). The other variables (green organizational identity and
participant demographics) were treated as independent variables.

Results and Discussion
The results regarding research question one which aimed to determine the level of green organizational identity
and environmental commitment based on the perceptions of faculty members indicated the following: The overall
mean value for the green organizational identity was 3.68 (SD = 0.74). In the present study, there are indications
that a high level of green organizational identity is present at the university setting under study. Moreover, the
reliability coefficient for this measure was 0.92, implying that the scale is an appropriate measure of green
organizational identity in this university setting (Robinson, Shaver, & Wrightsman, 1991).
This result is consistent with previous research (Chang & Chen, 2013; Chen, 2011), which indicated that
organizational members under study having high levels of green organizational identity. It is obvious from the
results of the study that faculty members under have detailed knowledge about the history of their university with
respect to environmental traditions, cultures, management, and protection which gave them a sense of pride.
Moreover, faculty members perceived their university to pay elevated attention to environmental management and
protection initiatives and this was articulated by the presence of a well-developed environmental goals and
missions. In turn, these practices have carved out a significant position for the university under study. This idea is
supported by the notion that organization's unique characteristics related to environmental protection and
management is what differentiates one organization from other organizations (Whetten, 2006). This should lead
organizations to develop a unique organizational identity (Albert & Whetten, 1985; DeConinck, 2011).
The overall mean value for the environmental commitment construct was 4.04 (SD = 0.67) indicating high levels
of environmental commitment. Furthermore, the reliability coefficient for this measure was 0.93, implying that
the scale is an appropriate measure of environmental commitment in this university setting (Robinson, Shaver, &
Wrightsman, 1991). The results of the study also indicate that faculty members under study have high levels of
environmental commitment. This result is consistent with previous research (Chang & Chen, 2013; Raineri &
Paille, 2016). It is obvious from the results of the study that faculty members care about, have a sense of duty,
personally attached, and support the environmental efforts and concerns of their university. Faculty members also
value their university's environmental efforts and feel that environmental problems of their university are their
own problems. Collier and Esteban (2007) emphasized the above notion that employees who share the
environmental concerns of their organization are more likely to form pro-environmental behaviors.
The second research question aimed to determine the strength and association of the relationship between green
organizational identity and environmental commitment based on faculty members' perceptions. Results of Pearson
correlation coefficient of 0.56 (p = 0.000) value indicated a positive and significant relationship between green
organizational identity and environmental commitment using Davis’ (1971) descriptors. These results show that
faculty members with high levels of green organizational identity have a propensity to have high levels of
environmental commitment.
The third research question aimed to determine the impact of green organizational identityon the environmental
commitment of faculty members in one university setting in Jordan. Based on multiple regression analyses, as can
be seen in table 1, the independent variables combined (green organizational identity, gender, academic rank,
academic discipline, and academic experience) explained 32.7% of the common variance in the dependant
variable (environmental commitment). To determine the unique effect for each independent variable regarding the
percentage of variance explained in the dependent variable, hierarchical entry of the independent variables
technique was utilized. As can be seen in table (2), green organizational identity was the only significant
independent variable, which predicted 31.1% of the common variance in environmental commitment.
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These results are justified by the fact that when environmental issues become an essential part of organizational
identity then environmental commitment in the form of management and protection is more difficult to be
overlooked (Chen, 2011; Sharma, Pablo, & Vredenburg, 1999).
Table (1)Strength of the Relationship between Overall Environmental Commitment and Independent
Variables
2
R
R
Std. Error
F Change
p
.572
.327
.55
16.63
.000
Table (2) The Unique Effect of Each Independent Variable on the Overall Environmental Commitment
Variables
β
t
R
R2
p
R2
F
Green Organizational Identity .558
8.896
.558
.311
.311
79.133**
.000
Gender
.101 -1.612
.567
.322
.010
2.598
.109
Academic Rank
.060 -.941
.570
0325
.003
.886
.348
Academic Discipline
.041 -.614
.571
.326
.001
.377
.540
Experience
.032
.450
.572
.327
.001
.202
.653
It is important to note that the university under study has initiated a number of environmental–friendly projects
related to efficient use of energy and resources such as solar power and water desalination among other
environmental management and protection initiatives. Such projects have boosted the economic and financial
resources for the university. In turn, it is becoming a standard practice and part of the university's mission and
goals to pursue such environmental friendly projects leading to sustainable-healthy performance. These initiatives
have instilled a sense of green identity among faculty members in this university as to the utility and importance
of the environmental management and protection practices which gave them a behavioral direction and motivation
toward pro-environmental behaviors (Corley et. al., 2006; Bingham et al., 2013). Employees' perceptions about
the green identity of their organization affect their interpretations of environmental issues and their subsequent
behaviors toward environmental commitment. This concern for the environment has become an integral
component of the university's organizational identity contributing toward green initiatives and environmental
commitment (Smith & O’Sullivan, 2012; York, 2009).
The above findings and discussion may propose a number of recommendations for the field of study.
Theoretically, it is recommended to conduct similar studies in Jordan with larger samples representing multiple
universities. Further studies may also include building a theoretical model that incorporates sources and
consequences for green organizational identity and environmental commitment. There are also practical
recommendations for the field of study such as (a) establishing and emphasizing green organizational identity and
environmental commitment for new and existing faculty members through training programs, orientation
sessions, workshops, and seminars, (b) requiring faculty members to incorporate green practices into university
courses and to demonstrate to their students the social and economic value as a result of green practices such as
environmental commitment of their organization, (c) provide financial and social incentives to those
organizational members that innovate green practices within the university setting that eventually lead to
sustainable performance, and (d) establish on-campus environmental center to role model proper environmental
management and protection initiatives to local, regional, and international businesses and universities and provide
related training.
Finally, this research represents a cornerstone for universities in Jordan to begin to rethink their green practices
and its impact on long-term social and economic performance. Universities with green practices can attract the
attention of national, regional, and global organizations, which in turn influence the public attitudes. Such action
can be used as a marketing strategy to attract partnerships from various sources and business entities.
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