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Ifze/cle(;yzegz: s This narrative review examines “green employee behavior” the actions by employees that

Revised: support environmental sustainability in Indonesian companies, focusing on the mining

25/10/2025 sector and recent (2024-2025) open-access research. We evaluate whether Ajzen’s

Accepted: Theory of Planned Behavior (TPB, Ajzen, 1991) applies to this context. First, key concepts

29/11/2025 are defined: green employee behavior (EGB) and TPB. Next, the core constructs of TPB
(attitude, subjective norm, and perceived behavioral control) are described in an
environmental-management context. We then synthesize evidence from Indonesian
studies (emphasizing mining) to assess TPB’s explanatory power. Indonesian research
indicates that attitudes toward sustainability, social/group norms, and employees’
confidence in their ability to act (PBC) significantly influence green behaviors. In coal
mining and tourism firms, green HRM practices, training, and leadership support have
been shown to enhance these TPB factors, thereby promoting EGB. For example,
observing colleagues engage in green practices establishes social norms that encourage
similar behavior. Overall, the literature suggests that TPB is largely applicable: its
constructs appear relevant in Indonesian workplaces. However, several studies also
integrate additional factors (e.g. organizational culture, values, and leadership)
alongside TPB to capture the complex drivers of EGB. We conclude that TPB provides a
useful framework for understanding green employee behavior in Indonesia, especially
when extended with context-specific variables. Implications for theory and practice in
sustainable management are discussed.
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INTRODUCTION

Environmental sustainability is a growing global priority, and businesses increasingly
recognize that employees play a crucial role in achieving “green” organizational goals. In the mining
sector particularly coal mining the environmental impact of operations is substantial, making employee
green behavior (EGB) especially important. Employee Green Behavior (EGB) refers to voluntary
actions by employees that support environmental protection and resource conservation in the workplace
(e.g. energy saving, recycling, using green transportation). Research on EGB has expanded rapidly: for
instance, bibliometric analyses show a steady rise in EGB studies since 2018, focusing on motivations,
emotional factors, and performance outcomes. This review focuses on Indonesian companies in 2024—
2025, with an emphasis on the mining sector. We critically assess whether Ajzen’s Theory of Planned
Behavior (TPB) a prominent model linking attitudes, social norms, and control perceptions to
behavioral intentions holds in this context.

The mining industry in Indonesia (a major global mining nation) faces sustainability challenges,
and recent conferences and dissertations have highlighted the need to understand EGB in mining. For
example, a 2025 literature review on Indonesian mining companies notes that employee green actions
are “essential for fostering a more sustainable work environment” despite production pressures.
However, comprehensive studies on how individual psychological factors influence EGB in mining are
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limited. This review therefore aims to synthesize the latest open-access research (primarily 2024—2025)
on EGB in Indonesia’s mining firms and related industries, and to evaluate whether TPB’s constructs
adequately explain these behaviors.

Key definitions and scope: - Green Employee Behavior (EGB): Actions by employees that
advocate for or enact eco-friendly initiatives at work (e.g. conserving energy, recycling). - Theory of
Planned Behavior (TPB): Ajzen’s (1991) model proposing that behavior is driven by behavioral
intentions, which are in turn shaped by (1) attitudes toward the behavior, (2) perceived social norms,
and (3) perceived behavioral control. Mining sector focus: We emphasize coal and mineral mining
companies in Indonesia, as these industries have high environmental impacts. Much of the available
open-access research comes from related fields (e.g. human resource management in extractive
industries, mining conferences, Indonesian journals) and is included here.

In the sections below, we first explain TPB and its relevance to pro-environmental actions. We
then review research on EGB in Indonesian workplaces, including mining, to identify how TPB factors
(attitude, norms, control) and other constructs influence green behavior. We use an APA7 narrative
style, citing studies by author-year (followed by our linked sources). No original data are presented; we
rely on valid published findings from 2024-2025 (Scopus- or SINTA-indexed, open-access sources).
Where the literature uses frameworks beyond TPB (e.g. Value-Identity-Personal Norms, Green HRM),
we note those as extensions. Finally, we conclude on the applicability of TPB to green employees in
Indonesian firms.

Theory of Planned Behavior (TPB) in Environmental Context

Ajzen’s Theory of Planned Behavior (TPB) is a widely-used psychological model to explain
how attitudes and other factors predict human behavior. TPB posits that behavioral intentions are the
immediate antecedents to actions, and intentions are shaped by three key constructs: attitude toward the
behavior, subjective (social) norms, and perceived behavioral control (PBC). In practice:

o Attitude (AT): The individual’s positive or negative evaluation of performing the behavior. For
green actions, this means how favorably an employee views environmental practices. Studies
consistently find that positive attitudes toward eco-friendly actions lead to stronger intentions
to perform them. In TPB terms, an employee who believes “working sustainably is beneficial”
will have a higher intention to act green.

e Subjective Norm (SN): The perceived social pressure to perform or not perform the behavior.
In organizations, this includes coworkers’ and managers’ expectations and behaviors. TPB
characterizes SN as the influence of social circles and norms on individual intentions. For
example, if colleagues and supervisors value sustainability, an employee may feel encouraged
or obligated to engage in green acts. Research notes that observing colleagues’ pro-
environmental actions can create group norms that encourage similar behavior, illustrating this
construct in action.

e Perceived Behavioral Control (PBC): The individual’s belief in their capacity to carry out the
behavior (similar to self-efficacy). If employees feel confident that they can implement a green
behavior despite potential obstacles (e.g. lack of resources, time), their intention will be
stronger. TPB emphasizes PBC as a determinant of both intentions and actual behavior, acting
as a proxy for actual control. In environmental settings, PBC might be influenced by factors
like available training, organizational support, or resource constraints.

Together, TPB suggests Attitude + Subjective Norm + PBC — Intention — Behavior. The
theory has been widely applied in sustainability research: for instance, it is often used to predict
recycling, energy-saving, and green purchase behaviors. A recent review confirms TPB’s value: “the
application of TPB within environmental sustainability contexts has proven highly valuable”.
Specifically, researchers have employed TPB to understand employee-related sustainability behaviors
in workplaces, such as recycling programs or eco-innovation intentions. For example, Greaves et al.
(2013) used TPB to study workplace energy use, and Armitage & Conner (2001) meta-analyzed
attitude-intention links. Such findings indicate that TPB’s constructs (attitude, norms, control) often
correlate strongly with pro-environmental intentions and actions.

In sum, TPB provides a cognitive framework: positive environmental attitudes, supportive
social norms, and higher perceived control should all increase an employee’s intention to perform green
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behaviors. The question we address is whether this framework holds in the Indonesian mining context:
do these three factors similarly predict green employee behavior there?

Key constructs of TPB (Ajzen, 1991):
Attitude: Beliefs and feehngs about performing the environmental behavior. E.g. believing
that conserving energy is good for society.
- Subjective Norm: Perceived social pressure or norms from coworkers and supervisors to
engage in the behavior.
- Perceived Behavioral Control: Sense of ease or difficulty in performing the behavior (self-
efficacy). Higher PBC (e.g. due to green training or resources) leads to stronger intentions.

Studies in various sectors support these constructs. Research consistently finds that atfitudinal
factors strongly correlate with sustainability intentions. Social norms are shown to influence intention
via colleagues and management endorsement. And PBC matters as well: employees who feel they have
the ability and resources to act green tend to do so (TPB predicts that confidence boosts actual behavior).
In short, TPB has been a robust starting point for modeling pro-environmental behavior in workplaces
worldwide.

Employee Green Behavior (EGB) and Organizational Context

Defining EGB: Employee Green Behavior refers to discretionary actions by employees that
support environmental sustainability within the organization. Examples include using energy-saving
equipment, recycling materials, participating in environmental initiatives, and suggesting eco-friendly
ideas. EGB can be both in-role (related to assigned tasks) or extra-role (beyond formal duties), but here
we focus on any voluntary pro-environmental acts by staff. Such behaviors complement formal green
policies and are crucial for effective sustainability implementation. As one conference review notes, in
mining industries “where the environmental consequences can be considerable, [employee green
behaviors] are essential for fostering a more sustainable work environment”.

Factors influencing EGB: The literature identifies multiple drivers of green employee behavior.
These include psychological, social, and organizational factors. Key influences reported in recent
studies include:

- Individual Awareness and Attitude: Employees’ knowledge about environmental issues and

their attitudes toward sustainability directly affect EGB. Knowledge of environmental impact
and a positive value on “green” actions motivate employees to act sustainably. In TPB terms,
this corresponds to the attitude construct: believing that eco-actions have beneficial outcomes
encourages intent to perform them.

- Motivation and Personal Norms: Personal motivation or moral norms (e.g. feeling a personal
obligation to the environment) can drive behavior beyond formal requirements. While not
explicitly part of original TPB, researchers often discuss intrinsic motivation as linked to the
attitude and norm factors. Some models (e.g. Value-Identity-Personal Norms) extend TPB to
include such personal values. In any case, studies list motivation as a factor in EGB

- Training and Resources: Environmental training programs, provision of recycling bins, energy-
saving tools, and managerial support increase perceived behavioral control. When
organizations invest in green training and infrastructure, employees feel more capable of acting
green. These operational supports align with PBC in TPB: they make the desired behavior
easier, thus strengthening the intention-to-behave link.

- Reward Systems and Incentives: Formal or informal reward systems (e.g. recognition, bonuses
for green ideas) can boost EGB by aligning personal benefits with sustainability goals. Rewards
can shape attitudes (seeing green actions as valued) and reinforce norms (other employees
recognize such behavior).

- Leadership and Organizational Culture: Leaders who champion sustainability and a corporate
culture that values environmental stewardship create a supportive social environment. This
influence relates to the subjective norm in TPB: if an organization’s culture (and leaders)
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encourage green practices, employees feel normative pressure to comply. Studies highlight
“leadership yang peduli lingkungan” (green leadership) and a green organizational culture as
key EGB enablers.

- Regulation and Corporate Commitment: External pressures (laws, regulations) and internal
commitment (company sustainability goals) also drive EGB by setting expectations. These can
operate through organizational policies or communicate expectations, linking back to norms
and attitudes.

In summary, both individual-level factors (attitudes, knowledge, motivation) and
organizational/contextual factors (training, rewards, leadership, culture, regulation) are reported as
influencing EGB. Many of these factors can be mapped onto TPB constructs: e.g. knowledge and
motivation — attitude; leadership and culture — subjective norm; training and resources — perceived
control. This suggests TPB may capture much of the variance in EGB, but the list also implies additional
dimensions (like institutional culture or personal values) beyond TPB.

TPB in Employee Green Behavior Research

Globally, TPB has been applied to various pro-environmental outcomes, including recycling,
energy saving, and eco-driving among employees. While studies specifically on employees’ behavior
are fewer, the evidence supports TPB’s relevance. For instance, in workplaces, attitudes, social
pressures, and perceived control have been shown to predict intentions to engage in green behaviors
(Greaves et al., 2013; see review in). A systematic review of pro-environmental workplace behavior
notes TPB’s constructs (especially attitude) explain a large share of intention variance. Additionally,
TPB has been extended in many studies by adding constructs (e.g. moral norms, habits), but its core
three predictors often remain significant.

Applying this to employees, recent literature (2023—-2025) continues to use TPB or extensions.
In a bibliometric study of EGB, research clusters included “motivation, emotional factors, performance
outcomes” and showed TPB constructs embedded in many models. Likewise, a meta-analysis in
corporate settings confirmed that PBC and attitudes positively influence on-the-job green behaviors
(e.g. turning off lights, recycling) across sectors (Katz et al., 2022). In short, TPB is a foundation in the
field: it provides a parsimonious explanation that most new models compare against or extend.

In environmental psychology more broadly, TPB is one of the most cited frameworks (Ajzen,
1991; Armitage & Conner, 2001). For example, in Green Consumer Behavior, many studies use TPB
to predict purchase of green products, validating its constructs (attitude, norms, control). Likewise, in
sustainable transportation or energy use, TPB factors reliably emerge. This suggests we have reason to
explore TPB in Indonesian workplace settings, even though cultural or industry differences may
modulate its effects. Indeed, in collectivist societies like Indonesia, social norms may play a larger role,
and hierarchical influences (managers’ expectations) could strongly shape EGB (i.e. TPB’s SN may be
particularly powerful). Likewise, if resources or knowledge are limited, PBC may be critical.

Green Employee Behavior in Indonesian Companies

Now we review empirical and conceptual findings specific to Indonesia (2024—2025) that relate
to EGB and TPB. These include studies from various industries (mining, tourism, education) but all
focus on workplace green behavior. We highlight open-access sources indexed by
SINTA/Scopus/DOAJ where possible.

Indonesian context and trends

Green management is increasingly emphasized in Indonesia’s policy agenda, and companies
are seeking to align with national sustainability goals (e.g. “Indonesia Emas 2045 includes
environmental targets). As a result, academic research on organizational sustainability has grown. For
example, an Indonesian journal review highlights that companies in tourism and manufacturing are
adopting green HRM and innovation initiatives (Perwira et al., 2025). Additionally, surveys of
Indonesian employees (in sectors like education and services) show rising awareness of environmental
issues, though levels of on-the-job green practices still vary. This setting suggests fertile ground for
TPB analysis: as attitudes and norms shift, employees’ intentions should increasingly align with green
behavior.
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Empirical findings on EGB and TPB factors. Several recent Indonesian studies explicitly or implicitly
examine TPB factors:

Mining sector: Venansius Bangun Nuswanto’s 2024 doctoral thesis (digital at ITB) developed a
comprehensive model of EGB in coal mining by integrating TPB with other theories. Although the
full results are in a dissertation, the abstract reports that TPB factors were key predictors of green
behavior among 432 coal mine employees. The study confirms that attitudes toward sustainability
and perceptions of control (e.g. confidence to perform eco-tasks) significantly influenced workers’
green intentions. This work also identified mediating roles for organizational identification and
psychological capital, which suggests that while TPB constructs are important, organizational
context (identification with firm, support) further amplifies EGB. In practical terms, it found that a
coal worker who believes in the value of environmental initiatives (attitude) and who feels capable
(PBC) is more likely to act green, especially when they feel psychologically empowered and
identified with the company’s green mission.

Conference insights (mining): A 2025 conference literature review (Syamsiana et al.) focused on
Indonesian mining companies. It underscores that initiatives like green training and top
management support can raise employee awareness and engagement in pro-environmental
behavior. While this paper is primarily conceptual, it notes that green psychological climate (i.e. an
organizational culture supportive of sustainability) moderates the link between employees’ green
self-efficacy (similar to PBC) and their green behavior. In line with TPB, this implies that when
mining employees feel empowered (high PBC due to training) within a supportive climate, their
green actions increase.

Higher education: A study in an Indonesian university setting examined EGB, finding that social
dynamics mattered. When employees observed colleagues engaging in green practices, this
“established social norms” that prompted others to join. This perfectly illustrates TPB’s subjective
norm: witnessing co-workers’ behavior influenced individual intentions. The authors conclude that
support from peers (subjective norms) and self-efficacy are important for sustainable performance.
Interestingly, they found that perceived organizational support (a HRM factor) was not a mediator
in their model, but peer observation (norms) and individual self-efficacy were significant. This
suggests that Indonesian employees are influenced by peers’ green behavior (norms) — a core TPB
component — and by their own confidence (PBC).

Green HRM contexts: Perwira et al. (2025) studied Indonesian tourism firms (eco-certified hotels)
and found that GHRM practices foster both employee green behavior and green innovation. In TPB
terms, these HRM practices (training, green job design, etc.) likely work by shaping attitudes
(employees see sustainability as a priority) and by increasing PBC (skills/resources to act). The dual
mediation they identify (EGB and innovation) further supports the idea that when human resource
systems signal a commitment to the environment, employees internalize pro-environment attitudes
and feel empowered to act green. The practical insight is that intentional HR strategies create an
environment (social and resource-based) conducive to TPB’s predictors.

Public sector and NGOs: Other Indonesian research (2024) touches on EGB in non-mining
contexts, e.g. hospitals and local government. For instance, studies on “green job design” in
hospitals indicate that when jobs are structured with environmental responsibilities, employees’
ecological behavior improves. These findings, though context-specific, align with TPB by showing
how organizational design can influence attitude and control perceptions.

Factors beyond TPB

While many Indonesian studies support TPB constructs, they often incorporate or acknowledge

additional influences. For example, several papers use the Value-Identity-Personal Norm (VIP) or
Value-Belief-Norm (VBN) models alongside TPB. These models introduce personal moral norms as
extra predictors of environmental intention. In practice, this means researchers recognize that intrinsic
values or ethical beliefs (beyond general attitudes) may drive behavior. In Nuswanto’s mining study,
personal norms (internalized obligation) were hypothesized and sometimes found to link to EGB.
Similarly, Indonesian studies sometimes cite religiosity or collective values as factors (e.g., strong
communal norms encouraging stewardship).
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Moreover, organizational factors like leadership style, corporate commitment, or green culture
are frequently mentioned. For instance, one literature review notes that incentives, green leadership,
and a green organizational culture all affect EGB. These elements go beyond TPB’s original scope but
can interact with TPB constructs: e.g., a green culture reinforces subjective norms, leadership can shape
attitudes, and formal HR policies improve PBC. Therefore, many authors advocate a multi-theoretical
approach. For example, Azizurrohman et al. (2025) explicitly integrate Social Learning Theory,
Resource-Based View, and Institutional Theory with TPB to model EGB in tourism.

Summary of Indonesian findings: In general, recent Indonesian research (2024—-2025) indicates
that TPB’s core variables are indeed relevant for employee green behavior. Positive attitudes toward
sustainability and strong social norms (from peers/managers) consistently appear as facilitators of EGB.
Likewise, factors that enhance employees’ perceived ability to act (training, resources) are highlighted
(PBC). The uniqueness of the Indonesian context is seen in the emphasis on collective norms and
organizational commitment: social expectations (both formal and informal) often drive behavior.

Green Employee Behavior in the Mining Sector

Given this review’s focus on mining, we delve deeper into the mining-specific evidence.
Mining is traditionally a resource-intensive industry, so fostering EGB here has high sustainability
payoff. However, mining workplaces can be tough environments, so understanding behavior drivers is
key. Our sources on mining are limited but instructive:

e Coal mining (Nuswanto, 2024): This doctoral research specifically addressed the coal mining
context. The literature review highlights a “dearth of EGB research in coal mining,” underscoring
the novelty of applying TPB here. Using mixed methods, the study confirms that TPB factors
(attitude, norms, PBC) matter. For example, coal miners with favorable environmental attitudes and
who perceive strong peer support (norms) were more likely to intend to act green. The study’s
quantitative analysis with 432 participants showed TPB-based factors significantly related to self-
reported green behaviors. Thus, even in the traditionally less “green” sector of coal, the TPB
framework held: miners’ intentions to save energy, reduce waste, or participate in recycling
programs were largely predicted by their attitudes and their beliefs about social support and ability.

e Mining companies (Syamsiana et al., 2025): Although mainly a conceptual review, it explicitly
states that improving EGB in mining requires “support from top management, along with
sustainability-focused education and training,” which increases “employee awareness and
engagement in environmentally friendly behavior”. This again echoes TPB constructs: training and
support enhance PBC and shape attitudes; top management endorsement creates strong social
norms. The paper develops a conceptual framework (using Social Cognitive and Social Exchange
theories) but its findings reinforce TPB: a mining organization that builds a green climate will see
higher EGB.

o Regional study (Syamsiana et al., 2025 conference): The introduction of that conference paper
(Syamsiana et al.) explicitly notes that mining companies face sustainability challenges, and that
“employee green behavior encompasses actions by employees that advocate for and support eco-
friendly initiatives within the workplace”. It emphasizes the critical role of such behavior in mining,
a sector with significant environmental externalities. While the methods were conceptual, the
authors cite literature that green training and supportive climate are necessary. This aligns with
empirical findings in Indonesian mining: for instance, an older case study on Indonesian mines
found that awareness programs led to increased recycling (though not formally published).

Overall, mining studies suggest TPB is applicable: miners’ green behavior is influenced by
attitude (seeing sustainability as important), social pressure (if management and peers care about the
environment), and control factors (availability of resources and training). No studies outright reject
TPB; rather, they show it works in tandem with organizational factors. One key point noted is that the
mining sector’s hierarchical nature might amplify the role of subjective norms: if higher-ups mandate
or exemplify green practices, miners are likely to conform due to cultural respect for authority. This
would mean TPB’s SN component might have strong effects in Indonesian mining.

RESEARCH METHODS
A narrative literature review design was adopted to explore how the Theory of Planned
Behavior (TPB) applies to green employee behavior in Indonesia’s mining sector. Narrative reviews
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provide a broad, qualitative summary of research and integrate theoretical perspective. Unlike

systematic reviews (which focus on narrowly defined questions and exhaustive, protocol-driven

searches), narrative reviews offer flexibility to interpret and critique diverse literature, deepening

conceptual understanding. This approach is appropriate here because the available literature (2024—

2025, Indonesian mining context) is heterogeneous and theory-driven, and our goal is interpretive

synthesis rather than meta-analytic aggregation.

Narrative Review Procedure

The review followed these steps (adapted from standard narrative review practices:

e Define scope and keywords: The review focused on green employee behavior and TPB in
Indonesia’s mining firms. Key terms (e.g. “Theory of Planned Behavior”, “green behavior”,
“Indonesia”, “mining”) guided the search.

e Literature search: We searched academic databases (e.g. Scopus, DOAJ, SINTA listings, Google
Scholar) and targeted relevant journals for 2024-2025 publications. The search prioritized open-
access, peer-reviewed articles to ensure accessibility and compliance with indexing criteria.

e Screening and selection: Articles were screened against inclusion criteria (see below). Titles and
abstracts were reviewed first, followed by full-text screening for studies that explicitly addressed
TPB constructs or integrated models in the context of green workplace behavior.

e Data extraction: From each selected article, relevant information was abstracted, including study
context (company, industry), TPB-related constructs (attitudes, norms, perceived control, etc.),
study findings on green behavior, and theoretical contributions. Notes were taken to capture
recurring concepts and illustrative examples.

e Thematic organization: Extracted findings were organized thematically. This involved grouping
related concepts and coding findings by TPB construct. The thematic synthesis process (described
next) was then applied to develop higher-order insights.

These steps are narrative rather than fully systematic: we did not follow a fixed protocol like

PRISMA, nor did we perform formal quality appraisal of each study. Instead, the process remained

flexible, emphasizing conceptual links across studies.

Thematic Synthesis
We used thematic synthesis to integrate findings across the included studies. Following Thomas
and Harden (2008), synthesis proceeded in three overlapping stages:
e Line-by-line coding: Each relevant text segment from the selected articles was coded to capture key
ideas or factors related to TPB and green behavior (e.g. “management support”, “green attitude”).
e Descriptive themes: Codes were organized into descriptive themes that summarized the main

I ENYS

patterns in the data (for example, grouping codes under themes like “attitude drivers”, “normative
influences”, “control factors”). These themes stay close to the original findings.

e Analytical themes: Finally, descriptive themes were interpreted to develop higher-order analytical
themes that go “beyond” the primary studies. For example, we synthesized how various antecedents
of intention (from different studies) combine under TPB components, or how Indonesian cultural
context may shape those themes. The analytical stage generates new theoretical insights or
hypotheses.

By coding and thematically integrating the literature in this way, the review transparently
connects conclusions to source texts while producing novel interpretations of how TPB applies in this

context.

RESULTS AND DISCUSSION

Having reviewed the evidence, we now directly address the question: Does the Theory of
Planned Behavior apply to green employee behavior in Indonesian companies (especially mining)? The
answer, based on current literature, appears to be mostly yes, with some caveats.

Support for TPB: Multiple studies and reviews indicate that the TPB framework’s main constructs do
correlate with EGB in Indonesia. For example:

Attitude: Indonesian employees who view sustainability positively are more likely to engage in
green actions. The mining dissertation explicitly modeled TPB, finding that attitude toward
environmental practices had a significant effect on green behavior (through intention). Similarly, studies
in other sectors (education, tourism) imply that personal belief in green values drives behavior. Even in
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an Asian context where collectivism is strong, individual attitudes still matter. One study noted that
improving employees’ environmental attitudes (through education) increased their likelihood of eco-
friendly behavior in the workplace.

Subjective/Social Norms: The influence of peers and supervisors is evident. The Indonesian
university study found “when employees observe their colleagues engaging in pro-environmental
behavior, it can establish social norms ... and encourage adoption of that behavior by others”. This is a
textbook example of TPB’s norm effect. In mining, if supervisors endorse green procedures, workers
follow. Cultural factors may intensify this: social harmony and respect for group consensus in Indonesia
likely means subjective norms have strong sway. Hence, the literature suggests TPB’s SN component
is indeed active.

Perceived Behavioral Control: Evidence points to PBC being relevant, though it often overlaps
with organizational factors. In practice, PBC means giving employees the ability and confidence to act
green. Indonesian studies highlight training, equipment, and green HRM as ways to increase PBC.
When these supports exist, employees feel more capable. For instance, green training programs in
Indonesian companies improved workers’ confidence to implement eco-initiatives. Thus, PBC as
conceived by TPB is supported: employees need the resources and skills to believe they can do green
behaviors.

In addition, many studies find that combining TPB with other constructs yields a better model
of EGB. For example, integrating organizational identification (how much employees identify with
their company) or personal moral norms can improve predictions. However, the core TPB factors
remain significant even in these extended models. In other words, while researchers often extend TPB
for nuance, they rarely abandon it.

CONCLUSION

In summary, our narrative review of Indonesian open-access research (2024-2025) finds
substantial support for the applicability of the Theory of Planned Behavior to green employee behavior
in companies, including the mining sector. Attitudes, social norms, and perceived control consistently
emerge as key drivers of EGB. Indonesian case studies and surveys show that initiatives targeting these
constructs (e.g. green training, leadership support) do enhance employees’ pro-environmental intentions
and actions. At the same time, researchers note that TPB should often be supplemented with additional
factors like organizational culture and personal values. Therefore, the evidence indicates TPB is a
largely valid model in this context, especially when extended to include Indonesia-specific dynamics.
Future research could empirically test the full TPB framework in Indonesian mining companies (e.g.
using longitudinal surveys) to quantify effect sizes. But based on current literature, TPB appears to
apply well: employees’ intentions to engage in green behavior in Indonesian firms are indeed shaped
by their attitudes, perceived social norms, and control over the behavior.
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