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ABSTRACT  

Nowadays contemporary firms undertake greater environmental responsibilities due to huge 

pressures from various stakeholders, and globally, societies are becoming increasingly aware 

of the negative consequences of environmental degradation on human health, ecosystems, 

and sustainability of life on earth. The notion of organizational citizenship behaviour toward 

environment (OCBE) emerged during the last two decades and employees may be not clear 

as their role in environmental improvements due to unsure of the formal rewards associated 

with them. Therefore, the necessity of human behavioural modifications to achieve pro 

environmental behaviours is well recognized by the scholars. However, to date scholars of 

organizational behaviour have been paid less attention in discussion about how to promote 

environmentally responsible organizations. Therefore, the general objective of this paper is to 

conceptualize the notions of OCBE and authentic leadership and validate it in Sri Lankan 

Context. Data were gathered through a survey by using a structured questionnaire from public 

sector utility organizations and 256 government workers in Sri Lanka. As per the discussion 

basically, two main criteria called reliability and validity have to be achieved to confirm the 

goodness of the measure. Internal reliability and composite reliability scales were commonly 

employed to asses construct reliability of the intended constructs. Convergent validity 

achieved through Average Variance Extracted and factor loadings. Discriminant validity 

evaluated by assessing the cross loadings, Fornel-Larcker criterion, and Heterotrait- 

Monotrait Ratio of correlation (HTMT). All validity and reliability indicators including 

items‟ loadings, composite reliability, and average variance extracted (AVE), and square 

roots of the AVE and HTMT correlations have demonstrated high coefficients. Hence, 

findings demonstrated that the authentic leadership and OCBE constructs could be used for 

potential researches in Sri Lankan context. Using the PLS technique, this study provides 

significant contribution to knowledge by validating and conceptualizing the concepts. 

Keywords: Authentic Leadership, Organizational Citizenship Behaviour towards 

Environment, Measurement, Reliability, Convergent Validity, Discriminate Validity 

 

1. INTRODUCTION 

Environmental sustainability is one of the most pressing and important phenomenon facing 

by the business wold today (Chowdhury, 2012). According to organizational behaviour 

scholars, organizational sustainability can attain through green practices, hence it prevents 

ecological degradation and moves towards to achieve competitive advantages (Ones & 

Dilchert, 2013, Robertson& Barling, 2013, Wiernik). Not only that, nowadays contemporary 

firms undertake greater environmental responsibilities due to huge pressures form 
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stakeholders, legislationsand competitive market structures to prevent environmental 

degradation and to develop environmental performance (Molina-Azorín, Claver-Cortés, 

López-Gamero, & Tarí 2009; Vazzues, 2010). Hence, in popular press there is a greater 

concern for social and environmental movements incorporating sustainability and related 

terms, including corporate social performance, corporate social responsibility and corporate 

citizenship (Carrol, 1999). 

 

As the smaller entity in the organizational setting, employees play a key role in contributing 

to organizational environmental performance. However, in this contemporary business 

setting, organizations have to execute their business activities in a highly competitive manner 

(Marjanova & Temjanovski, 2015). As a result of the stiff competition pressure, 

organizational performance has become a very challenging and organizations cannot survive 

without their member's positive behaviours. The extensive theoretical and empirical 

explanations highlighted that competitive edges can achieve through positive outcomes of the 

employees (Srivastava, 2008; Takeuchi, Bolino & Lin, 2015). To enhance employee 

performance effectiveness, the task performance or the technical core alone is insufficient 

hence, extra role performance or discretionary behaviours should be encouraged (Borman & 

Motowidlo, 1997; Organ, Podsakoff & Mackenzie, 2006; Luo & Liu, 2014). Multiple 

conceptualizations of discretionary employee work behaviours exist in the literature such as 

pro-social organizational behaviour, extra rolebehaviour, contextual performance, and 

Organizational Citizenship Behaviour (OCB). Organizational Citizenship Behaviour towards 

Environment (OCBE) emerged as another aspect of extra role behaviour under the umbrella 

concept of OCB. This notion focused moreeco centric vision of OCB from a less 

anthropocentric perspective. Based on the Organ‟s and colleagues (2006) original work 

OCBE defined as “individual and discretionary social behaviours not explicitly recognized by 

the formal reward system and that contribute to improve the effectiveness of environmental 

management of the organization” (Boiral, 2009; Daily, Bishop & Govindarajulu, 2009). It 

considers as promising approach to capturing employees Pro Environmental Behaviour 

(PEB) in the work place (Paille, Boiral & Chen 2013). Further, it reflects an individual‟s 

predisposition to be helpful, cooperation and conscientious (Bolino, 1999). 

 

Having understanding the construct of OCBE, understanding the other underline variable of 

the study (Authentic Leadership) become important. It is well accepted in the organizational 

behaviour literature that, organizational leaders influence an array of conventional 

organizational outcomes such as employee performance, loyalty, attitudes and commitment 

(Barling, Christie, & Hoption, 2010) as well as diverse outcomes such as environmental 

performance (Robertson & Barling, 2013).Due to that, organization needs effective leaders to 

achieve sustainable positive outcomes since, deterioration or exceptional successfulness lies 

on the managerial leadership. On the other hand, effective leadership makes the sense of 

cohesiveness, higher level of employee satisfaction; provide a sense of direction and an 

alignment with the environment (Wart, 2003). Not only that, according to theoretical 

underpinnings of the norm of reciprocity and social exchange theory (Blau, 1964) explicit the 

one party‟s self-sacrifice and responsiveness to another person‟s need.  As a key component 

of the theorem, social integrations were morally bound favourably or adversely and it lies in 

the discretion of the receiver. If the leader is more attractive, credible and legitimate in nature 

demonstrating honesty, transparency, and fairness followers unanimously will distribute 

functional outcomes. This theoretical explanations highlight that leadership can be considered 

as one of the key antecedents of OCB and OCBE and it is central to organizational 

effectiveness (Cummings, Macgregor, Davey, Lee, Wong & Lo, 2010; Lamm, Tosti-Kharas, 

& Williams, 2013). 
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2. Literature Review on Organizational Citizenship Behaviour towards Environment 

and the Authentic Leadership 

2.1. Conceptualization of Organizational Citizenship Behaviour towards Environment 

Organizations try to integrate ecological concerns into daily operations without based only 

the formal management systems and activities or technologies. But due to the complexity of 

environmental issues their human informal and preventive aspects, considerations of these 

issues have been neglected or even ignored while focusing mainly on the explicit, formal and 

prescriptive aspects of organizations (Boiral, 2009). At the present time, most of the 

organizations try to in line with the environmental rules and regulations and green certificates 

to improve the reputation of the organization and to demonstrate the environmental 

commitment to clients. At the same time, employee voluntary, non-obligatory, informal, 

decentralized pro environmentalbehaviours in the work place have become indispensable in 

mitigating environmental impacts (Hanna, Newman & Johnson, 2000; Boiral, 2007). This 

less anthropocentric individual based discretionary and voluntary ecological concern 

originated as organizational citizenship behaviour toward environment (OCBE).  

 

OCBE concept treats as the voluntary or self-started behaviour and the main attribute of this 

is going beyond the regular duties to help and preserve the environment (Araujo, 2014). This 

discretionary behaviour includes such as knowledge to reduce environmental impacts, 

personal energy conservation, suggests solutions aiming at reducing waste and represents the 

organization at environmental conferences. According to Bissing, Olsoniyer, Iyer Fielding & 

Zacher (2013) employees have to take initiatives to engage in environmentally friendly 

behaviour that moves beyond the realm of their required work tasks. Further, it explains that 

OCBE behaviour is unrewarded and explicitly recognized by the formal reward system. 

Hence, employees may be not clear as their role in environmental improvements due to 

unsure of the formal rewards associated with them. Denton (1999) revealed that salaries, 

incentives and bonuses are rarely tied to the environmental performance due to difficulties in 

determining the responsibilities. However, these behaviours are unrewarded, can be 

motivated by the possible social gains, like reputation and personal image which will lead to 

performance appraisal career advances of individuals indirectly (Drory & Zaidman, 2007). 

 

The notion of OCBE emerged during the last two decades and initially, Ramus and Killer 

(2007) highlighted the connections between prosocial extra rolebehaviours and pro 

environmental initiatives. They presented green behaviours are not rewarded by the formal 

reward system though it contributes collective welfare and organizational effectiveness. 

According to their model eco motivations depend on the supervisory support, social norms, 

perceptions of senior management, personal pre disposition, pre-existing attitudes and habits 

and self-efficacy. The same remarks apply in the conceptual model of environment focused 

on OCB proposed by the Daily et al. (2009). This theoretical model illustrates the plausible 

sources and consequences of OCBE and relatively similar to these proposed by Ramus and 

Killer (2007). According to this framework, OCBE positively related to environmental 

performance. However, only very few empirical studies demonstrate this positive relationship 

in the environmental literature. The objective of this model is to identify the key determinants 

of the OCBE and to examine the relationship with the environmental performance. After that, 

Daily and colleagues proposed a conceptual model with four key antecedents of OCBE as 

environmental concern, organizational commitment, perceived supervisory support for 

environmental efforts and perceived corporative social performance. As per Ramus and 

Steger (2000) they also noted that top management guidance and support are 

majordeterminants of OCBE based on the Field Theory. Similarly, Boiral and Paille (2009) 

largely contributed to bring forward the notion of OCBE within the firmly rooted OCB 

literature. Boiraland Paille (2012) proposed and validate an instrument for measuring OCBE 
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and trough the evaluation of factor loadings they identified basic three dimensions as eco 

initiatives, eco civic engagement and eco helping. Further, Lammet al. (2013) expanded the 

conceptual model developed by the Boiral and Paille (2012). 

 

2.2. Conceptualization of Authentic Leadership 

Authentic leaders are not only concerned with their personal authenticity, but also, they 

concern how that authenticity can be conveyed to others in order to inspire followers to 

achieve common goals and objectives. They encourage employees to stimulate the culture of 

trust, openness and transparency (Newland, 2012).Being yourself, speaking honestly, and 

providing the inspiration and passion to move forward, authentic leaders pave the path to 

achieve organizational goals. Furthermore, they play an active role motivating others and 

stimulating on an intellectual level and giving individualized attention to followers (Neider & 

Schriesheim, 2011). Authentic leaders are not differentiated by a precise style of leadership, 

but by an ethical appeal and genuine desire to serve others. The role of the leader is a key 

component and their behaviour is self-expressive, self-aware and positive modelling. 

According to Walumbwa et al. (2008) authentic leadership is a pattern of leader behaviour 

that draws upon and promotes both positive psychological capacities and a positive ethical 

climate to foster greater self-awareness an internalized moral perspective, balanced 

processing of information and relational transparency.  

 

Therefore, authentic leaders are very crucial in this complex and turbulent environment. 

Hence, influence, development and impact of their own positive leadership styles is yet to be 

examined in ever changing circumstances. According to George, Sims, Mclean & Mayer 

(2007) leadership scholarship just begins to explore the construct of “authentic leadership “in 

applied as well as academic literature. There is little understanding of an integrated view of 

“what leaders do? (Leadership Influence) rather than in respect to “how they have come to do 

it” (leadership development) (Avilo, 2010).Reviewing past literature proven that authentic 

leadership encompasses four main dimensions of self-awareness, relational transparency, 

balanced processing and internalized moral perspective.  Self-awareness explained about the 

understanding of oneself, their strengths and weaknesses. Relational transparency reflects 

those to which extend leaders reinforce a level of openness with followers and allow them 

also to do the same (Peus et al., 2012). Balanced processing explained that authentic leaders 

are really avoiding the exaggerations, private knowledge, and internal experiences and 

analyzed actual and real data before taking decisions (Peus et al., 2012). This construct 

delivers an ethical foundation for authentic leaders there by leader behaviour and decision 

making process guided by the internalized standards. Further, authentic leaders have to make 

sure whether their decisions are congruent with his or her own ethics and morals. Serra-

Gurcia,Van Damme and Potters (2011) claim that moral behaviour seems to be esoteric for 

most leaders and they define ethics as consistent with the principles, norms laid by the 

society.  

 

3. Importance of the Study and the Objectives  

Environmental problems are escalating. Research from scientific disciplines converges on the 

conclusion that the degradation of our natural environment has hastened and that the 

capability of natural systems to cope with such decline has been compromised (IPCC, 2013; 

2014). Globally, societies are becoming increasingly aware of the negative consequences of 

environmental degradation on human health, ecosystems, and sustainability of life on earth. 

(Ones, Wiernik, Dilchert, Klein, 2013). Therefore, the necessity of human behavioural 

modifications to achieve pro environmentalbehaviours is well recognized by the scholars. 

They pointed out the urgent requirement of empirical investigations to promote pro 

environmentalbehaviours in the work place. However, to date scholars of organizational 
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behaviour have been paid less attention in discussion about how to promote environmentally 

responsible organizations. Furthermore, research studies on business and natural environment 

have been dominated by scholarships that address macro level (organization and industry 

level) phenomenon with lesser attention paid to individual behaviour at themicro level. That 

means, there is a rich literature on corporate greening toward the organization (Corporate 

Social Responsibility) focus on macro level but, rather scan on individual responsibility 

(OCBE) though it provides greater insights to enhance organizational performance. 

 

At the same time, the term OCBE seems to be novel to both academics and professionals in 

Sri Lankan context (Opatha & Arulrajah, 2014).  Some people who never heard about this 

concept and some heard about this don‟t have a clear idea about what it is. Therefore, it is 

evident that both theoretical and empirical approaches need to be reconsidered to identify the 

dimensions antecedents and the relationships. Furthermore, most of the former literature 

confirmed that organizations paid much attention only on structural and technical aspects of 

management implications to control environmental impacts. Imposing rules and regulations 

and asserting punishments try to bind firmly with environmental initiatives while paying less 

attention onbehavioural aspects.  In line with the previous research finding there is very little 

research addresses the informal, voluntary, aspects of OCBE (Ramus & Killer, 2007). Greater 

attention is paid only on the managerial level private and corporate spheres, but 

nonmanagerial public spheres rather scant. As western oriented constructs contextual validity 

is needed further. Therefore, these unanswered questions, make gaps and recommended 

further researchers in different contextual settings.  

 

The main purpose of this study is to: 

• Provide with a basic understanding of OCBE and Authentic Leadership to the readers, 

• Elaborate on various green practices that can be incorporated into building a Green 

workplace. 

• Identify the validation of the emerging concepts of authentic leadership and OCBE 

• Attempt  to suggest some implications and recommendations  for the organizations 

 

4. METHODOLOGY 

The study adopted a positivistic, quantitative, deductive approach using a questionnaire 

protocol to collect data from respondents of public sector organizations in Sri Lanka. In this 

study, data were collected from 256 public sector respondents by using simple random 

sample technique and asked them to rate their environmental behaviour and the supervisor 

behaviour. The hypothesized relationship has been evaluated and validated by employing 

SEM (Structural Equation Modelling) which is a second generation technique that can 

examine more relationships simultaneously. This study was a survey field study and was 

conducted in areal-life situation that systemically investigated relationships amid variables. 

Survey research was employed as it has more scope and coverage; moreover, it is less 

expensive and commonly used method. In addition, to achieve the research objectives, cross-

sectional research was used. Cross section approach involves gathering the data at one point 

in time from the firm (Cavana, Dalahaye & Sekaran, 2001).This study was a survey field 

study and was conducted in real-life situation hence, researcher interference is minimal and 

systemically investigated relationships amid variables.  

 

Items of the questionnaire were adopted from previous researcher‟s instruments. Face and 

content validity was ensured. The five-point Likert scale was used to measure all the items of 

the questionnaire. Two measurements were used in the study. Ten items of OCBE were 

adapted from (Boiral & Paille, 2012)), Authentic Leadership sixteen items were borrowed 

from (Avolio, Gardner, & Walumbwa, 2007). The population included the all the semi-
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government organizations in Sri Lanka data were collected from the front line workers hence, 

the unit of analysis is individual. Further, study involves a testing of measurements and 

measurement model is concerned with determining the goodness of measures or the 

questionnaire items.The individual item reliability, construct internal consistency and 

construct validity are considered in assessing the outer model in PLS (Ramayah, Lee, & In, 

2011). The internal reliability of a construct is said to be achieved when the Cronbach‟s 

Alpha value is 0.7 or higher (Nunnally & Beinstein, 1994). Validity assesses the soundness of 

the accuracy of a measure or the extent to which a score truthfully represents a concept 

(Zikmand, Babin, Carr &Griffin, 2013). Convergent validity for this study was assessed using 

the item reliability or the factor loadings and Average Variance Extraction of the constructs. 

Discriminant validity evaluated by assessing the cross loadings among constructs, by using 

Fornel-Larcker criterion and Heterotrait- Monotrait Ratio of correlation (HTMT). 

 

5. DISCUSSION 

Reliability Cronbach alpha was calculated for OCBE and authentic leadership to assess the 

internal consistency and reliability. Nunnally (1978) stated that internal consistency is one of 

the methods to determine the reliability. Whereas reliability refers that the research 

instrument is error free and yield same results on repeated trials. The results in Table 1 show 

that all loadings are above the cutoff values and composite reliability of every construct was 

well above ranging from 0.880 to 0.935 as per the suggested 0.70 thresholds. Further, AVE 

value equal or higher than 0.50 indicates that on the average, the construct explained more 

than half of the variance of its indicators. As such, the rule of thumb is that an AVE value 

greater or equal to 0.50 is acceptable (Hair et al., 2017) and in the present study, the values of 

AVE of all indicators exceeded the threshold which represents the good construct validity of 

measures. Consequently, an initial questionnaire with 16 items to measure authentic 

leadership with 10 items to measure organizational citizenship behaviour towards 

environment was validated in Sri Lankan context.  

 

 

  



IJARR, 3(4), 2018; 44-55 

50 
 

Table 1: Quality Criteria of the Construct Authentic Leadership and OCB 

 

Construct Sub 

Dimension 

Item Loading Composite 

Reliability 

AVE Convergent 

Validity 

(AVE>0.5) 

Organizatio

nal 

Citizenship  

Behaviour 

Towards 

Environme

nt 

Eco  

Helping 
OCBEH1 0.895 0.935 0.827 Yes 

OCBEH2 0.923    

OCBEH3 0.910    

      

Eco 

Civic 

Engagement 

OCBEC1 0.864 0.935 0.827 
Yes 

 OCBEC2 0.883    

 OCBEC3 0.876    

  OCBEC4 0.822    

  

Eco 

Initiatives 

     

 OCBEI1 0.882 0.919 0.790 Yes 

 OCBEI2 0.908    

  OCBEI3 0.877    

       

 OCBCUR2 0.774    

 OCBCUR3 0.741    

      

       

Authentic 

Leadership  

Self 

Awareness  
ALSA1 0.780   0.880   0.647  Yes 

ALSA2 0.829         

ALSA3 0.823         

ALSA4 0.786         

           

Relational 

Transparency 

ALRT1 0.750   0.898   0.639  Yes 

 ALRT2 0.833         

 ALRT3 0.846         

 ALRT4 0.816         

 ALRT5 0.747         

            

 Balanced 

Processing 

ALBP1 0.845   0.891   0.732  Yes 

 ALBP2 0.874         

 ALBP3 0.848         

            

 Internalized 

Moral 

Perspective 

ALIM1 0.794   0.894   0.680  Yes 

 ALIM2 0.855         

 ALIM3 0.855         

 ALIM4 0.791         

            

 

On the other hand, to measure construct validity of the measurement model, the discriminant 

validity is indispensable. Discriminant validity means that the shared variance between each 

construct and its measures should be greater than the variance shared among distinct 

constructs. Basically, it depicts that the items used different constructs do not overlap. At 

first, in order to achieve discriminant validity, the loadings of the construct must be high on 

itself and low on other constructs (Vinzi, Henseler, Chin & Wang, 2010).  
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Table 2: Loading and Cross Loading of Constructs to Assess Discriminant Validity  

 

  ALSA ALRT ALBP ALIM OCBEH OCBEC OCBEI 

ALSA1 0.780 0.421 0.479 0.495 0.176 0.177 0.204 

ALSA2 0.829 0.421 0.451 0.445 0.135 0.143 0.185 

ALSA3 0.823 0.399 0.434 0.499 0.140 0.141 0.224 

ALSA4 0.786 0.429 0.474 0.485 0.206 0.226 0.293 

ALRT1 0.369 0.750 0.346 0.298 0.335 0.310 0.363 

ALRT2 0.432 0.833 0.441 0.398 0.293 0.277 0.353 

ALRT3 0.406 0.846 0.434 0.419 0.226 0.246 0.289 

ALRT4 0.447 0.816 0.440 0.419 0.240 0.269 0.361 

ALRT5 0.415 0.747 0.474 0.487 0.181 0.194 0.252 

ALBP1 0.463 0.488 0.845 0.384 0.189 0.178 0.213 

ALBP2 0.476 0.442 0.874 0.295 0.215 0.256 0.250 

ALBP3 0.527 0.447 0.848 0.348 0.259 0.251 0.250 

ALIM1 0.488 0.494 0.301 0.794 0.100 0.140 0.210 

ALIM2 0.483 0.400 0.277 0.855 0.116 0.175 0.247 

ALIM3 0.493 0.388 0.357 0.855 0.081 0.115 0.189 

ALIM4 0.506 0.394 0.386 0.791 0.090 0.095 0.240 

OCBEH1 0.190 0.262 0.229 0.116 0.895 0.671 0.617 

OCBEH2 0.269 0.300 0.236 0.235 0.923 0.684 0.643 

OCBEH3 0.117 0.141 0.125 0.121 0.910 0.702 0.662 

OCBEC1 0.229 0.265 0.279 0.189 0.684 0.864 0.632 

OCBEC2 0.167 0.175 0.216 0.098 0.675 0.883 0.686 

OCBEC3 0.239 0.170 0.208 0.145 0.650 0.876 0.681 

OCBEC4 0.194 0.156 0.087 0.135 0.586 0.822 0.637 

OCBEI1 0.207 0.173 0.124 0.192 0.621 0.693 0.882 

OCBEI2 0.187 0.139 0.149 0.132 0.651 0.701 0.908 

OCBEI3 0.221 0.129 0.104 0.235 0.607 0.645 0.877 

 

Apart from that,in this study, the discriminant validity of the measures was verified by 

employing the method of Fornell and Larcker (1981). The square root of average variance 

extracted (AVE) for all the constructs was placed at the diagonal elements of the correlation 

matrix. The diagonal elements were higher than the other element of the row and column in 

which they were located; this verifies the discriminant validity of the outer model (Hair et al., 

2013). 

 

Table 3: Fornell and Larcker Criterion for Discriminant Validity  

 

 

AL 

BP 

OCB

E CG 

OCB

EH 

OCB

E 

I 

AL 

IM 

AL 

RT 

AL 

SA 

        

AL BP 0.856       

OCBE CG 0.266 0.862      

OCBE H 0.258 0.754 0.909     

OCBE I 0.278 0.765 0.705 0.889    

AL IM 0.401 0.159 0.117 0.269 0.824   

AL RT 0.537 0.322 0.316 0.403 0.509 0.799  

AL SA 0.572 0.214 0.204 0.282 0.598 0.519 0.805 
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Finally, a new criterion HTMT was presented in Table 04, which is introduced by the recent 

research done by the Henseler, Ringle,and Sarstedt (2015) based on their Monte Carlo 

Simulation. According to Henseler et al., (2016) in order to achieve discriminant validity the 

HTMT score should be between confidence interval value -1 and 1.The commonly accepted 

rule of thumb to achieve discriminant validity is HTMT score should be below 0.85 

(Henseler et al.,2015). The following table depicts that study constructs authentic leadership 

and OCBE, already satisfied the expected threshold values.  

 

Table 4: Heterotrait Monotrait (HTMT) Criterion for Discriminant Validity  

 

 AL 

BP 

OCB

E CG 

OCB

EH 

OCB

E 

I 

AL 

IM 

AL 

RT 

AL 

SA 

AL  BP        

OCBE CG 0.316          

OCB EH 0.302 0.847        

OCB EI 0.330 0.873 0.799      

AL IM 0.482 0.185 0.135 0.314       

ALR T 0.638 0.373 0.364 0.470 0.595     

ALS A 0.699 0.252 0.239 0.334 0.720 0.618   

 

6. FINDINGS AND CONCLUSION  
The publicsector plays a very vital role in the economic prosperity and social development of 

a country, through providing public services, equitable income distribution, employment 

generation, exports and social stability. Despite vital contribution of public sector 

organizations in the economy of the country, Sri Lankan researchers and practitioners have 

not given adequate attention to enhancing the efficiency and the productivity of this sector. 

Therefore, to fill this research gap this study investigates the accurate and validate research 

instrument to measure extra-role performance of the employees and authentic leadership 

which is newly origin leadership style in leadership literature. After reviewing previous 

related literatures of authentic leadership and OCBE, it is observed that, although authentic 

leadership and OCBE are still in the emerging stage that scholars have not reached a 

consensus, hence can summarized in the following aspects access to basic consensus: 

authentic leadership is not only a research on the behaviour or style of leaders but also in its 

inner self-awareness, moral values, and external behaviours. More precisely, it is there 

lationship theory between followers and leaders, and can positively predict organization 

citizenship behaviour as an antecedent. Organization citizenship behaviour towards the 

environment is relatively new concept under the umbrella concept of OCB. As per the Opatha 

and Arulrajah, (2014), the green concepts are quite new in the Sri Lankan context and some 

people even didn't herd about the concept of organizational citizenship behaviour towards the 

environment and some herd about that don‟t have much idea about the mechanism. 

Therefore, this study provides a conceptual understand introducing each and every dimension 

of the basic constructs and explaining related literature fulfilling research objectives of the 

study. Further, this study is intended to test the psychometric properties of the constructs, 

organizational citizenship behaviour towards the environmentand authentic leadership in the 

Sri Lankan context. The purpose of testing the goodness of measures will add to the 

contextual validity in a different context. The findings of the reliability test show that 

measurements have a better internal consistency in measuring the constructs and it is 

stabilized. Further, in line with construct validity; convergent and discriminant validity added 

more confirmation on the accuracy of the measurement. In this study, outcomes reflect that 

both measurements are valid and acceptable measures of their respective constructs based on 
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their parameter estimates. This was evidenced by the high items‟ loadings, composite 

reliability, average variance extracted (AVE), square roots of the AVE and HTMT scores for 

all the constructs. Finally, that can be an impetus for increase future studies or for the 

potential researchers in the Sri Lankan context given the fact that more research required for 

its conceptual clarity and validity. 
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