
	  
	  

JED No.221 July 2014|	  105	  
	  

 

The Roles of Supervisory Support Behaviors and 
Environmental Policy in Employee                 

“Eco-initiatives” at Manufacturing Companies   
in Vietnam 

 

NHÂM PHONG TUÂN 

University of Economics and Business, Vietnam National University - tuannp@vnu.edu.vn 

TAKAHASHI YOSHI 

Hiroshima University (Japan) 

NGUYỄN THỊ TUYẾT MAI 

Hiroshima University (Japan) - maichoe@gmail.com 

 

ARTICLE INFO ABSTRACT 

Article history: 
Received: 
   Dec. 29 2013 
Received in revised form 
   May 28 2014 
Accepted: 
   June 30 2014 

 
Environmental issues are taking more attentions from many 
countries in the world and have forced proactive companies to adopt 
environmental policy and encourage supervisory support behaviors 
in an aim to increase employee willingness to promote eco-
initiatives. The study assessed environmental policy and supervisory 
support behaviors as creating an impetus for environmental actions 
in companies, leading to environmentally proactive firms sending 
encourgamental signals to employees. Data of 212 mid- and low- 
level employees was collected from questionnaire survey at three 
companies located in Hà Nội and Đà Nẵng City in Vietnam during 
January 2013. By using likelihood ratio tests and logistic regression 
analyses, the results supported both two hypotheses: Environmental 
policies will influence on employee willingness to promote eco-
initiatives; Supervisory support behaviors will influence on 
employee willingness to promote eco-initiatives. From then on, some 
implications were suggested. 
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1. INTRODUCTION 

Actual existence and development of the countries in the world in the nineteenth 
century, twentieth and early twenty-first century show us that the economic 
development mainly focuses on the benefits. However, it does not include preventing 
problems, reducing pollution and protecting the environment. Thus, the process of 
economic development is bringing the world to the global issues such as poverty, 
environmental pollution, ecological crisis, climate change seriously. Environmental 
pollution is increasingly serious and direct impacts to public health. Therefore, 
environmental protection and sustainable development are two inseparable elements 
for the development of an economy - in modern society. The goal and long-term 
efforts of Vietnamese enterprises are to strive to build a sustainable development 
associated with environmental protection in the future. To achieve that goal, Vietnam 
enterprises should establish environmental policies to guide all employees in the 
company to have responsibility for the environment, comply with the law, prevent 
environmental pollution, maintain and improve the operation of environmental 
protection. 

However, the implementation of policies and laws to protect the environment, and 
social responsibility in the business in Vietnam still has many difficulties and 
shortcomings due to a number of different causes. One of the main reasons is that 
Vietnamese enterprises do not aware correctly and fully the relationship between the 
business activities of their productions with environmental issues. So it is necessary to 
clarify this relationship in order to help change the perception of the enterprises and 
employees. 

The relationship between the enterprises and environment is the dialectical 
relationship interplay. Activities of enterprises have both the positive impacts and 
negative impacts on the environment and vice versa. Environment also contributes to 
the favor or difficulty to produce. At the same time, it can be affirmed that all 
enterprise activities are affecting the environment. The important thing is that the 
enterprises recognize the necessity to minimize the negative impacts on environment 
by having the environmental policies. Furthermore, some studies have proved that in 
the enterprise, supervisory support behaviors have strong influence on employee 
willingness to promote eco-initiatives that will improve environmental performance to 
reduce natural environmental impacts. Therefore, the motivations of the research are to 
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explore which environmental policies and supervisory support behaviors have the 
significant influences on employee willingness to promote eco-initiatives. In our 
conceptual model, we assumed that environmental policy and supervisory support 
behaviors in six areas of innovation, competence building, communication, 
information dissemination, rewards and recognition, management of goals and 
responsibilities impacted on employee willingness to promote eco-initiatives. The 
three-part survey which was developed from previous studies was delivered to 
employees in three manufacturing companies in Hà Nội and Đà Nẵng City. By using 
likelihood ratio tests and logistic regression analyses, the results supported both the 
two hypotheses. From then on, some implications were suggested. 

2. CONCEPTUAL MODEL 

In the aftermath of the 1992 United Nations Conference on Environment and 
Development in Rio de Janeiro, Brazil, regulations, stakeholder pressures, social 
desirability pressures and other external factors have forced proactive companies to 
adopt environmental policy and encourage supervisory support behaviors in an aim to 
increase employee willingness to promote eco-initiatives. Another argument of Davis 
(1991) and Fussler (1996) is that eco-initiatives were a means for companies to 
become more environmentally and economically sustainable in their activities. In 
environmental literature, we found no scholar assessing environmental policy and 
supervisory support behaviors except the study of Ramus & Sterger (2000). Ramus & 
Sterger (2000) took an initial step in developing an empirically validated relationship 
between employee willingness to promote eco-initiatives and work environment 
support dimensions. Therefore in this study, we adopt their model to build the 
conceptual model. 

The conceptual model for the research is illustrated in the Figure 1. This figure 
depicts environmental policy and supervisory support behaviors as creating an impetus 
for environmental actions in companies, leading to environmentally proactive firms 
sending encouragemental signals to employees. In the conceptual model, 
environmental policy and employee willingness to promote eco-initiatives will have a 
positive relationship. Supervisory support behaviors in six areas of innovation, 
competence building, communication, information dissemination, rewards and 
recognition, management of goals and responsibilities also have positive relationship 
with employee willingness to promote eco-initiatives. It means that environmental 
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policy and supervisory support behaviors play the role as independent variables 
whereas employee willingness to promote eco-initiatives is dependent variable. 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1. Conceptual model  

 

 

Source: adopted from the study of Ramus & Sterger (2000) 

a. Environmental Policy: 
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Murphy, 1996; Brophy, 1996; Hutchinson, 1996). Ramus & Sterger (2000) used 
environmental policy as the proxy for organizational encouragement to test whether, if 
employees perceived a strong signal from an organizational policy, the perceptions of 
organizational commitment positively affected their willingness to promote eco-
initiatives. Therefore, the hypothesis 1 was proposed: 
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Researchers have clearly recognized the role of supervisory support behaviors in 
employees’ willingness to promote eco-initiatives (Davis, 1991; Fussler, 1996; Ramus 
& Sterger, 2000). Especially, based on previous studies, Campbell & Cairns (1994) 
and Ramus & Sterger (2000)  identified the relationship between supervisory support 
behaviors and employee willingness to promote self-described environmental 
initiatives in six important areas of innovation, competence building, communication, 
information dissemination, rewards and recognition, measurable goals and 
responsibilities.  

In the area of innovation, Campbell & Cairns (1994) and Ramus & Sterger (2000)  
discussed the importance of values of supervisory support behaviors to the rate of 
innovation in organizations. Regarding supervisory support behaviors for innovation, 
many studies examined the positive effects on creation of new ideas and promotion of 
innovation within a company (Cummings, 1965; Delbecq & Mills, 1985; Ettlie, 1983; 
Hage & Dewar, 1973; Kanter, 1983; Kimberley & Evanisko, 1981).  

In the area of competence building, Campbell & Cairns (1994) and Ramus & 
Sterger (2000) demonstrated the positive influences of supervisory support behaviors 
on employee education. The significant effects of employees’ training on their 
participation in environmental activities also highlighted by Langley & Jones (1988); 
Wehrmeyer, 1996) and Wehrmeyer (1996).  

In the area of communication, the issue of nonhierarchical, flexible structures in 
encouraging employee empowerment and creativity was discussed by Campbell & 
Cairns (1994) and Ramus & Sterger (2000). The support of supervisory to share the 
ideas of employees in the organization was also concerned by Bowen & Lawler 
(1992), Kanter (1983), Kimberley & Evanisko (1981) and Speitzer (1995). 

In the area of information dissemination, information was described as the 
foundation to illustrate the trust and connection between supervisory and employee in 
the company  (Campbell & Cairns, 1994; Ramus & Sterger, 2000). Supervisory 
support behaviors including the open sharing of information about both company 
policies and goals and difficult subjects like layoffs and restructurings were also 
examined by Bowen & Lawler (1992) and Speitzer (1995).  

In the area of rewards and recognition, Campbell & Cairns (1994) and Ramus & 
Sterger (2000) demonstrated supervisory support behaviors that reinforced employee 
participation through formal awards, monetary rewards, and informal recognition of 
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employee activities. The positive influence of rewards and recognition of supervisory 
on employee was also indicated in researches of Bowen & Lawler (1992) and Lawler 
(1973, 1990). 

In the area of goals and responsibilities, Campbell & Cairns (1994) and Ramus & 
Sterger (2000) proved that setting measurable and clear goals could positively affect 
organizational learning and employee creativity. The idea of goal clarity and sharing of 
responsibility for organizational goals to employee self-described environmental 
initiatives was also concerned by many researchers (Abbey & Dickson, 1983; 
Andrews, 1975; Ellison, James, McDonald, Fox, & Taylor, 1968; Pelz, 1956; Taylor, 
1963; Witt & Beorkrem, 1989). 

From all of the above arguments, the hypothesis 2 was proposed: 

Hypothesis 2a: Supervisory support behaviors that encourage employees’ 
innovation will influence on employee willingness to promote eco-initiatives. 

Hypothesis 2b: Supervisory support behaviors that encourage employees’ 
competence building will influence on employee willingness to promote eco-
initiatives. 

Hypothesis 2c: Supervisory support behaviors that encourage employees’ 
communication will influence on employee willingness to promote eco-initiatives. 

Hypothesis 2d: Supervisory support behaviors that encourage employees’ 
information dissemination will influence on employee willingness to promote eco-
initiatives. 

Hypothesis 2e: Supervisory support behaviors that encourage employees using 
rewards and recognition will influence on employee willingness to promote eco-
initiatives. 

Hypothesis 2f: Supervisory support behaviors that encourage employees by 
managing goals and responsibilities will influence on employee willingness to promote 
eco-initiatives. 

3. METHODS 

a. Sample and Procedures: 

The sample was composed of 212 mid- and low- level employees. These employees 
worked at three companies located in Hà Nội and Đà Nẵng City in Vietnam, each of 
which represented for majority of market share in their city. These manufacturing 
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companies belong to construction products, including steel, sanitary ware and ceramic. 
We chose these companies based on their proactive environmental management 
programs indicated by their environmental awards from authorized organization. 
Moreover, we chose randomly employees from diverse workforce unites accounting 
for different functions and divisions. We are not interested in cross-company 
comparisons, but rather, in testing our hypotheses by obtaining a diverse sample of 
employees working in different companies. 

Data was collected from questionnaire survey during January 2013. As mentioned 
above, the respondents are mid- and low- level employees. They returned the 
questionnaires directly to us for processing, and only aggregate results were reported 
back to those companies. We distributed 300 questionnaires and collected 212, thus the 
response rate was 71% percent. 

b. Questionnaire and Measures: 

Questionnaire was designed in three parts based on previous studies (Cooper & 
Emory, 1991; Ramus & Sterger, 2000; Remenyi, Williams, Money & Swart, 1998). 
The first part including 13 questions asked about employees’ perception of 
environmental policies. The first policy question was designed in an aim to know 
whether the company of the employ published environment policies or not whereas 
other 12 questions concerned about the issues involving environment policies of the 
company (see Table 1).  All 13 questions were measured following a five point scale 
(2= strongly agree, 1= partially agree, 0= do not know, -1 = partially disagree, -2= 
strongly disagree) 

Table 1: Environmental Policy Questions 

Item Question 

1 Publishes an environmental policy. 

2 Has specific targets for environmental performance. 

3 Publishes an annual environmental report. 

4 Uses an environmental management system. 

5 Applies environmental considerations to purchasing decisions. 
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6 Provides employee environmental training. 

7 Makes employees responsible for company environmental performance. 

8 Uses life cycle analysis. 

9 Has management which understands/addresses issue of sustainable development. 

10 Systematically reduces fossil fuel use. 

11 Systematically reduces toxic chemicals use. 

12 Systematically reduces consumption of unsustainable products. 

13 Applies the same environmental standards at home and abroad. 

The second part of the survey was designed by developing from questionnaires of 
Hampton, Summer & Webber (1987) and Landy & Farr (1983) to ask about 
supervisory environmental support behaviors in six areas of innovation, competence 
building, communication, information dissemination, rewards and recognition, 
management of goals and responsibilities(see Table 2). As was done in the first part, 
all questions in the second part were also measured following a five-point scale (2= 
strongly agree, 1= partially agree, 0= do not know, -1 = partially disagree, -2= strongly 
disagree).  

Table 2: Supervisory Support Behaviors in Six Areas  

 
Questions regarding innovation  

My supervisor: 

1 
Usually objects to changes and new ideas and finds excuses why they cannot be 
implemented. 

2 Seldom experiments with new ideas or methods of doing things. 

3 
I would never approach my manager with a suggested change because I know s/he would 
be angry with me for interfering in his/her area of responsibility.  

4 Neither encourages nor discourages new ideas from employees. 

5 Gives feedback to employees on their ideas and suggestions, even if they are not adopted. 

6 
Would accompany an employee to discuss and promote the employee's idea to another 
manager. 
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7 
Experiments with new ideas in order to examine whether they are profitable/feasible to 
adopt on a large scale. 

8 
When someone makes a mistake, we usually discuss, as a group, how to avoid the 
problem in the future. 

9 
Sends employees to other locations in the company and elsewhere to learn about 
innovative processes and other ways of doing business. 

10 Encourages partnerships with other departments in order to implement new ideas. 

 
Questions regarding competence building 

My supervisor: 

1 Refuses to commit resources and employee time for training and education activities.  

2 
Delays giving employees the training/education they need when they change their job 
functions. 

3 Neither encourages nor discourages employee participation in training and education. 

4 
Usually encourages participation in any appropriate learning situation in which an 
employee would like to engage. 

5 
If there is something new I need to know, my manager will make sure I have 
training/education on it quickly. 

6 
Realigns employee responsibilities to allow employee time for training, site visits, or 
exploring new techniques for doing his/her job. 

7 Spends time discussing and implementing a learning plan with each employee. 

 
Questions regarding communication 

My supervisor: 

1 
Reinforces organizational hierarchies by insisting that employees be of the same level or 
the level immediately above in order to communicate (i.e., does not want employees to 
talk to other managers). 

2 Avoids difficult discussions and ignores problems as they are developing. 

3 Listens to employees, then forgets/ignores what they have said. 

4 Neither encourages nor discourages employee communication. 

5 
Encourages employees to express concerns about company decisions and policies so that 
the concerns can be openly discussed. 
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6 
Creates an open environment in which to discuss decisions which affect the business. For 
example, welcomes employee discussions about possible changes, improvements or 
problems that need solving. 

7 Answers questions honestly even if the answer is not what the employee wants to hear. 

8 Listens to and values input from employees and managers from all parts of the company. 

9 
Listens openly and attentively to suggested improvements in how s/he does his/her job 
and often adopts the suggestions. 

 
Questions regarding information dissemination 

My supervisor: 

1 
Our group is often the last to know about changes in the company because our manager 
does not tell us things.  

2 Tries to hide unpopular decisions and information from employees. 

3 Gives incomplete or inaccurate information to employees. 

4 
Keeps information about problems in our area private from the rest of the company and 
tries to solve them without help. 

5 Neither actively aids nor hinders information flow to employees. 

6 
Uses information systems, such as electronic bulletin boards, videos, computer systems, 
etc. to share information amongst employees. 

7 
If there is too much information, s/he sets priorities and establishes what is most 
important for employees to know. 

8 
Encourages employee trust by openly announcing information without delay about 
troubling situations, like layoffs or restructurings. 

9 
Clearly explains the reason for the organization's goals or policies and forewarns 
employees about expected changes whenever possible. 

 
Questions regarding rewards and recognition 

My supervisor: 

1 
I have seen my manager publicly reprimand another employee (or my manager has 
criticized me in front of others).  

2 
If I do a good job, I am not certain that my manager will notice. But, if I make a mistake, 
I am sure s/he will notice and probably criticize me for the mistake. 
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3 Seldom, if ever, rewards or recognizes an employee for work well done. 

4 Neither recognizes nor discourages employee contributions. 

5 If the company does well, my manager will reward all of his/her employees. 

6 
Looks for opportunities to praise positive employee performance, both privately and in 
front of others. 

7 Rewards a good idea by implementing it and giving the responsible employee(s) credit. 

8 Uses company award systems to recognize particularly good performance of employees. 

9 
Uses bonus pay or other monetary awards to reward employees who have achieved or 
surpassed their goals. 

 
Questions regarding management of goals and responsibilities 

My supervisor: 

1 
Tries to manage every detail of an employee's work so that the employee has little 
freedom to do his/her job independently.  

2 
Seldom talks to employees about goals and responsibilities, except when required by 
company policies. 

3 Is often vague about what s/he wants from an employee. 

4 Neither encourages or discourages employees from taking responsibility. 

5 Keeps responsibility for all decisions. 

6 
Delegates specific tasks to employees and tells them precisely how the tasks should be 
performed. 

7 Talks regularly with employees to assess progress toward explicit employee goals.  

8 Tells an employee right away when there is something wrong with his/her work. 

9 
Uses both quantitative (numbers) and qualitative (quality) measures to assure individual 
is making progress toward or contributing to company goals. 

10 
Involves employees in changes by instilling ownership of problems and responsibilities 
for solutions in every employee. 

 

The third part of the questionnaire included the question asking about whether 
employees had ever “tried to promote an environmental initiative within the company”. 
The respondents just had to answer “yes or no” for this question. Actually, many 
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researchers measured this question by a five point scale but this study just wanted to 
find out whether respondents had tried an environmental initiative or not, therefore the 
dependent variable in the model in logit analyses.  

c. Analysis Methodology: 

Because the dependent variable in this study was employee self-described 
environmental initiatives giving answers a choice of a yes or no response, in order to 
examine the hypotheses, likelihood ratio tests and logistic regression analyses were 
used (Cramer, 1991; Greene, 1993).  

3. RESULTS AND DISCUSSION 

Firstly, hypothesis 1 was examined. In order to have the overall look about the 
environmental policy questions, means, standard deviations, and correlations of the 13 
the questions were calculated (see Table 3). In general, the mean values and standard 
deviations showed that majority of respondents strongly agreed that their company had 
specific targets for environmental performance, used an environmental management 
system, provided employee environmental training, made employees responsible for 
company environmental performance, had management which understands/addresses 
the issue of sustainable development, systematically reduced toxic chemicals use. The 
respondents tended to agree less strongly that their company published environmental 
policy well and there was less agreement on publishing an annual environmental 
report, applying environmental considerations to purchasing decisions, using life cycle 
analysis, systematically reducing fossil fuel use, systematically reducing consumption 
of unsustainable products, applying the same environmental standards at home and 
abroad. Moreover, all environmental polices were correlated together. The reason was 
that the environmental policies were designed based on the similar foundation in an 
aim to support the common environmental goals of the companies.  
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Table 3: Descriptive Statistics and Correlations for Environmental Policiesa 

Variable Mean 
Standard 
deviation 

Correlation 

1 2 3 4 5 6 7 8 9 10 11 12 13 

1. Publishes an 
environmental policy. 

0.90 1.10 1.00             

2. Has specific targets 
for environmental 
performance. 

1.33 0.79 0.51 1.00            

3. Publishes an 
annual environmental 
report. 

1.06 0.96 0.56 0.56 1.00           

4. Uses an 
environmental 
management system. 

1.22 0.96 0.46 0.66 0.59 1.00          

5. Applies 
environmental 
considerations to 
purchasing decisions. 

1.08 0.88 0.43 0.44 0.47 0.52 1.00         

6. Provides employee 
environmental 
training. 

1.37 0.86 0.38 0.48 0.47 0.50 0.43 1.00        

7. Makes employees 
responsible for 
company 
environmental 
performance. 

1.44 0.76 0.26 0.42 0.32 0.45 0.5 0.69 1.00       

8. Uses life cycle 
analysis. 

1.03 0.91 0.47 0.48 0.46 0.62 0.64 0.44 0.43 1.00      

9. Has management 
which 
understands/addresses 
issue of sustainable 
development. 

1.22 0.84 0.36 0.41 0.43 0.42 0.52 0.45 0.48 0.56 1.00     

10. Systematically 
reduces fossil fuel 
use. 

0.87 1.00 0.44 0.40 0.42 0.29 0.49 0.36 0.35 0.58 0.51 1.00    

11. Systematically 
reduces toxic 
chemicals use. 

1.31 0.94 0.35 0.50 0.45 0.50 0.43 0.55 0.50 0.59 0.44 0.52 1.00   

12. Systematically 
reduces consumption 

1.09 1.01 0.30 0.39 0.42 0.36 0.47 0.45 0.46 0.41 0.46 0.56 0.60 1.00  
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of unsustainable 
products. 

13. Applies the same 
environmental 
standards at home 
and abroad. 

0.94 1.08 0.35 0.26 0.35 0.30 0.36 0.35 0.29 0.34 0.32 0.41 0.32 0.40 1.00 

aAll correlations are significant at p≤0.01 

After checking means, standard deviation and correlations of 13 environmental 
policies, a likelihood ratio test and logit analyses were carried out to examine the 
cause-effect relationships between employee self-described environmental initiatives 
and 13 environmental policies. Firstly, the likelihood ratio test of significance showed 
that the environmental policies influences on employee willingness to promote eco-
initiatives (p=0.00). However, the likelihood ratio test could indicate the significant 
influences from the environmental policies on employee willingness to promote eco-
initiatives but showed exactly which policies were impacted. Thus binary logistic 
regressions were performed for individual policy.  

Table 4 showed the results of binary logistic regressions for environmental policies. 
It could be clearly seen that all 13 environmental policies had significant influences on 
employee willingness to promote eco-initiatives. Moreover, the strengths of 
coefficients illustrated the strong impacts of environmental policies. Policies that 
provided employees environmental training had the strongest impact with the 
coefficient of 1.6, following by polices made employee environmental training, applied 
environmental considerations to purchasing decisions and systematically reduced fossil 
fuel use.  

It seemed that all environmental policies that had empirical and directly impacts on 
employees would had more strong influences on the awareness of employees about co-
initiatives. The smallest strength coefficient came from publishing an environmental 
policy, followed by policies used an environmental management system. Two kinds of 
environmental policies were just focused on announcing policies but did not make 
employees understand the necessity of why the company needed to apply them.  
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Table 4: Results of Binary Logistic Regressions for Environmental Policiesa 
Policy Constant p Variable Coefficient p 
1 -0.76 0.00* Publishes an environmental policy. 0.46 0.00* 

2 -1.30 0.00* 
Has specific targets for environmental 
performance 

0.70 0.00* 

3 -1.25 0.00* Publishes an annual environmental report. 0.81 0.00* 

4 -0.92 0.00* Uses an environmental management system. 0.47 0.00* 

5 -1.76 0.00* 
Applies environmental considerations to 
purchasing decisions. 

1.22 0.00* 

6 -2.77 0.00* Provides employee environmental training. 1.6 0.00* 

7 -2.44 0.00* 
Makes employees responsible for company 
environmental performance. 

1.37 0.00* 

8 -1.16 0.00* Uses life cycle analysis. 0.77 0.00* 

9 -1.52 0.00* 
Has management which understands/addresses 
issue of sustainable development. 

0.92 0.00* 

10 -1.38 0.00* 
Systematically reduces fossil fuel use. 

 

1.09 0.00* 

11 -1.30 0.00* Systematically reduces toxic chemicals use. 0.70 0.00* 

12 -1.45 0.00* 
Systematically reduces consumption of 
unsustainable products. 

0.93 0.00* 

13 -1.06 0.00* 
Applies the same environmental standards at 
home and abroad. 

0.71 0.00* 

aThe dependent variable was employee willingness to promote eco-initiatives 

*p≤0.01 

Hypothesis 2a-2f tested the probability that employees who received supervisory 
support behaviors in six areas of innovation, competence building, communication, 
information dissemination, rewards and recognition, management of goals and 
responsibilities which would be likely to try to promote eco-initiatives. Table 5 showed 
the descriptive statistics and correlations for supervisory support behaviors. The mean 
and standard deviation values illustrated that the answers tended to strongly agree that 
their company had done innovation, management of goals and responsibilities, and 
competence building well. Communication, rewards and recognition, and especially 
information dissemination were evaluated with less agreement. Moreover, six areas 
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were found to have significant correlations with each other. This could be explained 
that management behaviors might be related to on another.   

Table 5: Descriptive Statistics and Correlations for Supervisory Support 
Behaviors in Six Areasa 

Variable Mean 
Standard 
deviation 

Correlation 
1 2 3 4 5 6 

1. Innovation 1.24 0.79 1.00      

2. Competence building 1.11 0.93 0.75 1.00     

3. Communication 1.09 0.87 0.67 0.81 1.00    

4. Information 
dissemination 

0.77 0.84 0.45 0.56 0.60 1.00   

5. Rewards and 
recognition 

1.08 0.97 0.69 0.74 0.69 0.50 1.00  

6. Management of goals 
and responsibilities 

1.17 0.87 0.74 0.78 0.79 0.52 0.76 1.00 

aAll correlations are significant at p≤0.01 

By taking same steps to check the hypothesis 1, firstly a likelihood ratio test was 
applied. Taken together, six environmental behavior variables had a strong influence 
on eco-initiatives. In the next step, binary logistic regressions were performed taking 
each of the 6 independent variables one at a time in order to avoid multi-collinearity. 
Results of binary logistic regressions for supervisory support behaviors in six areas of 
innovation, competence building, communication, information dissemination, rewards 
and recognition, management of goals and responsibilities with employee willingness 
to promote eco-initiative as dependent variable were showed in Table 6.  

As can be seen in Table 6, five out of six binary logistic regressions were 
significant, except information dissemination. The explanation was that pressures form 
information coming from outside an organization might affect employee behaviors 
more strongly (Ramus & Sterger, 2000; Steger, 1998). Among five significant binary 
logistic regressions, innovation had the highest coefficient, following by rewards and 
recognition. It was not surprising because innovation would help employee to have 
more motivations to promote eco-initiatives whereas rewards and recognition might 
encourage employees to keep promoting. Thus, if the company wants their employees 
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to promote eco-initiatives, the fastest way is increasing environmental innovation and 
having good rewards and recognition. Communication was the least variable that had 
influence on employee environmental eco-initiatives. The reason might come from the 
hierarchical systems in Vietnamese mind, therefore even though employees can 
discuss their opinions with managers; employees still kept some distances and 
respected the ideas of their seniors.  

Table 6: Results of Binary Logistic Regressions for Supervisory Support 
Behaviors in Six Areasa 

Policy Constant p Variable Coefficient p 

1 -2.71 0.00* Innovation 1.74 0.00* 

2 -2.18 0.00* Competence building 1.47 0.00* 

3 -1.52 0.00* Communication 1.01 0.00* 

4 -0.50 0.01* Information dissemination 0.22 0.19 

5 -2.40 0.00* Rewards and recognition 1.64 0.00* 

6 -2.04 0.00* Management of goals and 
responsibilities 

1.32 0.00* 

aThe dependent variable was employee willingness to promote eco-initiatives 

*p≤0.01 

4. IMPLICATIONS  

a. Implications for Vietnamese Enterprises: 

The research was showing the relationship between employee willingness to 
promote self-described environmental initiatives and their perceptions of factors of 
environmental policies and supervisory encouragement in companies. The living 
standard of consumers is becoming higher and higher, therefore consumers want not 
only good products but also friendly-environmental products. Thus if Vietnamese 
enterprises want to exist and develop sustainably, they should focus more on eco-
initiatives. From the results of the research, some implications were suggested as 
follows: 
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Firstly, Vietnamese enterprises should pay more attentions to environmental 
policies. From the clear perception of the relationship between business activities and 
the environment, the business should be uniformly applied following three solutions: 

- Group cognitive measures of business: Enterprises need to change the perception 
of the general environmental protection and environmental protection in the 
commercial sector in particular, especially applying cleaner technology solutions. The 
goal of cleaner production is to avoid pollution due to using natural resources, raw 
materials and energy. This means that instead of being disposed, a material proportion 
of the money is transferred into the finished product. To achieve this target, 
Vietnamese enterprises can use cleaner production. For the production process, cleaner 
production includes conserving materials and energy, eliminating toxic raw materials, 
reducing the amount and toxicity of all emissions of waste at source. For products, 
cleaner production involves reducing the negative impact throughout the product life 
cycle, from design to disposal. For services, cleaner production brings environmental 
factors in design and development services. The solution of cleaner production can be: 

Avoiding leakage, spillage during transportation and manufacturing, also known as 
a local control; 

Ensuring optimal production conditions from the point of product quality, 
production, resource consumption and waste generated; 

Avoiding the use of toxic materials by using alternative materials; 

Improving equipment to promote production processes; 

Installing an effective manufacturing, and product design in order to minimize the 
consumption of resources. 

- Solutions to improve the financial capability of the enterprises for the purpose of 
developing its activities without adversely affecting the environment in addition to 
investment funding for environmental protection: Environmental protection is not 
contrary to the natural reduction in business profits or increase production costs. The 
two fields are not always antagonistic, but sometimes also support each other. In 
developed countries, with products of environmental certification ISO 14000, although 
possibly higher priced products of the same type, the people still prefer to use such 
products because of their high consciousness for protecting the environment. 
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- Solutions to improve the environmental management system in enterprises: 
Vietnamese enterprises should have plans to train human resources expertise about 
environmental regulations. Vietnamese enterprises may build a team to specialize in 
environment, avoiding to overlapping among departments. The members in the team 
need to have the good knowledge about the enterprises, laws and environment. 
Besides, the members also know how to operate and control environmental systems 
following the standards, plan and report frequently all environmental issues. The team 
will announce and explain clearly the environmental polices for every employee in the 
enterprises. Moreover, the team can organize the environmental training courses for all 
employees in the enterprise to raise the environmental awareness or guide employees 
how to be responsible for company environmental performance.  

Secondly, supervisory behaviors need to be reviewed to increase employee 
willingness to promote eco-initiatives. The results of the research showed that 
supervisory support behaviors encouraging environmental innovation, competence 
building, communication, rewards and recognition, and management goals and 
responsibilities had a statistically significant influence on employee willingness to 
promote eco-initiatives. The research also proved that innovation as well as rewards 
and recognition spilled over strongly; therefore supervisor should focus on two factors. 
For innovation, supervisors should experiment with new ideas or methods or 
encourage and discuss new ideas from employees to promote eco-initiatives. For 
rewards and recognition, managers should look for opportunities to praise positive 
employee performance both privately and in front of others or use bonus pay or other 
monetary awards to rewards employees who have achieved or surpassed their goals. 
Competence building as well as management of goals and responsibilities also need to 
be paid more attention by delegating specific tasks to employees and tell them 
precisely how the task should be performed and support them to do it with spending 
time discussing and implementing a learning plan. In regard with communication, if 
supervisors want to increase the effectiveness, supervisors should encourage 
employees more to express concerns about company decisions and policies, create an 
open environment and answer questions honestly. 

b. Implications for the Government: 

In Vietnam, the government is responsible for supporting, with appropriate policy 
mechanisms to capital for businesses; resolute sanctions enforcement existing law 
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while continuing to improve the legal basis. According to the experience of the 
advanced countries, the application of environmental management measures integrated 
solution consists of three groups: legal instruments, economic instruments, and 
communications tools. That is a synchronous system with policies, legislation, 
remedies that are very effective in controlling and reducing environmental pollution 
such as air, noise and water especially. Once the law was strict, mandatory 
remediation, strict sanctions for violations, the enterprises will know how to find ways 
to reduce waste, such as separating stormwater from wastewater stream, improving 
manufacturing processes, increasing the use of the raw material, recycling products 
quality not to reduce waste. 

In recent years, Vietnam has been invested to promote and implement cleaner 
technologies. The principle here does not primarily concern only handling waste, 
which is to reduce waste through reusing, recycling, and waste prevention. Vietnamese 
enterprises need to promote adoption of cleaner technologies; particularly in the small 
and medium enterprises have little access to knowledge and technology needed. The 
government also needs to support the enterprises as they actually contribute 
significantly to job creation and GDP growth for the countryn 
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