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Abstract

This research aims at studying and examining the relationship among innovative
behavior, socialization and green behavior of employees from logistics service providers in
Thailand. The samples were of 400 employees working in the logistics service providers. The
questionnaire was administered to collect the data, using purposive and convenient sampling
methods. Structural equation modeling was employed for data analysis. The result indicated
that that innovative behavior positively influences socialization meanwhile socialization
positively influences green behavior. Furthermore, innovative behavior positively influences
green behavior. Lastly, socialization positively mediates the relationship between innovative
behavior and green behavior at a significant level as of .001. The study can contribute to both

practical and theoretical aspects influencing business performance.
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Introduction

Presently, environmental issues such as the excessive exploitation of natural resources
for the production and distribution of goods and services have a substantial influence on the
organizational practices as well as costs (Asadi et al.,, 2020; Luo et al., 2020). According to the
problems, various scholars find ways to reach proper solutions in order that the organizations
can adopt them for achieving the organizational, environmental, and sustainable performance.
For example, Boudreau et al. (2008) suggested to implement green information technology and
systems. Meanwhile, Vachon and Klassen (2006) and Azevedo et al. (2011) suggested to have
collaboration and good relationship with suppliers, customers, producers, governors, and
community in order to have effective work participation. Also, Zhu, Sakis and Lai (2007)
suggested to improve internal resources such as total quality environment management,
employee management and organizational communication as well as green supply chain
management. Furthermore, Onputtha and Siriwichai (2021) suggested to have green corporate
identity in order to build employees’ identification for betting green performance. Lastly,
various scholars also proposed to study employee green behavior in order to build them to
have attitudes and awareness of protecting environment (Varela-Candamio et al,, 2018;
Wu et al,, 2021).

In building green behavior, the organization requires various variables from internal
and external perspectives. In internal aspect, the organization will require effective
organizational management, organizational policy, organizational communication, working
environment, employee citizenship behavior and others. Meanwhile, the external aspect
considers the forces from governmental standards and regulations, supplier-customer
requirement and community requirement. Among various variables, innovative behavior is one
of interesting terms that can be adopted to increase employee performance (Aryee et al., 2012;
Atatsi et al,, 2019). However, based on previous studies, innovative behavior is not sufficient to
increase green behavior in the organization. It is necessary to consider other variables to take
mediating action on the relationship between innovative behavior and green behavior. The
scholars proposed the socialization to play mediating role to increase employee performance
(Madlock & Chory, 2014). For socialization, it refers to the process of making employees in the
organization to mutauully understand the organizational direction, cultures and members
(Jokisaari & Vuori, 2018; Kennedy & Widener, 2019). Nevertheless, from the literature review, it
is found that there is a few evidence indicating the relationship among innovative behavior,

socialization and green behavior.
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From that, this research therefore aiming to study about innovative behavior,
socialization and green behavior with having the purposes to study and examine the direct
effect and indirect of behavior and socialization on green behavior. The logistics service
providers were selected in this study since it has a significant impact on the Thai economy and
plays a significant role in the service industry (Pengman et al., 2022). In addition, this logistics
service industry also releases huge environmental problems including greenhouse gas
emissions by logistics functional areas (Perotti et al., 2022). The findings of this study will have
practical implications for organizational managers to emphasize the importance of socialization,

as well as provide theoretical contribution to previous literature.

Objectives
This research aims at examining the relationship between innovative behavior,

socialization and green behavior of employees from logistics service providers in Thailand.

Literature Reviews

Innovative Behavior and Socialization

Innovative behavior is one of the most important behaviors that various organizations
want to have in their employees because it can be linked to the competitive advantage of the
organization (Arsawan et al., 2022). Various scholars have defined innovative behavior as the
behavior of having innovative ideas and procedures in order to create innovative products and
services that, in the end, can contribute to the organization's success (Chen et al., 2018; Duradoni
& Di Fabio 2019; Kor et al,, 2021). Previous studies indicated that innovative behaviors of
employees in the organization can be derived from individuals’ creativity, which can be
developed and led by organizational supports such as transformative leaders, followers, leader-
employee interaction, organizational policy, rewards, and working environment (Ariyani &
Hidayati, 2018; Riaz et al., 2018; Zhou & Wu, 2018; Qi et al.,, 2019). Additionally, innovative
behavior can be connected to socialization in the organization. For example, Al-Hawari et al.
(2019) revealed the relationship between frontline employee service innovative behavior and
co-worker socialization in the service sector in the United Arab Emirates. This is because
innovative behavior needs organizational members to be socialized to exchange or share their
collected ideas, information, and experiences with others (Cranmer et al., 2019). For socialization
definition, Jokisaari and Vuori (2018) defined socialization as the process in the organization that

can help their new employees learn to perform their duties along with the organizational
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environment regarding their existing colleagues, leaders, and followers. Meanwhile, Kennedy
and Widener (2019) defined socialization as a mechanism to communicate with employees
about the organization’s core values, supervisor-employee engagement, career development
mentoring, and others in order that the employees can behave in the same direction and goals
as the organization. In addition, Madlock and Chory (2014) defined socialization as an employee
outcome predictor, which can be divided into two categories: organizational socialization refers
to the process of helping workers adjust to a new work environment, whereas task socialization
refers to the process of helping employees adjust to new job responsibilities. To have an
effective socialization outcome for employees in the organization, Van Maanen and Schein
(1979) and Song et al. (2015) revealed six tactics, which include whether employees can be
socialized from being in a group or individual (collective versus individual), by formal or informal
activities (formal versus informal), by being informed explicitly to attend planned or unplanned
events (sequential versus random), by being fixed with time or flexible (fixed versus variable),
by having previous job incumbents as role models or not (serial versus disjunctive), and by
receiving positive social support from insiders (investiture versus divestiture). Besides, Taormina
(1999) showed that training, understanding of the organization, co-worker support, as well as
strategic human resource management can build effective socialization. Based on a review of
the literature, it can be said that innovative behavior can have an impact on socialization.
Therefore, the hypothesis can be formulated as follows:
H1: Innovative behavior positively influences socialization.

Socialization and Green Behavior

Socialization refers to the process of blending employees’ distinctiveness and
newness to be able to perform the tasks assigned in the organization with other colleagues,
leaders, and followers effectively in order to achieve the organization goals (Jokisaari & Vuori,
2018; Kennedy & Widener, 2019). Van Maanen and Schein (1979) and Song et al. (2015) revealed
six tactics to create effective employee socialization. From the reviews of the literature,
effective socialization has the importance of creating employee commitment, satisfaction,
engagement, work performance, and proactive behavior because the employees who pass
through the socialization activities can have more organizational practices, knowledge,
experience, and skills (Taormina, 1999; Song et al, 2015; Ellis et al,, 2017; Nishanthi, &
Kailasapathy, 2018).

Regarding green behavior, it is also crucial and becoming a talk-of-the-town topic in

the 21st century that various organizations must take into account (Dodsworth & Honohan,
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2022; Sabbir & Taufique, 2022). Pro-environmental behavior, or green behavior, refers to the
employees in the organization that have behavioral attitudes as well as awareness of being
extremely concerned with environmental protection (Varela-Candamio et al., 2018; Wu et al,,
2021). To effectively create employee green behavior, scholars found the significant variables
include green human resource management practices such as employee life cycle, reward,
education and training, employee empowerment, and management involvement (Zhang et al,,
2019). In addition, the study done by Onputtha and Siriwichai (2021) also found that green
corporate identity, including green corporate communication, policy, culture, forces and drives,
goods and services, employee behavior, and visual identity, can be linked to green employee
identification at a significant level.

The study done by Singh et al. (2020) found a relationship between socialization, pro-
environmental behavior, and environmental concerns. Meanwhile, Katz-Gerro et al. (2020)
reveal the significant influence of socialization styles, including learning, group participation,
and control, on environmental behavior, including sustainable lifestyles, reducing consumption,
and reducing environmental impact. Additionally, Piwowar-Sulej (2020) supported that a pro-
environmental culture is needed to socialize employees according to a company’s
environmental objectives. In line with the literature review, it can be concluded that
socialization can have an influence on green behavior. Therefore, the hypotheses can be
written as follows.

H2: Socialization positively influences green behavior.

Innovative Behavior and Green Behavior

Innovative behavior is defined as the behavior of employees in an organization who
seek new knowledge, skills, and experiences in order to create innovative products and services
that can potentially support the organization's goals and missions (Chen et al., 2018; Duradoni
& Di Fabio 2019, Kor et al., 2021). The literature reviews from previous studies reveal the
significant association between innovative behavior and green behavior. For example, Zhu and
Zhang (2020), Wang et al. (2021), and Zhang et al. (2022) discovered the relationship between
employees’ green behavior and innovative behavior. This is because the way employees in an
organization aim to find new knowledge, skills, and experiences concerning environmental
protection and share them with others, as well as initiate environmental protection work with
new methods and approaches, can be linked to environmental performance (Onputtha et al.,
2021). Therefore, the hypotheses can be written as follows.

H3: Innovative behavior positively influences green behavior.
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Innovative Behavior, Socialization, and Green Behavior
Innovative behavior, socialization, and green behavior are important variables in the
21st century since they can assist organizations to achieve environmental performance, which
can then be linked to sustainable business. The previous studies indicate the significant
association between innovative behavior and socialization (Madlock and Chory, 2014; Al-Hawari
et al,, 2019); the relationship between socialization and green behavior (Katz-Gerro et al., 2020;
Piwowar-Sulej, 2020; Singh et al., 2020); as well as the relationship between innovative behavior
and green behavior (Zhu & Zhang, 2020; Wang et al.,, 2021; Zhang et al.,, 2022). In addition, the
study done by Jones (1983) aimed to use the process of organizational socialization to blend
employees’ differences in order to learn subsequent adjustments in order to achieve personal
and role outcomes in the organization. Similarly, the studies done by Van Maanen and Schein
(1979) and Song et al. (2015) presented six tactics that can help encourage employees in the
organization to perform their duties, which could then be linked to employee commitment,
satisfaction, engagement, work performance, and proactive behavior. Also, Lee et al. (2013)
found moderating roles of socialization in the relationship between employee behavior and
employee performance, and Onputtha and Siriwichai (2021) found that social identification,
similar to organizational socialization, can play a mediating role in employee behavior.
Accordingly, the hypotheses can be written as follows:
H4: Socialization positively mediates the relationship between innovative behavior

and green behavior.

Research Methodology
From the literature reviews, the conceptual framework depicting relationship

between innovative behavior, socialization and green behavior, which is shown in Figure 1.

Socialization

H2

Innovative Behavior Green Behavior

Figure 1 Conceptual Framework
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Research Methodology

In response to the study objectives, the study was then designed to adopt a
quantitative research approach. The population in this study were employees working for
logistics service providers in Bangkok and the metropolitan areas of Thailand. Due to the
unknown population, the 400 samples were drawn by using Cochran's sample size calculation
(Cochran, 1977). The research tool was a questionnaire survey. Prior to data collection, an item-
objective congruence (I0C) with five experts from management, international business, and
statistics fields was used to indicate content validity. Cronbach's alpha, drawn from 50 sets of
pretests, was employed to analyze the item reliability. In addition, the analysis indicated that
the I0C is equal to 0.942 and Cronbach's alpha of innovative behavior, socialization, and green
behavior is 0.886, 0.834, and 0.794, indicating that the research instrument has the quality to
be used for further analysis. Regarding the pretest study, the results showed that most of the
respondents (54%) were men, 66% were under 40 years old, 54% had a bachelor's degree,
92% worked as operational staff, and 92% had less than 5 years of experience.

In terms of the measures in this study, there are three major perspectives: innovative
behavior, socialization, and green behavior. Innovative behavior items were adopted from Li
and Zheng (2014), Riaz et al. (2018), Sun (2021), and Wang et al. (2021) using a 5-rating scale,
marking 1 to refer to extremely disagreeable and 5 to refer to extremely agreeable. For
socialization, the items were adopted from Madlock and Chory (2014) and Son (2016) using a
5-rating scale, marking 1 to refer to extremely disagreeable and 5 to refer to extremely
agreeable. Lastly, the items pertaining to green behavior were adopted from Norton, Zacher
and Ashkanasy (2014) and Tian, Zhang and Li (2020) using a 7-rating scale indicating 1 to refer
to extremely disagreeable and 5 to refer to extremely agreeable.

To collect the data, the purposive sampling method was used to distribute the
questionnaire. This method was chosen because it permits consideration of the participants
specifically (Al-Hawari et al., 2019). Cronbach's alpha for 400 data sets was used to indicate the
data reliability. From the study, Cronbach's alpha was 0.902 for innovative behavior, 0.785 for
socialization, and 0.785 for green behavior.

Then, confirmatory factor analysis (CFA) was used to assess the model fitness as well
as convergent and discriminant validity, as shown by factor loading (FL), composite reliability
(CR), and average variance extracted (AVE), correlation matrix, and the square root of AVE. The
goodness-of-fit indices, including p-value (Chi-square Probability Level) > 0.05, CMIN/df (Relative
Chi-square) < 3, Goodness of Fit Index (GFI) > 0.90, Root Mean Square Error of Approximation
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(RMSEA) < 0.08, Root Mean Square Residual (RMR) < 0.05, Tucker Lewis Index (TLI) > 0.90,
Comparative Fit Index (CFI) > 0.90, Normed Fit Index (NFI), and Adjusted Goodness of Fit Index

(AGFI) > 0.90 were used to examine the model satisfaction. When the model was determined

to be unfit, it was permitted to be altered using modification indices (Polit & Beck, 2006;

Tabachnick et al., 2007; Hair et al., 2012; Knekta et al., 2019). For hypothesis testing, structural

equation modeling (SEM) with a bootstrapping technique was employed. After the results of

the study are drawn, the findings are explained and discussed.

Results
Respondents’ Profiles and Studied Variables
Respondents’ profiles

Table 1 Respondents’ Profile

Respondents’ Profile Detail Frequency Percent
Gender - Male 174 43.5
- Female 226 56.5
Age - Below 30 years old 242 60.5
- Between 31 - 40 years old 125 31.3
- Between 41 - 50 years old 31 7.8
- Above 50 years old 2 0.5
Education Level - Below than bachelor’s degree 173 43.3
- Bachelor's degree 195 48.8
- Above Bachelor's degree 32 9.1
Working Experiences - Below 5 years 250 62.5
- 5-10 years 113 28.3
- Above 10 years 37 9.3
Position - Managers/Executives 10 2.5
- Head of Department / Division 15 3.8
- Operational Staff 375 93.8
Total 400 100.0

Table 1 displays details of respondents’ profiles. It can be concluded that most of the

respondents were female. About 60.0% of their age was less than 30 years old. Meanwhile,

48.8% of the employees had graduated with a bachelor’s degree. Regarding working
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experience, two third of employees had less than 5 years. In addition, most of the employees

were working as operational staff.

Innovative Behavior, Socialization, and Green Behavior

Table 2 Innovative Behavior, Socialization, and Green Behavior

ltems Mean S.D. Agreeable
Level

Innovative Behavior
1. Attending seminars/training sessions to increase 4.340 0.700  Extremely
new knowledge Agreeable
2. Looking for new knowledge sources 4.260 0.725  Extremely
Agreeable
3. Meeting to talk to different people 4.320 0.724  Extremely
Agreeable
4. Bringing past experiences to create new 4.350 0.692  Extremely
approaches for work Agreeable
5. Bringing various creativity to create new 4.330 0.756  Extremely
approaches for work Agreeable
6. Sharing ideas about works with others 4.290 0.730  Extremely
Agreeable
7. Being confident to share ideas about works with 4.240 0.720  Extremely
others Agreeable
8. Being able to convince others to agree with 4.250 0.751  Extremely
ideas Agreeable
9. Ideas being supported by supervisors 4.210 0.771  Extremely
Agreeable
10. Ideas being supported by colleagues 4.320 0.736  Extremely
Agreeable
Overall 4.291 0.488  Extremely
Agreeable
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Table 2 Innovative Behavior, Socialization, and Green Behavior (Cont.)

ltems Mean S.D. Agreeable

Level

Socialization

11. Finding times to exchange ideas and experiences 4.290 0.733  Extremely
with others Agreeable

12. Attending the meetings/seminars/events to 4.240 0.774  Extremely
exchange with others Agreeable

13. Gaining knowledge and experiences from being 4.250 0.731  Extremely
socialized Agreeable
Overall 4.260 0.600  Extremely
Agreeable

Green Behavior

14. Considering energy saving 4.340 0.711  Extremely
Agreeable

15. Reducing emissions of various pollutants into 4.340 0.730  Extremely
the air Agreeable

16. Providing services with the highest efficiency 4.340 0.711  Extremely
Agreeable

17. Utilizing suitable time to provide service 4.310 0.797  Extremely
efficiently Agreeable

18. Critically concerning the environment impact 4.360 0.770  Extremely
Agreeable

Overall 4.339 0.546  Extremely
Agreeable

Table 2 displays the mean, standard deviation, and interpretation of related variables.
The findings addressed those respondents who extremely agreed on innovative behavior,
socialization, and green behavior which imply that the employees in logistics service providers
in Thailand envisaged the importance in considering environmental impact. In addition,
skewness and kurtosis, which were considered for assessing normal data distribution, were

acceptable since their values ranged between + 3.00 (Curran et al., 1996; Kline, 2005).
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Model Development, Convergent Validity, and Discriminant Validity

The crucial point for evaluating model, confirmatory factor analysis with good-fit
indices was firstly performed and analyzed. The results revealed that good-fit indices (Cmin/df
of 1.523, P-value of 0.001, GFI of 0.960, AGFI of 0.930, RMR of 0.022, RMRSEA of 0.036, TLI of
0.981, CFI of 0.988, and NFI of 0.966) were acceptable. Factor loadings, composite reliability,

and average variance extracted are depicted in Table 3.

Table 3 Factor Loadings (FL), composite reliability (CR), average variance extracted (AVE)

Factor Loadings CR AVE
Variables
InB Soc GrB
InB1 0.569 0.848 0.358
InB2 0.580
InB3 0.690
InB4 0.592
INB5 0.598
INnB6 0.573
InB7 0.636
InB8 0.596
INB9 0.559
InB10 0.581
Sol1 0.647 0.745 0.494
SolL.2 0.741
Sol3 0.719
GrB1 0.629 0.773 0.405
GrB2 0.572
GrB3 0.642
GrB4 0.687
GrB5 0.649

Note: InB 1-10 refer to Innovative Behavior, SolL 1-3 refer to Socialization, GrB 1-5 refer to Green

Behavior, CR refers to Composite Reliability, AVE refers to Average Variance Extracted,
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Table 3, the important indicators including composite reliability, average variance
extracted, and square root of AVE, addressed the assessment of convergent and discrimination
validity. Since factor loadings ranged from 0.559 to 0.741, composite reliability (CR) ranged
from 0.745 to 0.848, and average variance extracted (AVE) ranged from 0.358 to 0.495, the
result showed that the good constructs were present. In addition, the correlation matrix and
square root of AVE were considered for convergent validity and discriminant validity. Table 4

shows discriminant validity.

Table 4 Discriminant validity

Variables InB SoL GrB
InB 0.598
SolL 0.519 0.703
GrB 0.575 0.520 0.636

Note: Bold values in diagonal line display the square root of AVE meanwhile the others are
correlation matrix, InB refers to Innovative Behavior, SoL refers to Socialization, GrB refers to

Green Behavior

Table 4 indicates that the AVE square root values of InB, Sol, and GrB (0.589, 0.703,
and 0.636) are higher than the correlation matrix value (0.519-0.575), which means that the

studied variables are identical and appropriate for further analysis (Henseler et al., 2015).

Finalized Model and Hypothesis Analysis

After the model investigation using confirmatory factor analysis (CFA) was conducted,
the finalized model through the employment of structural equation modelling was derived
(shown in Figure 2). For hypothesis analysis, the determining indicators, such as t-value, z-
value, and p-value, were evaluated, and important indices, such as standardized estimate,
unstandardized estimate, and standard error, were taken into account to describe the

predictive power of effects on variables (Table 5).
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Socialization

H2: B = 0.377%*
H1: B = 0.807**5

H3: B = 0.471%%
Innovative Behavior Green Behavior

v

Cmin/df of 1.523, P-value of 0.001, GFI of 0.960, AGFI of 0.930, RMR of 0.022,
RMRSEA of 0.036, TLI of 0.981, CFI of 0.988, NFI of 0.966

Figure 2 Finalized Model

Table 5 Standardized Estimate, Unstandardized Estimate, Standard Error, t-value, and p-value

Variables B b S.E. t-value P-value
H1: InB = SoL 0.807 0.649 0.105 7.703 *xx
H2: SoL =2 GrB 0.377 0.440 0.009 3.813 xxx
H3: InB = GrB 0.471 0.442 0.104 4.523 *xx

Indirect Effect Test by Sobel Test
H4: InB = SoL=> GrB 0.286 6.130 o

Note: B refers to standardized estimate, b refers to unstandardized estimate, S.E. refers to
standard error, InB refers to Innovative Behavior, SoL refers to Socialization, GrB refers to Green

Behavior

Table 5 demonstrated that (H1) innovative behavior positively influences socialization,
whereas (H2) socialization positively influences green behavior. Furthermore, (H3) innovative
behavior positively influences green behavior. Lastly, (H4) socialization positively and partially
mediates the relationship between innovative behavior and green behavior at a significant level

as of.001.
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Discussion, Recommendation and Future Research

Regarding the objective of examining the relationship between innovative behavior,
socialization, and green behavior of employees of logistics service providers in Thailand, the
results indicated that innovative behavior positively influences socialization. This is because
employees who innovatively behave in such a way as to learn and practice new things, skills,
experiences, and knowledge from different sources of people and places can have more
knowledge and potential as well as the confidence to participate in socialized events to share
and exchange their ideas and thoughts, which the organization needs to support effective
organizational and task socialization programs and tactics. The result is in correspondence to
the study done by Al-Hawari et al. (2019), who revealed that there is a relationship between
employee innovative behavior and socialization in the service sector in the United Arab
Emirates. Furthermore, Chen et al. (2018), Duradoni and Di Fabio (2019), and Kér et al. (2021)
demonstrated that innovative behavior can influence the creation of innovative products and
services as well as organizational success.

In the meantime, the study results revealed that socialization positively influences
green behavior. This is because when employees become members of the organization and
are willing to share their skills, experiences, and knowledge regarding environmental protection
with their existing colleagues, leaders, and followers through socialization tactics including
collective or individual, formal or informal, sequential or random, fixed or variable, serial or
disjunctive, or investiture or divestiture activities, they will assist their existing colleagues,
leaders, and followers to perform the environmental protection duty assigned by the
organization effectively. The result matches with the study done by Singh et al. (2020), who
found a relationship between socialization, pro-environmental behavior, and environmental
concerns. In addition, the study result also corresponds with the study done by Piwowar-Sulej
(2020), who found that a pro-environmental culture needs employees’ socialization in order
to achieve the company’s environmental objectives.

Furthermore, innovative behavior positively influences green behavior. This is because
when employees who are inspired to learn and practice new things, skills, experiences, and
knowledge about environmental protection from various informative sources such as
governments, educational institutions, training centers, and experts in the companies, as well
as existing colleagues in the workplace, can have more related knowledge and potential to

effectively and efficiently work on environmental protection duties. This is in line with the study
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of Zhu and Zhang (2020), Wang et al. (2021), and Zhang et al. (2022), who discovered the
relationship between employees’ green behavior and innovative behavior.

Lastly, socialization positively mediates the relationship between innovative behavior
and green behavior. This is because employees can perform better work when they can join
the culture of the organization. They will use this opportunity to join in the socialized events
to learn, share, and exchange their skills, experiences, and knowledge about environmental
protection with their colleagues, leaders, followers, and experts. Therefore, socialization can
be found to positively mediate the relationship between innovative behavior and green
behavior. The result is in correspondence to the studies done by Van Maanen and Schein (1979)
and Song et al. (2015), stating the importance of socialization in employee behavior and
performance. Also, Onputtha and Siriwichai (2021) revealed that social identification,

comparable to organizational socialization, plays a mediating effect among employee behavior.

Suggestions from the research

From the study results, the contributions towards managerial and theoretical aspects
are proposed. For managerial contribution, the managers in the organization can provide the
activities using socialization tactics such as organizational trainings, organizational recreation
activities, formal and informal meetings as well as cross-department workings to encourage
employees in the organization to share and exchange their skills, experiences, and knowledge
regarding environmental protection with their colleagues, leaders, and followers. This is very
important for the organization recently to promote employee green behavior, which can finally
be linked to creating environmental performance and organizational sustainability. For
theoretical contribution, the result of this study reveals the positively mediating role of
socialization on the relationship between innovative behavior and green behavior, which adds

to the few studies on green behavior.

Limitations and Future Study

There are some limitations which can be linked to the guidelines for future research.
First, the study can only collect data from the service industry, which is specifically about the
logistics service providers in Bangkok and metropolitan areas in Thailand, leading to just
demonstrating the employee innovative behavior, socialization style, and green behavior in the
service sector. Therefore, future studies should focus more on extending the study to other

industries in which the result can be generalized. Second, this study aimed at using quantitative
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research due to the fact that it is convenient and time-saving. Therefore, a future study is
recommended to apply qualitative research using different data collection techniques such as
in-depth interviews, focus groups, or observation in order to gain data insights. Thirdly, this
study focused only on innovative behavior and socialization to increase green behavior, and
the study demonstrated quite weak predictive power of innovative behavior, socialization, and
the mediating role of socialization on green behavior. Therefore, with the purpose of increasing

green behavior in the organization, the scholars may apply other variables.
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