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Abstract  

Our behaviour is not changing fast enough to stop the environmental damage that is occurring. 

Many people will not voluntarily change their behaviours if there is no immediate benefit to 

them - this creates the need for a source of authority to encourage behaviour change.  Usually 

this authority is government in the form of laws, but there are few laws that demand the adoption 

of pro-environmental behaviours (PEBs) like composting and recycling.  An individual’s 

employer can be a strong authority within an influential milieu.  This study focuses on the impact 

that four environmentally-aware employers in the Victoria technology industry have on their 

staff, as measured by the type and extent of PEBs practiced by staff at work and at home.  Data is 

obtained through interviews and online surveys.  Findings expose the workplace as an important 

leverage point that government and NGOs can use to encourage rapid social change. 
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Chapter One:  Introduction 

EMPLOYEE PRO-ENVIRONMENTAL BEHAVIOURS: 

WORKPLACE CULTURE AS A DRIVER FOR SOCIAL CHANGE 

This chapter introduces the need for this study and how the findings may potentially be 

used, then outlines the research questions, the study limitations, and the researcher’s perspective.   

Background 

This study questions if the pro-environmental workplace behaviours required by 

employers become habits for their employees, and if staff then model these behaviours to friends 

and family to diffuse these practices into the larger community. Pro-environmental behaviour 

(PEB) is defined as “behavior that consciously seeks to minimize the negative impact of one’s 

actions on the natural and built world” (Kollmuss & Agyeman, 2002, p. 240) and includes 

reducing energy and water consumption, waste, and redesigning processes so ‘end of pipe’ 

solutions are no longer required.  This study uses the lens of Bem’s Self-Perception Theory 

(1972), which follows the stimulus to behaviour to cognition formula – or how practicing a 

behaviour can change our beliefs.  It also uses Rogers’ Diffusion of Innovations (DOI) Theory 

(Rogers, 2003) to track the innovation of environmentally sustainable behaviour from workplace 

to home to community. 

Statement of the Research Problem  

Our behaviour is not changing fast enough to stop the environmental damage that is 

occurring.  The Millennium Ecosystem Assessment, a research project that involved the work of 

1360 experts worldwide between the years 2001-2005, declared that “human actions are 

depleting Earth’s natural capital [and] putting such strain on the environment that the ability of 

the planet’s ecosystems to sustain future generations can no longer be taken for granted” 
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(Millennium Ecosystem Assessment, 2005).  We know that we need to act but we don’t, due to 

inertia, denial, and dislike of sacrifice (Oskamp, 2000).  Often people do not voluntarily change 

their behaviours if there is not an immediate obvious benefit to them (De Young, 2000); this 

propensity suggests that a source of authority may need to be enlisted to encourage individuals to 

make socially-beneficial behavioural changes.  Usually this authority is government in the form 

of laws.  In British Columbia, in the capital city of Victoria, we might be fined if we are caught 

littering but not if we choose to throw compost and recyclables into the garbage.  Since the 

government, schools, churches, parents, and other traditional sources of authority have a limited 

impact on the environmental behaviours of individuals, it can be argued that a different source of 

authority must step forward to help people to change. 

Our employers can be a source of strong positive authority and leadership (Li & Hung, 

2009).  If we work for a green-minded employer we might be expected to carpool, recycle, 

compost, rethink product designs, and reduce our water, electricity, and material usage. This 

raises questions such as: do these behaviours become habits that we practice at home and in our 

communities, and do these habits become role models for others? Can our workplaces teach us to 

behave in a more environmentally-friendly manner?  Until this study there has been no research 

that focuses on whether the pro-environmental behaviours expected of staff in so-called green 

workplaces create habits that employees will practice at home and in their communities.  This 

lack of research overlooks the potentially habit-forming influence of an environment where 

many spend at least 35%1 of our waking lives. 

                                                 

1 16 waking hours/day x 7 days per week = 112 hours.   A 40 hour work week is 35.7% 

of our waking hours per week. 
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Acknowledging that businesses can also be part of the solution, not just the source of 

environmental problems, allows environmental educators and communicators to form 

partnerships with a powerful, influential, and innovative sector of the community.   The number 

of employers promoting and achieving sustainability in their workplaces is growing, suggesting 

that a new source of environmental leadership is emerging.  

Research Questions  

My overarching research objective is to identify if pro-environmental behaviours that are 

required at work as part of the company culture (1) become habits for employees and, (2) diffuse 

(Rogers, 2005) into communities if/when employees role-model these behaviours to their 

families and friends. If employees identify a medium to high degree of perceived personal 

influence - as measured by the number of people they feel they have positively influenced - this 

will expose the workplace as an important leverage point that can be used to create powerful, 

fast, sustainable, social change. 

The following research questions have been explored in this study:  

1. If an authority figure in the workplace requires that environmental behaviours be 

practiced, does this affect the uptake of these behaviours within a worker 

population? 

2. Can pro-environmental behaviours become habits if performed regularly in a 

work environment?  

3. If so, do these workplace habits then become lifestyle habits?  

4. Do employees model these learned behaviours to others in their circle of 

influence? (i.e. “diffusion of innovation”)?   
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5. If so, do employees believe their positive role-modeling increases the number of 

PEBs practiced amongst their family and friends? 

Study Delimitations and Limitations  

This study is restricted to the staff of four companies in the high technology sector of 

Victoria, BC, Canada.  Though the potential research population received the invitation to do the 

employee survey from the most senior person involved with sustainability at each company, 

respondents were given the choice to participate – authority did not require them to participate in 

this study.   Because only seven questions were asked on the employee survey to yield specific 

data for the five research questions, future studies might want to replicate this study to confirm 

the results.   

Need or Significance  

There is scant specific literature about how employee behaviour is affected by employer 

directives to practice pro-environmental actions in the workplace.  That there is authority in the 

workplace is well established; “The hiring of any kind of service for wage or salary . . . involves 

the subjection of the worker under a form of domination” (Weber, 1964).  That people will 

follow the directives of an authority figure has been amply proven by Milgram in his obedience 

studies of 1963, 1965, and 1974, and recently by Burger in a Milgram replication study (2009), 

therefore it can be hypothesized that an authority figure in the workplace who requires that 

environmental behaviours be practiced could affect the uptake of these behaviours within a 

worker population.  We also know that neighbourhood norms can positively affect the uptake of 

pro-environmental behaviours (Schultz, Nolan, Cialdini, Goldstein, & Griskevicius, 2007), 

suggesting that similar norms used in a workplace may also be effective at changing 

environmentally related behaviours.  How workplace behaviours crossover to home, family and 
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community has been well summarized in a metastudy by Voydanoff  (2001) though the 

crossover of pro-environmental behaviours from work to home has not been specifically studied.  

Tudor, Barr and Gilg (2007) examined the link between pro-environmental behaviours at work 

and home in their study of employees at Cornwall’s National Health Service and found that 

people who have strong environmental awareness are more likely to practice environmental 

behaviours at home and bring these behaviours into the workplace.  Though related, the 2007 

study does not focus on how a pro-environmental employer who requires PEBs to be practiced at 

work affects the number and types of PEBs practiced by employees.   

This research inquiry seeks to address this gap in knowledge by examining whether pro-

environmental behaviours can become habits in the workplace, and if so, do these habits then 

diffuse through the families and friends of employees. 

Researcher’s Perspective  

As Co-Chair of the city of Victoria tech sector’s Sustainability Round Table, I have been 

involved with the leaders of the green teams at the different participating companies since Fall 

2009.  The idea for this study came from learning about the different sustainability initiatives 

practiced daily at these innovative workplaces, realizing the positive influence these companies 

had on their employees, and wanting to explore if these workplace initiatives could be leveraged 

to create social change.   

Much of my past career has been in marketing.  To control for my propensity to create 

persuasive text I asked my Thesis Advisor and the professor who taught our Research Methods 

course to examine the wording of my questions before I launched my survey.  Their suggestions 

helped me to rephrase some of my questions so respondents were not led towards the results I 

assumed I would get.   
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The next chapter surveys literature that explores the premises upon which this study is 

built. 
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Chapter Two: Literature Review 

This literature review provides a starting point for this study by giving an overview of the 

different subject areas that support the five research questions.  These areas are: 

• How everyday actions harm the environment  

• The gap that exists between environmental awareness and action  

• The role of authority in advancing behaviour change 

• Government regulations in place to make us change  

• The authority of the employer 

• Workplace norms 

• Motivators for employers to support pro-environmental behaviours in the 

 workplace  

• How a company can support the adoption of employee pro-environmental 

 behaviours  

• Habit formation  

• Crossover effect from work to home 

Because this research approaches pro-environmental behaviour diffusion from a unique 

angle, only one specific study (Tudor et al, 2007) was found that is similar to this project.  The 

conclusion of this literature review briefly covers this 2007 study that approaches the question 

‘can pro-environmental behaviours be learned at work then brought home’ from the other 

direction –  are these behaviours brought from home to work.   As a whole, the literature review 

attempts to identify the possible gaps in knowledge that this research project will attempt to fill. 
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Overview of the Research that Supports Study Research Questions 

How everyday actions harm the environment. 

People are causing environmental damage with their everyday actions. Through the 

accumulation of everyday individual myopic behaviours the general public is contributing 

directly to the tragedy of the commons (Hardin, 1968), putting a strain on the resources we share 

with every creature that lives on this planet.  

Though the public is bombarded daily with messages about climate change, 

environmental destruction and species extinction, they may not receive the messages if these 

communications are not aligned with “their interests, needs, and existing attitudes” (Rogers, 

2003, p. 171).   People can effectively remain blind to something all around them – like climate 

change – until they are affected personally; only then will they become aware that an innovation 

(in this case, an innovative behaviour) exists (Hassinger, 1959).  For problems like climate 

change, where impacts are forecasted into the future and difficult to localize, this presents a real 

challenge to choice architects (Thaler & Sunstein, 2008) who need to mobilize change now. 

The gap that exists between environmental awareness and action.  

Environmental behaviour is a preventative innovation (Rogers, 2003), meaning that it is a 

behaviour that an individual adopts to prevent a future unwanted event.  These innovations are 

slower to be adopted because there is no guarantee that the future event will happen, the results 

cannot be quantified because they haven’t happened yet, and people are more motivated by 

immediate than future events (Shome & Marx, 2009).  In a survey of current research, Rogers 

(2003) found that it is easier to diffuse knowledge and help change attitudes about a future event 

than it is to create immediate, sustainable, behaviour change.   
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Our reasons for not acting are many - inertia, denial, and dislike of sacrifice (Oskamp, 

2000) to name just a few.  In Mind the Gap, Kollmuss and Agyeman (2002) explore some of the 

more popular theoretical models that seek to explain what prevents people from acting pro-

environmentally.  Tables 1, 2, and 3 were created from their literature review to summarize why 

people do, and don’t, act pro-environmentally. 
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Table 1 
   
Why people do, and don’t, act pro-environmentally: Rationalist or Linear Models 
 
 
Model/Researcher(s) 

 
Theory 

                 
                 Problem 
 

 1970 and before Knowledge leads to attitude change which 
leads to behaviour change 

Increased knowledge does not 
necessarily lead to  behaviour change. 
 

Rajecki, 1982 Gap between attitude and behaviour 
caused by  
(1) direct vs. indirect experience,  
(2) normative influences,  
(3) temporal discrepancy,  
(4) attitude/behaviour measurement 
 

Research methods for measuring  
temporal discrepancy and 
attitude/behaviour measurement may 
create flawed data. 

Theory of Reasoned Action 
and Theory of Planned 
Behavior  
(Fishbein & Ajzen, 1975) 
 

(1) People are essentially rational.  
(2) "[T]he ultimate determinants of any 
behavior are the behavioral beliefs 
concerning its consequences and 
normative beliefs concerning the 
prescriptions of others" (Ajzen & 
Fishbein, 1980, p. 239). 
 

People are not always rational. 

Model of Responsible 
Environmental Behavior  
(Hines, Hungerford, & 
Tomera, 1986) 

Responsible pro-environmental behaviour 
is associated with:  
(1) Knowledge of issues 
(2) Knowledge of action strategies 
(3) Locus of control 
(4) Strong pro-environmental attitudes 
(5) Verbal commitment to behaviour 
(6) Individual sense of responsibility. 

The relationship between knowledge  
and attitudes, attitudes and intentions,  
and intentions and actual responsible 
behavior is weak. 
(Kollmuss & Agyeman, 2002). 
 
Does not account for ‘situational  
factors’ like economic constraints,  
social pressures, and opportunities  
to choose different actions. 
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Table 2 
   
Why people do, and don’t, act pro-environmentally: Altruism, Empathy and Prosocial Behaviour 
Models 
 
 
Model/Researcher(s) 

 
Theory 

 
Problem 
 

Borden & Francis, 
1978  
 

(1) Persons with a strong selfish and competitive 
orientation are less likely to act ecologically, 
(2) People who have satisfied their personal needs 
are more likely to act ecologically because they 
have more resources (time, money, energy) to 
care about bigger, less personal social and pro-
environmental issues. 

Affluence does not necessarily  
lead to more ecological  
behaviour. 
 

Geller, 1995 ‘Actively caring’ about the environment occurs 
when the need for self-esteem, belonging, 
personal control, self-efficacy, and optimism have 
been satisfied 
 

Feelings of personal control and  
sympathy positively influence  
pro-environmental behaviour –  
self-esteem and a sense of  
belonging don’t.  
(Allen & Ferrand, 1999). 

Norm-Activation 
Theory  
(Schwartz, 1977) 
 

(1) Altruistic behaviour increases when a person 
becomes aware of suffering (includes 
environmental harm). 
(2) With awareness comes a feeling of 
responsibility to help alleviate suffering. 
(3)  Perceived efficacy of behaviors to alleviate 
that need. 
(4)  Perceived ability to perform those behaviors.   
 

Altruistic motivation is driven by  
attitudes towards three types of  
suffering: social (other people),  
egoistic (personal), and  
‘biospheric’ (non-human world).   We 
care most about ourselves, then  
others, then the non-human world.  
(Stern, Dietz, & Kalof, 1993) 
 
People may not voluntarily change  
their behaviours if there is not an  
immediate obvious benefit to them  
(De Young, 2000)  
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Table 3 
   
Why people do, and don’t, act pro-environmentally: Sociological Models 
 
 
Model/Researcher(s) 

 
Theory 

 
Problem 
 

Fietkau and Kessel, 
1981 

The following variables influence pro-
environmental behaviours: 
1) Attitude and values 
2) Possibilities to act ecologically 
3) Behavioural incentives 
4) Feedback about ecological behaviour 

(intrinsic and extrinsic) 
5) Knowledge 
 

People’s values are not hard and fast – they 
are negotiated, transitory,  
and sometimes contradictory.  
(Redclift & Benton, 1994)   

Value-Action Gap 
(Blake, 1999) 

Three barriers to pro-environmental action; 
1) Individuality (attitude and 

temperament) 
2) Responsibility (I can’t make a 

difference or ‘it’s not my problem’) 
3) Practicality (Lack of time, money and 

information). 
 

Social factors (familial pressures and 
cultural norms) are not accounted for in  
this theory. 

Note:  Tables created by the author based on the literature review conducted by Kollmuss and 
Agyerman in Mind the Gap (2002, p. 241-7). 
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Kollmuss & Agyeman conclude that the drivers that create and shape pro-environmental 

behaviours are so complex that one single framework cannot encapsulate them all.  Nevertheless, 

the researchers do create a model (Figure 1) that incorporates the previous theories and seeks to 

explain what creates – and blocks - pro-environmental behaviours (PEBs).    

Figure 1 
   
Model of pro-environmental behaviour drivers 

 

 

 

 (Kollmuss & Agyeman, 2002, p.257). Model reproduced with written permission from the 

authors 

Note that their model is based on the assumption that internal factors like knowledge, 

feelings and values provide much of the motivation for pro-environmental behaviours.  These 

internal factors are also influenced by culture, economics, politics, etc.  Blocks to behavioural 
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changes include lack of internal and external incentives, and lack of positive feedback that could 

support new behaviours. 

The role of authority in advancing behaviour change. 

Relying on the individual to care about the commons2 has proven to be ineffective, as 

evidenced by the current state of the environment.  If the public is bombarded with messages 

from myriad sources yet the required behavioural changes are not happening fast enough to avert 

environmental disaster (Millennium Ecosystem Assessment, 2005), then this model needs to 

change - some form of regulation or authority needs to be implemented that moderates behaviour 

to create desired outcomes. The fastest rate of adoption of behaviour change “stems from 

authority decisions” (Rogers, 2003, p. 29).  Though the Diffusion of Innovations theory 

(explained later) states that the innovation-decision process usually follows a sequence – 

knowledge, persuasion, decision, implementation, confirmation – this sequence can be changed 

if an individual is ordered to do an action by an authority figure (Rogers, 2003). 

Max Weber identified three types of authority: traditional (i.e. tied to custom, 

patriarchal), charismatic (i.e. religious leaders, heroes) and legal-rational (i.e. bureaucracies, 

which include government, public and private companies)  (2004).   Since the present ecological 

crisis follows centuries of rule by traditional forms of authority, it is unlikely that traditional 

authority will create change.  Charismatic leaders like David Suzuki and Paul Hawken have 

dominated the environmental movement for a number of years, however their impact is not as 

widespread as it needs to be for the kind of sweeping change that is required.  Legal-rational 

authority is wide-reaching and relies less on personal choice and more on commands – therefore 
                                                 

2 Garrett Hardin coined the phrase ‘Tragedy of the Commons’ in 1968 to describe how 

individuals, acting in myopic self-interest, take advantage of commonly shared limited resources.   
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it has the best chance of success to create real behavioural change to alleviate current 

environmental problems.  Institutions that possess the ‘legitimate power’3 to order an action 

include (among other sources) government and employers. 

Government regulations in place to make us change. 

Governments in Canada, EU, and the United States have environmental regulations with 

which corporations must comply if they wish to do business in these countries.  These 

regulations include WHMIS4, REACH5, and RoHS6.  It is worth also noting that international 

standards such as ISO 14001 are technically “voluntary” but have been used (particularly by the 

EU) to the same effect as regulations (Tony Boydell, personal communication, August 23, 2010).  

For a business, the penalty for non-compliance may be the blocking of goods at the border.  

Though there are environmental regulations in place to guide the pro-environmental behaviours 

of individuals, they are decidedly less strict.  Using the City of Victoria as an example, 

individuals can be fined for excessive vehicle idling or cutting down protected trees on their 

property (“City of Victoria - Bylaws,” n.d.).  Due to the nature of these infractions these fines 

may be difficult to enforce which raises the question of whether these bylaws can truly make a 
                                                 

3 Legitimate power is established by social norms to be correct or appropriate.  It may apply to a 

situation or a behaviour (Scott, 1998).   

44 Workplace Hazardous Materials Information System – an identification system that helps 

employees recognize the dangers of handling hazardous chemicals in their workplace. 

5 Registration, Evaluation, Authorisation and Restriction of Chemicals – a system that makes 

industry responsible for any potential risks associated with chemicals in their products. 

6 Restriction of Hazardous Substances Directive – a directive that restricts the use of six 

hazardous materials in the manufacturing of electronic and electrical equipment.   

http://www.hc-sc.gc.ca/ewh-semt/occup-travail/whmis-simdut/index-eng.php
http://ec.europa.eu/environment/chemicals/reach/reach_intro.htm
http://www.rohs.gov.uk/
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difference to the behaviour of the average individual.  Fines and taxes have some effect, however 

real environmental change needs to start with our daily habits.  Where can an individual be 

positively influenced on a daily basis by an authority figure and peer role models?  The same 

place where s/he spends 35%7 of their waking life:  at work.   

The authority of the employer. 

Individuals give employers authority over them in order to become, and stay, employed.   

There is a “firmly established principle of the right of management to direct the workforce” 

(Schwartz, 1993, p. 768).  Should an employee refuse "to perform or to comply with written or 

verbal instructions of the supervisor or other members of management” (p. 768) s/he may be 

fired; avoiding the loss of livelihood is a strong motivator for behavioural change. PEBs are 

well-suited to being instituted within a workplace because the authority structure is in place to 

provide supervision and feedback when these behaviours are practiced (Katz & Kahn, 1978). 

Workplace norms. 

 A social organization is balanced by its “polar principles” (Spencer, 1970, p. 124) of 

authority and norms; “in the one case organization rests upon orientation to a rule or a principle; 

in the other instance it is based upon compliance to commands” (p. 124).  Subjective norms in 

the workplace are the perceptions an individual has about the expectations of others whose 

opinions and approval they value – in this case, these expectations may lead them to perform 

pro-environmental behaviours (Fishbein & Ajzen, 1975).   Peers within an organization do 

strongly influence each other by sharing insights and modeling new behaviours; this works best 

when the authority structure encourages this transference.  Ideally, the social norms activated in 
                                                 

7 16 waking hours/day x 7 days per week = 112 hours.   A 40 hour work week is 35.7% 

of our waking hours per week. 
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the work environment will eventually become internalized personal norms (also called moral or 

ethical norms)  (Schwartz, 1977) because ethical norms are the strongest drivers for pro-

environmental behaviours (Harland, Staats, & Wilke, 1999).   

Motivators for employers to support pro-environmental behaviours in the 
workplace. 

Why would a company require their employees to practice pro-environmental 

behaviours?  For many companies, the reasons they might initially implement PEBs is to comply 

with existing or impending legislation (Rondinelli & Berry, 2000).  These laws might require 

them to reduce pollution or design hazardous materials and wasteful processes out of existing 

products.  For companies who are more proactive, PEBs are introduced in the workplace to 

increase their bottom line.  This might be accomplished by reducing energy, water, and material 

use, or by reducing waste and its associated removal costs.  Innovators beat the competition to 

new environmental products and services then capitalize on the resulting positive PR (ibid).  

Others find that practicing PEBs helps to increase employee retention and attract new employees.   

The reasons for acting are as myriad as the benefits. 

Social license is another driver and is defined as, "the demands on and expectations for a 

business enterprise that emerge from neighborhoods, environmental groups, community 

members, and other elements of the surrounding civil society" (Gunningham, Kagan, & 

Thornton, 2004, p. 308).  Social license is influenced by five factors: environmental impact on 

the firm's products and processes, customer power, customer interest, brand visibility, and 

community pressure (Lynch-Wood & Williamson, 2007); this form of regulation relies mainly 

on “markets and norms" (Lynch-Wood & Williamson, 2007, p. 325).   

Markets and norms are especially impactful drivers when companies are targeted by 

special interest groups who use social networking sites like Facebook©, MySpace™ and 
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YouTube™ to discuss them, their products and services, and their practices.  Smart companies 

(and presidential campaigners) use these sites and blogs to engage members of these groups in 

mutually beneficial dialogues.  When companies are asked hard questions about their 

environmental impact, their written answers are viewed by a community of potential detractors 

or advocates.  These public interactions between companies and their communities require a 

great degree of transparency on the part of the company in order to create trust with their 

constituents.  This interaction creates a type of "civil regulation" (Lynch-Wood & Williamson, 

2007, p. 325), reflecting “society's demands and expectations”  (p. 325).  Should a company fail 

to meet demands, “a firm may be in breach of its social license conditions and see the consent of 

society withdrawn” (ibid).  The threat of the withdrawal of this approval can be a powerful 

motivator8 for companies to adopt environmental practices.   

Proactive companies include Corporate Social Responsibility (CSR) in their strategic 

plans and company culture.  The European Commission defines CSR as "[a] concept whereby 

companies integrate social and environmental concerns in their business operations and in their 

interaction with their stakeholders on a voluntary basis"(“European Commission,” 2009).  This 

integration is usually supported with 'triple bottom line' or 'full cost accounting', a method of 

measurement that allows companies to account for "the economic, social, and environmental 

                                                 

8 Because larger companies are more visible to stakeholders they tend to be targets for 

consumer pressure to adopt environmental practices; small and medium sized companies are less 

noticeable to consumers so therefore are not as affected by civil regulation (Lynch-Wood & 

Williamson, 2007).  Smaller companies tend to need laws to motivate them to adopt 

environmental practices. 
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imperatives of their activities" (“Industry Canada,” 2010).  This responsible way of doing 

business affects all of a company's stakeholders - investors, suppliers, customers, employees, and 

the community it operates within.  

When employees feel that a company is living its professed values this significantly 

influences "employee engagement, and employee engagement significantly influences 

organizational and financial performance" (Gomez, 2009).  In addition, “[t]he more skills and 

values employees reported transferring from work to family, the better their mental health and 

the higher their job satisfaction” (Hanson, Hammer, & Colton, 2006, p. 262), and the stronger 

their commitment to their roles and employers.  Proactive companies are finding that 

incorporating corporate social responsibility (CSR) into their business model9 is good for their 

image, good for their bottom line, good for their employees, and, serendipitously, good for the 

world.  

Company support for the adoption of employee pro-environmental behaviours. 

It's easier to act your way into a new way of thinking than to think your way into a new 
way of acting - Millard Fuller 

I hear and I forget. I see and I remember. I do and I understand – Confucius 

 

If employers are to be considered for the role of purveyors of environmental change, can 

encouraging environmental behaviour in the workplace change an employee who has not 

demonstrated much environmental awareness and who practices few PEBs at home?  Even if a 

workplace has a number of employees who adhere to an environmental worldview - which does 

                                                 

9 ISO 26000 is a CSR reporting framework that is due to be released by August or 

September, 2010. 
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create a certain propensity for a person to behave environmentally (Tudor et al., 2007) – this 

belief system does not necessarily translate into pro-environmental behaviour actually being 

practiced (Nooney, Woodrum, Hoban, & Clifford, 2003).  Employers can strengthen (or create) 

environmental belief systems and resulting behaviours through the application of three theories 

about attitude and behaviour change: Norm-Activation Theory (Schwartz, 1977), Theory of 

Cognitive Dissonance (Festinger, 1957), and Self-Perception Theory (Bem, 1972). 

Norm-Activation Theory (1977) refers to the process in which people modify their self-

expectations to create moral obligations.  Shaping their personal norms (and consequent 

behaviour) are the awareness of a problem, acceptance of personal responsibility for the 

problem, and a feeling of both efficacy and the ability to solve the problem.   To use this theory, 

employers must (1) require that PEBs be practiced, (2) educate their employees about why the 

behaviour is being practiced and get buy-in to create feelings of personal responsibility (3) 

measure the results and provide positive feedback.  

The Theory of Cognitive Dissonance (Festinger, 1957) tells us that when individuals 

become aware that their actions and behaviour are not in sync they strive to reduce the 

dissonance between action and beliefs so that both are brought into alignment, resolving the 

conflict.  In other words, we justify or rationalize our actions to bring them into alignment with 

our worldviews.  Being required by an employer to perform new pro-environmental behaviours 

at work may create conflict between an employee’s existing attitudes about the environment and 

his/her behaviours outside of the workplace.  When an individual is required to perform a 

behaviour that s/he may not normally do, it has been found that “[their] private opinion changes 

so as to bring it into closer correspondence with the overt behavior the person [is] forced to 

perform” (Festinger & Carlsmith, 1959, p. 203).  When our actions are deemed as ‘good’ by our 
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peers and society, it is logical that we would be more likely to change our worldviews to align 

with our new actions than to go back to our old actions to align with our (now exposed as faulty) 

previous worldviews.  The theory of Cognitive Dissonance follows the stimulus to cognition to 

behaviour formula.   

Bem’s theory of attitude formation, Self-Perception Theory (Bem, 1972) – an alternate 

interpretation of Cognitive Dissonance – follows the stimulus to behaviour to cognition formula.  

In this theory, “[i]ndividuals come to know their own attitudes, emotions, and other internal 

states” by observing their own behavior and/or the circumstances in which this behavior occurs 

(Bem, 1972, p. 2).  If we are not clear how we feel about something, all we need to do is look at 

our own behaviour.  By engaging in an action, we imply our “endorsement” (Bem, 1972, p. 16) 

of the action and the beliefs and attitudes inherent in the action.  Bem’s theory predicts that when 

an individual starts doing one environmental behaviour (i.e. composting at work) then their 

attitude about PEBs and their self-image will change, making them more prepared to act pro-

environmentally in other areas (Thogersen & Ölander, 2003).  This supports my hypothesis that 

for those employees who do not already have a strong environmental awareness, practicing 

environmental behaviours at work may lead to the strengthening of environmental attitudes, 

which helps to sustain pro-environmental behavioural changes outside of the work environment.  

Wickland and Brehm (1976) found that behaviour has a stronger influence on attitude when the 

behaviour is voluntary or when the individual feels they are responsible for the outcome.  It is 

hoped that employees feel good about doing the PEBs, view their behaviour as voluntary, and 

may (eventually) believe themselves to be environmentally responsible individuals; this belief 

system may then spur the adoption and diffusion of new PEBs. 



                  33 
 

Habit formation. 

Before this research explores if pro-environmental behaviours can become habits in the 

workplace, it is important to understand how habits are formed.  Habits are behaviours that are 

performed frequently and in a stable context (Ouellette & Wood, 1998).  Though a new 

behaviour pattern is sometimes guided by conscious decision-making and supported by existing 

attitudes and beliefs (Ronis, Yates, & Kirscht, 1989), other conditions may need to be met before 

the initial decision to act is even made:  these may include subjective norms, the removal of 

obstacles (Fishbein & Ajzen, 1975), and feelings of self-efficacy - being confident that you can 

carry out an action (Ajzen, 1985; Bandura, 1977; Bandura, 1982).  As theorized by Bem (1967) 

and supported by others, “[i]nducing people to behave in a given manner leads them to develop 

positive attitudes related to the behaviour” (Ronis et al., 1989, p. 220).  An action becomes 

habitual “[a]fter the decision and the action are repeated many times…[making] repeated 

decision-making…unnecessary [and the habit] relatively independent of attitudes and beliefs”     

(p. 220).  A challenge may be that the more habitual (therefore unconscious) a behaviour is (i.e. 

idling a vehicle), the less likely it is that we will change these established behaviours when we 

learn a new environmental value or behaviour (ibid; Verplanken & Aarts, 1999).  Though the 

“belief that the best predictor of future behaviour is past behaviour is confirmed” (Thogersen & 

Ölander, 2003, p. 232), pressures created by social and ethical norms, education, 

communications, and regulation can create a shift.   The easier society makes it for people to 

adopt pro-environmental behaviours, the easier it is for them to do so, and the easier it is for 

these behaviours to become habits.  

Crossover effect from work to home. 

When habits have been internalized and the situational cues (contextual cues specific to 

environment or situation) within different milieu are similar (Greenhaus & Beutell, 1985), there 
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is a greater likelihood that there will be a transfer of behaviours from one context to another 

(Edwards & Rothbard, 2000).  This is called the spillover or crossover effect, and refers to the 

transfer of affect, skills, behaviors, and values (Hanson et al., 2006) from work to family roles, or 

from family to work.   This reciprocal effect may include feelings of satisfaction, assignment of 

value to work and family pursuits, acquiring and using skills, and other behaviours (Edwards & 

Rothbard, 2000).  Hanson, Hammer and Colton (2006) found that “[v]alues learned in one role… 

may have a socializing influence on one’s general life values and thus vicariously affect what is 

valued in other roles” (p. 250).  This bodes well for pro-environmental behaviours, especially 

since there is some crossover between behaviours that are classified in the same category in a 

person’s mind (Thogersen & Ölander, 2003).  

Another way to explore how PEBs crossover from work to home is by using Diffusion of 

Innovations Theory (Rogers, 2003), also known as DOI, to explore how innovative behaviour 

learned at work diffuses throughout an individual’s circle of friends and family.  This theory 

studies the diffusion of behaviours, technologies, and beliefs that occurs over time throughout a 

social system (ibid).   Innovations are defined as “an idea, practice, or object perceived as new by 

an individual [or group]” (p. 36), therefore pro-environmental messaging and behaviours could 

be considered innovations by those who do not yet practice PEBs.  

The speed at which an innovation is adopted depends on whether the decision to adopt is 

personal, communal, or authoritarian - “the fastest rate of adoption of innovations stems from 

authority decisions” (p. 29).  To ensure the quickest adoption and sustainable practice, 

innovations must be encouraged to be reinvented so they can be customized to fit individual and 

contextual needs (Gladwell, 2002). How fast an innovation is adopted then diffused also depends 

on which adopter category an individual falls into.  Rogers defines five categories – Innovator, 
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Early Adopters, Early Majority, Late Majority, Laggards (Rogers, 2003).  Figure 2 illustrates the 

continuum of adoption. 

    

Figure 2 
   
The continuum of adoption 

 

Slowest to Adopt an Innovation                                        Quickest to Adopt an Innovation  
                              

 
 
 

Laggards           Late Majority           Early Majority           Early Adopter           Innovator  
               

 

Early Adopters tend to have the most opinion leadership and influence in getting an 

innovation adopted, therefore these people are targeted by “change agents” (Rogers, 2003, p. 31) 

because their support is instrumental in getting a change implemented.  These people are well-

connected in their social networks and their opinions are respected.  In this study, the employee 

can belong to any of the adopter categories yet still be effective at role modeling an innovative 

environmental behaviour in his/her own community outside of work; the only difference between 

which category a respondent falls into will be the speed at which the behaviour is adopted then 

diffused, not if it is adopted then diffused.   Because many tech sector employees share traits 

with people who are quicker to adopt an innovation, the opportunity for adoption then diffusion 

of PEBs may be higher in this sector than in others.   

In the preceding literature review I have explored studies that investigate the drivers to 

pro-environmental behaviour, what blocks our efforts to act, why companies institute 

environmental practices, how attitudes/beliefs/habits can be formed by doing an action, and how 

specific behaviours may crossover from work to home (and vice versa). The conclusion of this 
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literature review briefly covers the study that has some overlap with my own, and identifies the 

gap in knowledge that my research project will attempt to fill. 

My study focuses on whether pro-environmental behaviours can become habits at work 

then diffuse into the community.  The study that most closely resembles mine is “A Tale of Two 

Locational Settings: Is There a Link Between Pro-Environmental Behaviour at Work and at 

Home?” (Tudor et al., 2007).  Their research finds a strong link between the behaviours of 

individuals in work and home settings with “employees who practiced recycling activities at 

home also being more likely to practice a similar behaviour at work” (p. 409); the behaviours 

that employees bring with them to work do create workplace norms that may positively affect 

their peers.  Though similar in focus, the direction of my study is different: instead of asking if 

home recycling habits are brought to work, I ask if they can be brought home from work.   

This chapter has outlined the gap in existing research that my thesis will fill.  This 

research inquiry seeks to address the gap by examining whether pro-environmental behaviours 

can become habits in the workplace, and if so, do these habits then diffuse into the families and 

friends of employees.  The next chapter will detail the methods used to collect the research data.  
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Chapter Three:  Research Methodology  

This chapter will detail how the study was designed, the data collected, the participants 

chosen and engaged, and the non-respondents identified then coded for.  It will conclude with 

how the data was analyzed.    

Research Design and Rationale 

This research uses mixed method methodology, drawing on both qualitative and 

quantitative research designs for different aspects of the study.   Quantitative and qualitative data 

gathering methods were included in the early stages of this research to allow an employee survey 

to be designed that specifically targeted the pro-environmental initiatives of the target companies 

(profiled later) and to create context for the findings; the first method informed the second 

(Creswell, 1994), and both informed the third.  Mixing methods also allowed input from a 

variety of respondent viewpoints; the leaders of the company green teams, the employers, and 

the employees.   

Quantitative methodology was the predominant form used for a variety of reasons – 

design, reach, and to encourage the acceptance and dissemination of the findings.  From a design 

point of view, the study had clear research questions, the proposed respondents were amenable to 

taking surveys, and, assuming the questions were carefully formulated to address bias, the results 

would be objective.  Using surveys allowed a larger number of respondents to be accessed and 

their data processed.  Quantitative results are more likely to be accepted by the target market for 

this study’s findings as government and CEOs tend to give more credit to findings obtained 

using empirical methods.  Finally, quantitative methods allow findings to be generalized to a 

larger population (Cohen, Manion, & Morrison, 2007).   

Qualitative methods were used for the employer interviews.  These interviews served 

several purposes; they created context for the findings of the employee survey (second survey), 
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allowed the researcher to interact with key individuals whose support was necessary for the study 

to proceed, and produced company case studies to be used for the development of future 

environmental workplace programs.   

Data Collection 

 This section will first cover the tools used for data collection then will address bias and 

study preparation. 

This study was accomplished in three stages using two different tools.  The flow chart 

below illustrates the stage, data collection tool used, and target respondents.   

 
Figure 3   
 
Flow chart of data collection process 

 

 

 

 

 

 

 

 

 

Stage 1 
Pre-Study Online Survey 
Target: Leaders of 
Company Green Teams 
 

Stage 3 
Online Survey 
Target: Employees 
 

Stage 2 
Interviews 
Target: Employers 
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I used Survey Monkey™10 for the online surveys because I am familiar with this program 

and its data analysis tools, the target population is familiar with the program, and my thesis 

sponsor allowed me to use the company account to create the surveys and analyze the data.  

Stage 1 - Pre-study online survey.   

This survey was completed by every participant in the VIATeC Sustainability Round 

Table, a peer support group that meets bi-monthly to learn from guest speakers, discuss best 

practices and network.  Staff responsible for sustainability efforts (i.e. leaders of company Green 

Teams) in twelve of the larger tech companies in Victoria participate in this group.  The pre-

study survey was designed after a number of round table meetings therefore is targeted 

specifically to this user group.  Answers to this survey created a matrix of pro-environmental 

behaviours currently being practiced by the companies; the matrix helped to identify proactive 

companies for inclusion in this study.  The survey took approximately 20 minutes to complete.  

Besides allowing their data to be used for this study, the group also agreed to create a database of 

their best practices for sharing with other group members – this increased their willingness to 

spend the required time to answer detailed questions in this initial survey.   The resulting data 

gives details of specific environmental initiatives practiced at each company and how these 

initiatives are encouraged. The survey questions are included in Appendix A. Once the group 

completed the surveys I went over the resulting matrix with them to confirm the results and fill 

in any gaps. This allowed for a group discussion of best practices but did not expose new 

attitudes or beliefs (Cohen, Manion, & Morrision, 2007) about the initiatives.  Data collected in 

                                                 

10 http://www.surveymonkey.com/ 
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the pre-study survey helped me to prepare my questions for the Employer Interviews and the 

Employee Survey.    

Stage 2 - Employer interviews.   

Companies were chosen for this study after the results of the pre-study survey were 

reviewed.   Initially eight companies were approached to take part in this study, but due to time 

constraints only the first four who positively responded were chosen.   These companies – 

AbeBooks®, Advanced Solutions, Archipelago Marine Research, and Smart Dolphins (company 

overviews in Chapter Four) – each encourage a minimum of five pro-environmental behaviours 

(PEBs) to be practiced by employees at work therefore were deemed suitable for the research 

questions in this project. Standardized open-ended interviews were conducted.  This allowed the 

researcher to collect the same data from each company, which later permitted it to be easily 

organized then presented in a standardized format (Cohen et al., 2007).   The most senior person 

involved with sustainability, usually the CEO or HR Manager, was interviewed; a table that 

details the names and positions of each interviewee is included at the start of the next chapter. To 

increase the likelihood that employers would fit an interview into their busy schedules, each 

meeting was targeted to be 30 minutes long. These interviews provided the researcher with an 

overview of management’s reasons for creating a corporate culture that encouraged PEBs, 

outlined the type of workplace culture at each company, gave authority a ‘voice’, and brought 

management on board to champion the study.  Interviews were recorded then transcribed later. 

Interview questions and a sample transcript are included in Appendices B and C.   

Stage 3 - Employee online survey.   

Data collection in this final stage was accomplished with a second online survey, this one 

targeted at the employees of the four participating companies. To recap, the first Stage explored 
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the viewpoints of the individuals responsible for creating and implementing pro-environmental 

initiatives practiced at each company, the second stage explored the viewpoints of management, 

and this third phase explores the viewpoints of the individuals who are actually participating in 

the pro-environmental initiatives targeted at them in their daily work lives.   

This survey had two parts.  The first part tested for employee environmental attitudes and 

behaviours; data from this section helps to answer Research Questions 1 (If an authority figure in 

the workplace requires that environmental behaviours be practiced, does this affect the uptake of 

these behaviours within a worker population?), 2 (Can pro-environmental behaviours become 

habits if performed regularly in a work environment?) 3 (If so, do these workplace habits then 

become lifestyle habits?).  Many of the questions in the first part used a Likert scale to measure 

nuances in attitudes and behaviours.  The second part tests for behaviour diffusion into the 

community, answering Research Questions 4 (Do employees model these learned behaviours to 

others in their circle of influence?) and 5 (If so, do employees believe their positive role-

modeling increases the number of PEBs practiced amongst their family and friends?).   Survey 

questions were first created then placed into a table with the constructs they explored.  This 

allowed the questions to be sharpened against the research questions they supported and 

permitted a number of questions to be deleted when they proved to be off-topic.  

To increase the uptake and buy in from respondents, I asked the senior managers I 

interviewed to forward my study invitation to their staff.  Though the request came from 

management, the ultimate decision for participation was, of course, the employee’s.  This was 

clearly stated in the introduction to the survey (‘You are not compelled to participate – please 

only do this if you want to’), which can be viewed in Appendix D.  I kept the employee survey 

under ten minutes to ensure maximum response.    
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To increase the propensity for honest responses the employee surveys were completely 

anonymous.  In the survey disclaimer, employees were assured that their employers would only 

see a summary of responses and that all potentially identifying data would be removed from 

these summaries. Employees sent their responses directly to me, not to their employers.    

A copy of the employee online survey is included in Appendix D. 

Quality Control 

This next section outlines how I addressed bias, tested the surveys, prepared for 

qualitative interviews, and informed respondents about U.S. data storage laws. 

The first bias I had to control for was my own.  I asked my thesis adviser and another 

professor to go over my employee survey to check for leading language and assumptions; they 

found several questions that needed rewording and changes were made.  Another bias within this 

study is that people may bring environmental behaviours to work with them then teach their co-

workers.  Though this does contribute to the norms that shape behaviour and the company 

culture, this had to be addressed to ensure the validity of the results.  To control for this, a 

question is included in the employee survey to determine which specific environmental 

behaviours employees learn at work (Q.7) – these behaviours can then be traced to determine if 

they become habits, then are taught to others.  Another bias is that green employers may attract 

green employees.  This bias assumes that employees can easily pick and choose where they wish 

to work; in today’s economic climate this may not be the case as positions suitable to one’s 

specific skill-set may be limited.  I do include a question in the employee survey that specifically 

addresses this concern (Q.5-1).    

I pretested both surveys with colleagues, friends, and several members of the 

Sustainability Round Table before I sent the questionnaires to study subjects.  Piloting a survey 
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is standard practice (Cohen, Manion, & Morrison, 2007) for quantitative research. To prepare for 

the qualitative interviews with CEOs and HR Managers, I emailed each the list of questions I’d 

be asking to allow them time to reflect upon their answers before the interview.  The case studies 

that resulted from the interviews were sent to each interviewee to confirm facts before the 

material was submitted in this thesis. 

The surveys were administered using Survey Monkey™.  Since this company is based in 

the U.S, respondents were advised in the survey disclaimer that “[i]n the event that your survey 

response is processed and stored in the United States, you are advised that its governments, 

courts, or law enforcement and regulatory agencies may be able to obtain disclosure of the data 

through the laws of the United States”.  Though chances are extremely small that the US 

Government will look at this data, I included the above statement, along with a survey 

disclaimer, on the advice of the Ethics Board.  The disclaimer is included in the Employee 

Survey and can be viewed in the Appendix D. 

Participants and Site 

Companies in the high tech sector of Victoria were chosen for this study because I have 

access to this population due to my work as a project manager.  There are approximately 12,600 

people working in Victoria’s high tech sector (Gemme, 2009) – this study group represents 4% 

of them.  Table 4 illustrates the overall population of study participants.  
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Table 4   

Employers and respondents involved with the study 
 

 

 

 

 

 

 

 

 

 

 

There was an overall response rate of 35%.  To obtain a representative sample from each 

company, all staff, including management, were invited to participate in the study.  

Non-Response 

20 respondents were removed from the original 206 due to non-response.  All 20 filled in 

the 3 questions on the first page and then did not go further.  The breakdown of non-response 

was Advanced: 12, Archipelago: 4, and Abebooks: 4.   These people may have intended to return 

to finish the survey but didn’t. 

When coding for non-response I found six respondents who stopped answering questions 

after Q12.  This may have happened because they didn’t realize there was a third page to the 

survey.  This would fit the profile of a worker in a busy workforce who doesn’t take time to 

 

Number of 
Respondents 
per Company 

Actual 
Population 
Surveyed 

Percent of 
Population 
who  
Participated 
in Study 

Percent of Study 
Respondents 

Abebooks 52 100 .52 .28 

Advanced Solutions 92 370 .25 .49 

Archipelago Marine 
Research 37 55 .67 .20 

Smart Dolphins IT 
Solutions 5 12 .42 .03 

Total 186 537 .35 100.0 
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thoroughly read instructions.  I kept their data for the first 12 questions and coded the last 7 

questions for non-response.   

Thirty three respondents skipped Question 7 (Please check any environmentally-friendly 

behaviour you first started doing at work).  This could have been because they did not start any 

environmentally-friendly behaviours at work.  In a future survey I’d include a choice that reads ‘I 

did this behaviour before the initiative was implemented at work’.    

Data Analysis  

To analyze the quantitative and qualitative data from this study I used several different 

methods.  The qualitative interview data was organized by research question. This allowed the 

qualitative data to be easily summarized into themes and patterns, which helped the 

commonalities and differences between the workplaces to emerge (Cohen et al., 2007).   The 

qualitative part of this study was not intended to compare the employers against each other, but 

to create context for the employee responses and to provide case studies of green workplaces for 

the programs that will hopefully be developed from this study. 

 The quantitative analysis was somewhat more complicated.  To get an overview of 

trends and relationships I used the analysis features built into Survey Monkey™.   The ‘filter’ 

tool allowed me to create various subsets by filtering answers to multiple inter-related questions.   

I also used SPSS11 for descriptive analysis and Excel™ to run the Spearman’s test.  

Data was evenly divided between non-parametric and parametric.   I used ‘descriptives’ 

in SPSS to obtain summaries of the questions that contained nominal data.  The opinion scales 

(Likert scales) were coded as ratio data which allowed me access to more analysis methods. 

                                                 

11 www.spss.com – analytics software 

http://www.spss.com/
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I divided the questions that needed answering into ‘descriptive’ and ‘relationship’.  I 

employed SPSS to produce tables to illustrate age, gender, income, environmental values, 

education, and authority. I also used SPSS to summarize data to show what the strongest 

motivators are for environmental behaviours at work, who the people are that employees 

perceive they influence with their behaviours outside of work, and whether authority is a driver 

for PEBs in the workplace. All tables and summaries are included in the following chapter to 

allow for replication of this study.  

Relationships and correlations were initially exposed using Survey Monkey analytics.   

The Spearman Rank Order Test for Correlations was used to assess Question 14 (Based on the 

environmental behaviours that you do, who have you influenced to do what?) to learn if there is a 

correlation between people starting a PEB at work and taking these habits home to teach to 

others. 

This chapter detailed how the study was designed, the data collected, the participants 

chosen and engaged, the non-respondents identified then coded for, and finally, how the data was 

analyzed.   The next chapter, Findings, will detail the results of this study.  
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Chapter Four:  Findings 

This chapter is organized into two parts.  The first part, Meet the Companies, presents 

case studies of the four companies involved in this research.  Brief overviews of the companies 

are followed by synopses of their sustainability programs.  The data that informs this section 

comes from two sources – the pre-study survey completed by the leaders of company Green 

Teams, and interviews with senior management.  This preliminary section gives readers context 

for the main part of the study, the employee survey.  The second part of this chapter, Meet the 

Employees, presents the characteristics of the respondent population and findings from the 

employee survey. All findings are organized to explore the five research questions. We start with 

a demographic overview of the respondents then follow with details of their environmental 

values, behaviours, and habits.  We finish with their perceptions of how – or if - they role model 

pro-environmental behaviours to others.   

Table 5 identifies the individuals at each company who completed the pre-study survey 

and interviewed for the case studies. 
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Table 5 
   
Respondents involved with pre-study survey and interviews 
Company Name (Pseudonyms 

used for privacy) 
Position Involvement with 

Study 
 
AbeBooks 

 
Rosie White 
 
 
Joy Halla 

 
Chair of AbeBooks 
Green Committee 
 
Director of Human 
Resources and 
Administration, 
founder of the Green 
Committee 
 

 
Completed pre-study 
survey 
 
Interviewed for  
Case Study 

 
Advanced Solutions, 
an HP Company 

 
Conrad Wilson 

 
President (VP) of 
Human Resources and 
Communications 

 
Completed pre-study 
survey  
 
Interviewed for  
Case Study 
 

 
Archipelago Marine 
Research 

 
Tim Brooks 
 
 
 
Xian Wu  
 
 
 
Robert Fisher 
 
 
 
 
 
Jessica Saunders 

 
Chair of Archipelago 
Sustainability 
Initiative (ASI)  
 
President and Chief 
Executive Officer 
(CEO)  
 
Vice President, 
Founder of 
Archipelago 
Sustainability 
Initiative (ASI)  
 
Electronic 
Monitoring, Member 
of ASI Committee  
 

 
Completed pre-study 
survey 
 
 
Interviewed for  
Case Study 

Smart Dolphins IT 
Solutions 

Jared Farmer Vice President (VP) 
of Smart Dolphins 

Completed pre-study 
survey  
 
Interviewed for  
Case Study 
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Part One:  Meet the Companies 

AbeBooks Company Overview 

AbeBooks is an online hub for used booksellers around the world.  Abe brokers the sales 

of over 110 million new, used, rare, and out-of-print books, connecting buyers with the 

inventories of thousands of booksellers.  Though Amazon acquired them in December 2008, 

AbeBooks continues to operate as an independent company with a main office in Victoria and a 

satellite office in Germany (“AbeBooks,” 2010).  AbeBooks has approximately 100 employees 

in the Victoria office.  As an online company facilitating the sales of used books, the business 

model of AbeBooks is built upon the reuse of products, making sustainability a byproduct of 

their thriving business.  Though the company’s main focus is the bottom line, they have found 

that “the business has supported sustainability, and sustainability has supported our business!” 

(Halla, personal communication, March 8, 2010).  Joy Halla, Director of Human Resources and 

Administration, was interviewed for this case study.   

The AbeBooks Sustainability Program 

History. 

Their present Sustainability program was started when AbeBooks chose their new office 

space in June 2008.  The executive team considered details like finding sustainable products 

(carpets) that contained a high percentage of recycled materials, choosing paint with low fume 

emissions so “employees didn’t have to work in a toxic environment” (Halla, personal 

communication, March 8, 2010) having zoned climate control to reduce the need for air 

conditioning and heating, and being in a central location for employee commuting convenience.  

This environment created a perfect launching pad for the program envisioned by the Chief 

Operating Officer (COO) after he attended an Al Gore talk in August, 2008.  The COO tasked 
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Joy with starting a Green Committee, requiring that the group detail the amount of energy their 

company used, track their carbon, determine the effectiveness of their recycling program, 

compute how much paper they used, and myriad other details. 

Program initiatives. 

Initiatives included in the AbeBooks Sustainability program are listed in Table 6: 
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 Table 6   
AbeBooks matrix of pro-environmental initiatives 
Theme Initiative or Behaviour 

 

 

 

 

 

Rethink 

Buy carbon credits to offset employee air travel 

Documents are stored electronically 

Customer statements are emailed 

Employees use water bottles and travel mugs instead of buying bottled water and/or using 
paper cups 

The company supplies dishes for the staff to use, eliminating the use of Styrofoam coffee 
cups and paper plates (i.e. precycle) 

Use banana-leaf compostable plates at quarterly company-wide staff meetings  

50% of the staff use alternative transportation to get to work (walk, carpool, bus, cycle) 

Employees are reimbursed the cost of an employee parking spot if they carpool, walk, 
cycle, or use alternative transportation to get to work.  There are showers in the office and 
secure bike racks in the building to encourage this behaviour. 

Green cleaning products for staff kitchen and janitorial staff 

Use an eco-tissue instead of Kleenex 

 

 

 

Reduce Waste 

Old printers were replaced with duplexers to allow for double-sided printing (duplexing).   

Use ‘print preview’ to eliminate wasted pages 

Turn off computers and all business machines at night.   

Employees use desktop lights instead of overhead lights 

In-office composting 

Switch from bottled water to water coolers 

 

Reuse 

Use recycled paper 

Employees volunteer to refurbish old computers; these are given to school and community 
groups. 

 

 

Recycle 

Blue box program 

Tetrapacks, batteries, soft plastics, Styrofoam, foil. 

Recycle all outdated electronics 

Employees are encouraged to bring in composting, recycling not included in their home 
blue box, old electronics. 
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The committee started by going after the ‘low hanging fruit’; they set all printers to 

‘duplex’, bought dishes to replace Styrofoam cups, and decreed that files should be saved (not 

printed) whenever possible.  Within a few months of the first meeting these initiatives were 

implemented.  The senior management team met again to review results and plan the next step - 

this time they looked at employee commuting.  AbeBooks has always covered the cost of bus 

passes for their employees but they decided to step up their efforts to encourage staff to use 

alternative transportation.   They did this by adding the money the company saved by not renting 

parking spaces to the paycheques of employees who did not require them.  Though it increases 

the administrative burden AbeBooks sees this as a worthwhile program as over 50% of the staff 

now take advantage of it, with a large percentage of employees commuting year round on their 

bikes.   

During the summer AbeBooks invited local growers to create a bi-weekly farmer’s 

market in their building – unfortunately the suppliers did not find it profitable and the initiative 

eventually stopped.  Abe may try this again with the support of their neighbours, Dockside 

Green12. 

Though Joy believes the program enjoys strong uptake with employees, AbeBooks has 

found they also need to educate others on their practices.  As tenants, they insisted that the 

building manager replace two sets of cleaners because “they would not recycle…they were just 

dumping it all in the same place” (Halla, personal communication, March 8, 2010).  The building 

manager has now hired cleaners who use green cleaning products and recycle properly.  The 

                                                 

12 Dockside Green is a LEED Platinum housing project in Victoria. BC, Canada. 
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Green Committee meets every Friday afternoon to sort through the recycling bags so they are 

ready for pick up by contractors.   

How the program is supported. 

The pre-study survey and interview findings suggest that there are three main ways this 

program is supported; management role modeling, peer to peer, and education/outreach. 

Management role modeling 

  In the pre-study survey completed by the leader of the Green Committee, management 

was identified as ‘somewhat’ being a positive role model for environmental behaviour.   

Peer to peer 

 On Earth Day 2009 AbeBooks asked each employee to write one green tip on a huge 

chalkboard – the list of suggestions is included in Appendix E.   This exercise provided 

employees with an excellent way to exchange ideas and educate each other on new behaviours 

and ways of thinking, supporting AbeBooks’ internal focus of engaging employees, promoting 

environmental education, and encouraging continual improvement.   

Education and outreach 

  There is an active educational component to AbeBook’s Sustainability Program.  

Employees learn from guest speakers, ‘Lunch and Learns’, and films.  New initiatives are 

introduced at the weekly company-wide meetings and the internal point person for the project is 

identified.  Signage to support new behaviours is placed in appropriate spots.   

Outreach is an important part of the program.  Employees are encouraged to bring in all 

items that the office recycles but local municipalities don’t – this includes batteries, soft plastics, 

Styrofoam, and compost.  The company provides this benefit to their employees because they 

know that these items will end up in the garbage if they don’t take the initiative.  Abe pays a 

local company to regularly collect this waste from their offices.  The composting company 
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returns a bag of soil with each pick up.   Employees put their names on a waiting list for these 

bags - the wait is currently six months long - proving the popularity of this particular initiative.  

An Environmental Policy is being created.  Once complete this will be included in the employee 

package and posted on the company intranet.   

Abe encourages their employees to take what they learn at work home with them, as 

illustrated in the following quotation:  

There’s been a great exchange of information and people are becoming a lot more 

aware.  The awareness part, the teaching part, has helped a lot.  People are a lot 

more aware of what they can do.  We say “OK, AbeBooks can do all this stuff, 

but when you go home, what are you doing there?”  Recycling and green 

initiatives don’t stop at the office.  It’s not like you just have one place where you 

can do all of this.  Are you doing this in every aspect of your life that you can? 

(Halla, personal communication, March 8, 2010). 

  

Employee engagement in program. 

Management perceives that employee engagement with the environmental program is 

high.  The younger employees tend to be the keenest; “this is a young population of employees, 

comprised mainly of Gen X and Gen Y, so these issues are big for them” (Halla, personal 

communication, March 8, 2010). 

As in any group, there are those who do not wish to change their behaviour.  Rosie 

White, the Chair of the AbeBooks Green Committee is somewhat tongue in cheek when she 

claims to rely on, “Public scorning” (personal communication, November 9, 2010) to encourage 

pro-environmental habits amongst employees who are less willing to change.  
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Program advantages and disadvantages to AbeBooks. 

Table 7 illustrates the returns and costs of the sustainability program to the company. 

Table 7 
 
ROI of program to AbeBooks 
 
  

Returns 
 
Costs 
 

Employees Employees more engaged, less ‘churn’ 

Attract top people 

Sorting recyclables can be time 
consuming 

 

Bottom Line 

 
Save money – “This is the cost of 
doing business CORRECTLY.  And 
we’re thriving, AbeBooks is thriving” 
(Halla, personal communication, 
March 8, 2010)  
 

 
Financial payback of environmental 
decisions may not be immediate 
 

 

Future of program. 

The company realizes that their sustainability program is a work in progress.  Joy 

outlined the following as goals toward which they are currently working: 

1) Find an alternative to plastic water glasses for visitors to the office  

2) More lunchtime education sessions to expand employee awareness of 

environmental initiatives. 

3) Do an environmental audit to quantify actual resource use, waste produced, travel, 

etc.   

4) Establish an overarching framework in which to nest individual initiatives.  Use 

this to strategize next steps for the internal sustainability program and company 

direction. 
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Advanced Solutions, an HP Company - Overview 

Advanced Solutions, an HP Company, is a subsidiary of HP Canada.   It is headquartered 

in Victoria at the Vancouver Island Technology Park and was incorporated in May 2004.   This 

unionized company employs 370 people to deliver outsourcing services to large governmental 

partners (“Advanced Solutions, an HP Company,” 2010).  The company uses sustainability to 

create business opportunities.  For example, they’re building a ‘Clean and Green’ data centre in 

Kamloops that, through leading edge environmental building practices, will help the public 

sector to significantly reduce energy usage.  The company also provides online revenue 

management and ‘image-based workflow’ services to help their partners reduce printing and 

storage costs.  Conrad Wilson, President (VP) of Human Resources and Communications, was 

interviewed for this case study. 

The Advanced Solutions Sustainability Program 

History. 

Conrad Wilson and several committed employees started the company’s Sustainability 

Program in September 2008.  The group has about 15 regular participants.  A strong supporter of 

Corporate Social Responsibility (CSR), Conrad believes that sustainability is both an individual 

and a company responsibility.  Increasing sustainable practices at work is a personal goal for 

Conrad and a corporate goal - “HP Advanced Solutions strives to be a model for sustainability in 

its community” (Wilson, personal communication, May 26, 2010) – for the company. 

Program initiatives. 

Initiatives included in the Advanced Solutions Sustainability program are listed               
 
in Table 8.  
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Table 8 
   

Advanced Solutions matrix of pro-environmental initiatives 
 

Theme Initiative or Behaviour 

 

 

 

Rethink 

Donate pop cans and bottles to a community group for refund  

Employees use water bottles and travel mugs instead of buying 
bottled water and/or using paper cups 

Use sugar container instead of individual sugar packages  

30% of the staff use alternative transportation to get to work (walk, 
carpool, bus, cycle) 

Employees are given bus passes  

There are showers and secure bike racks in the building to encourage 
employees to use alternative transportation to get to work.   

Use Sunlight soap – (ISO standard)  

 

 

Reduce 
Waste 

Double-sided printing (duplexing).   

Use ‘print preview’ to eliminate wasted pages 

Turn off computers and all business machines at night.   

Light sensors in every room so lights turn off if room is empty. 

All computers are in compliance with the guidelines set out by BC 
Hydro’s Power Smart program 

 

Reuse 
Use 100% recycled paper 

One employee transports the coffee grounds home on his bike every 
Friday to use as compost in his garden. 

Recycle Blue box program 

Recycle all outdated electronics 
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As a tenant at the Vancouver Island Technology Park – a building designated LEED Gold 

- Advanced Solutions is somewhat limited in the initiatives they can promote to their employees.  

A tenant group is presently working with the tech park to implement a recycling program that 

includes soft plastics, Styrofoam and batteries, a composting program, and other initiatives.   

How the program is supported. 

Findings from the pre-study survey and employer interview suggest there are three main 

ways the program is supported; management role modeling, peer to peer, and 

education/outreach. 

Management role modeling:  In the pre-study survey that Conrad completed, 

management is identified as ‘somewhat’ role modeling environmental behaviour to staff.   

Employee engagement, education and outreach:  The company has a number of 

employee-driven ‘communities’ – Social and Charitable, Health and Wellness, Sustainability; 

each group is responsible for planning their own initiatives.  The Sustainability group is 

comprised of 15 employees and meets regularly to “talk about what we can, should, and are 

doing to make this a more responsible company” (ibid).  The group recently brought in an expert 

from a local college to do a ‘Lunch and Learn’ seminar about green cleaning methods and 

products.  This seminar was attended by over 30 people. To further support pro-environmental 

initiatives in the workplace, the company environmental plan is published on the company 

intranet.  

Peer to peer:  When asked if the employee and management population are changing their 

behaviours to act more sustainably at work, Conrad quoted the 20/60/20 rule:   



                  59 
 

20% of the employee population are gung-ho on sustainability; they like it, they 

believe in it, they understand the implications of not following it.  The 60% are 

the ones in the middle who would go either way, so that’s the group we focus on 

and there are some changes we see them make.   When they see someone (I call 

them our ‘Sustainability Nazi’s’) when they see someone chucking a plastic 

yogurt cup into the garbage there is a conversation about where it actually belongs 

and many of them will have actually started…recycling more.  And the 20% that 

don’t follow, they don’t do it just because other people are doing it.  Some people 

are hard to change (Wilson, personal communication, May 26, 2010).  

 
Conrad believes that their Sustainability program does have an impact on their staff – that 

they understand the implications of their actions and positively influence their family/friends at 

home.   

Program advantages and disadvantages to Advanced Solutions. 
  
Table 9 illustrates the returns and costs of the sustainability program to the company. 
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Table 9 
   
ROI of program to Advanced Solutions 
 

 Returns Costs 

Employees Increases employee engagement 

 

None stated. 

 

 

Bottom Line 

30% savings on paper costs by 
printing double-sided 

Reduces energy costs  

Competitive advantage – 
“Sustainability provides opportunity 
for us to do things in a different way 
and that provides competitive 
advantage” (Wilson, personal 
communication, May 26, 2010).  

 

It costs 10% more to use recycled 
paper. 

 

Future of program. 

There is not yet a program in place for capturing data like energy and water usage, GHG 

emissions, etc.  Conrad is frustrated that an inexpensive, easy-to-use data collection tool is not 

readily available to businesses who want to track their environmental data: 

Two years ago when I first started this I asked if someone could come in and do 

an audit and establish a baseline.  I asked Camosun, I asked UVIC, I asked an 

environmental company over in Vancouver.  Camosun kept saying they were 

going to get a class together to do this – nothing ever happened.  The Vancouver 

people started off at $80K then went down to $40K.  I just need to know how 

many lights we use, and how many could we use?    If there was a program or we 
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could have a framework in place I can have someone work on it and we can do it 

ourselves.  We don’t need someone to come in and look at my electric bills – I 

can do that (Wilson, personal communication, May 26, 2010). 

 

Conrad is presently researching several options and hopes to institute an environmental 

data-collection framework before fiscal year end in October. 
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Archipelago Marine Research Company Overview 

Archipelago is a biological consulting firm whose work promotes responsible and 

sustainable fishing practices.  Their 175 biologists, technicians, and IT staff assist public and 

private partners with managing marine resources in North America, Australia, and New Zealand; 

55 of these staff members work out of the Victoria head office and were surveyed for this study.  

Archipelago specializes in two main areas:  

• Near-shore habitat inventory, assessment, and environmental impact analysis 

• Data collection programs in support of commercial fisheries management 

(“Archipelago Marine Research,” 2010) 

The company has been in operation since 1978.  

Robert Fisher, Vice President and co-founder of the company, Xian Wu, CEO, and 

Jessica Saunders, Co-Chair of the Archipelago Sustainability Initiative (ASI) were interviewed 

for this case study.   

The Archipelago Sustainability Initiative (ASI) Program 

History. 

Robert Fisher started the ASI in 2003.  Sustainability has always been the key benefit that 

Archipelago offers its clients.  After a visioning exercise senior management realized that though 

their corporate values were all about sustainability, they were only living these values in their 

work, not in their office practices.  The ASI was born out of the desire to ‘walk the talk’ both 

inside the office and out.  After Robert started the program it was quickly adopted by the staff, 

especially the younger people.   

The ASI is made up of a small group of people who are passionate about the environment.  

The group went into a lull after some of the main sustainability champions left the company but 
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was revitalized when an environmental consultant was hired to work with the staff in 2008.  The 

consultant helped the Committee create an overarching sustainability plan for the company, 

showing them how the different initiatives they had undertaken in the past (energy audit, 

recycling program) fit into it and assisting with the creation of documents to support the 

program.  He helped to create a corporate structure to support the grassroots initiatives and 

suggested regular reporting to the executive leadership team. Two key employees now run the 

ASI, Tim Brooks and Jessica Saunders; Tim completed the pre-study survey and Jessica sat in for 

the employer interview.   

The in-house extended recycling program started when a wicker basket became the 

receptacle for dead batteries in the office.  Soon people started bringing batteries from home.  

Once the basket was full an employee found a recycler and took the batteries in, setting a 

precedent.  When the CEO left ‘three big fish totes’ sitting in the office the employees started 

putting soft plastics and Styrofoam in them and voila, the recycling program was born.  There 

was now a place to put the recycling, a company champion to look after it, and management was 

willing to pay the recycling fee. 

Program initiatives. 

Initiatives included in the Archipelago Marine Research Sustainability Initiative are listed 

in Table 10: 
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Table 10  
Archipelago matrix of pro-environmental initiatives 
Theme Initiative or Behaviour 

 

 

 

 

Rethink 

Employees use water bottles and travel mugs instead of buying 
bottled water and/or using paper cups 

The company supplies dishes for the staff to use, eliminating the use 
of Styrofoam coffee cups and paper plates (i.e. precycle) 

Banana-leaf compostable plates are used at staff functions 

Company provides fairly traded organic coffee for staff. 

33% of the staff uses alternative transportation to get to work (walk, 
carpool, bus, cycle).  There are showers in the office and secure bike 
racks in the building to encourage this behaviour. 

Green cleaning products from the ‘Soap Exchange’ are used in the 
staff kitchen and by janitorial staff.  

 

 

Reduce 
Waste 

Old printers were replaced with duplexers to allow for double-sided 
printing.   

Use ‘print preview’ to eliminate wasted pages 

Turn off computers and all business machines at night 

Low flow toilets were installed to reduce water use  

In-office composting 

Switched to CFL and LED lights 

Reuse Use recycled paper 

 

Recycle 

Blue box program 

Tetrapacks, batteries, soft plastics, Styrofoam, foil. 

Recycle all outdated electronics 

Employees are encouraged to bring in composting, recycling not 
included in their home blue box, old electronics. Archipelago has 
also extended this program to the float-home community behind their 
office. 
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How the program is supported. 

Findings from the pre-study survey and this interview suggest there are three main ways 

the program is supported; management role modeling, peer to peer, and education/outreach. 

Management role modeling: Robert, the VP and company co-founder, started the ASI but 

gave responsibility for the initiatives to the employees, knowing that in order for the program to 

be successful it would have to have staff support. Though in-office sustainability isn’t central in 

the company’s strategic planning sessions, it is included in decision-making along with 

employee welfare and social considerations.  When asked if Archipelago believes itself to be an 

‘environmental pioneer’ when compared to its competitors, Robert replied that “[I]t is not 

important what our competitors are doing or not – this isn’t about competitive advantage, it’s 

about what one should be doing” (Fisher, personal communication, March 9, 2010). 

The company encourages employees to bring in items (batteries, soft plastics, compost) 

not included in the municipal curbside blue box program. Competitions and rewards are used to 

encourage employees to use alternative transportation and to reduce energy and waste.  In the 

pre-study survey management is seen as ‘somewhat’ role modeling sustainability behaviour to 

staff.  

Peer to peer:  Environmental champions in the company (like Jessica) want to share their 

passion with their co-workers:  “I feel strongly that I influence the girls that I work closely with – 

I talk to them all day, and they’re my friends.  It was personal, I wanted to share what I know” 

(Saunders, personal communication, March 9, 2010).  When the company supplied bins, 

employees started bringing their non-blue box recycling to work.   Management approved this 

new development, knowing that the recycling would end up in the garbage if they didn’t support 

this new behaviour.  The company does see positive repercussions:  “I definitely think we 

influence people’s behaviour…outside of work too, people have told me directly…people you 
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would never would have thought you could get to compost or recycle have come up to me and 

said, “I’ve changed”.  But certainly not everybody”(ibid). 

 Education and outreach:  TD Shoreline Cleanup is an initiative that Archipelago has been 

involved with for a number of years.  Each September their staff cleans up the shoreline, both 

above and below the water level, behind their offices.  Their example is noted and commented on 

by passers-by and the residents of the local float-home community.   

Archipelago’s cleaning company, Albright, started using the environmentally cleaning 

products that an ASI member sourced.  They were so impressed with the products that they 

switched company-wide to using only green cleaning products and have since converted their 

other clients to these products.  

The company environmental policy is on intranet.  Whenever new initiatives are 

launched the research that supports them is released to the staff via ‘Lunch and Learn’ sessions 

and ASI emails.  

Archipelago encourages the float-home community behind their offices to deposit soft 

plastics, Styrofoam, etc. into the bins that the company has set up for their staff; this altruism 

creates higher volume which is rewarded with free pick-up by the recycling contractor.  Jessica 

has made the recycling program “for Dummies” so it is easy for staff to participate; Xian has 

done the same thing at home for his family.  After seeing the resulting water use reduction at 

work after the installation of low-flow toilets, Xian installed low flow toilets in his home too.   

Employee engagement in program. 

Though senior management started the program the younger staff really adopted it, 

suggesting then championing many of the initiatives in place today.  The very nature of the 

business that Archipelago is in supports sustainability.  At the last general meeting, staff 
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responded to the question “Why do you like working for Archipelago?” with positive comments 

about their employer’s efforts towards sustainability and the environmental services they offer.   

Xian Wu noted that “it is individual champions that help the committee to be successful 

and energize[d]” (personal communication, March 9, 2010).  

When asked if promoting sustainable initiatives within the company attracts new 

employees, Jessica pointed out that as a new employee she had been more aware of seeing 

professed company environmental values being aligned with behaviour than in being attracted to 

Archipelago because of specific initiatives:  

When you just want a job and you get it in your field you’re pretty happy…I think, 

coming in here, if recycling wasn’t occurring and if everyone drove a Lincoln Navigator I 

might have wondered ‘who are these people I’m working with?’  I’d question their true 

values (Saunders, personal communication, March 9, 2010).  

Results from the pre-study survey suggest that staff who choose not to engage in the 

program are either “belligerent or lazy” and “cannot differentiate between garbage cans and 

recycling bins” (Brooks, personal communication, October 26, 2009).  To counter this, the ASI 

removes the garbage bins and uses signs to instruct employees how to use the different recycling 

receptacles.  Compliance is an issue because “you can only hound people so much” (Saunders, 

personal communication, March 9, 2010). 

Program advantages and disadvantages to Archipelago.  

Archipelago believes that viewpoint is crucial for determining the return on investment in 

environmental initiatives: 
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 [T]he balance is so much more on the positive side that the negative side doesn’t weigh 

into it very much.  So there’s a cost to buying double sided printers or buying toilets for 

low flow…the benefit on the other side was much greater so we don’t think of it as a 

negative effect.  Is there a negative effect?  Yes, but the positive effect is much greater.  

It’s all how you look at it (Wu, personal communication, March 9, 2010).  

Table 11 illustrates the returns and costs of the ASI to the company. 

Table 11   
 
ROI of program to Archipelago 
 

 Returns Costs 

 

Employees 

Assists with attracting and retaining 
employees 

Employee engagement and morale is 
high 

 

Staff involvement with the ASI 
Committee marginally reduces their 
chargeable hours 

 

Bottom Line 

Installation of low-flow toilets 
reduced company water consumption 
by 40-50%, allowing a better use of 
water 

It may take several years to see return 
on initial investment in environmental 
initiatives (i.e. installing low-flow 
toilets and LED lighting) 

Future of program. 

Archipelago wants to further reduce their environmental footprint by concentrating on 

reducing energy use and waste and encouraging staff to use alternative transportation.  Metrics 

have been kept for some initiatives in the past; one staff member did track water /energy use and 

recycling until she became too busy. In 2008 Archipelago brought in a consultant to assist with 

the creation of an overarching program and reporting structure, which has yet to be integrated 

into the daily work of staff members.  A system that regularly records the effects of all 
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workplace environmental behaviours needs to be implemented because ‘you can’t manage what 

you don’t measure’; it is important that these metrics be kept to provide staff with regular 

feedback about the effects of their workplace environmental behaviour changes, and to 

management so they can measure the return on investment (ROI) of the initiatives that they have 

paid for in staff time, contracted services, and capital investments. Setting expectations and 

creating sustainability goals (that must be reported on to management) assists employees with 

taking responsibility for the outcomes of their behaviour. 

The Archipelago Sustainability Initiative would like the office to go zero waste.  

Management has asked the Committee to take pictures of the amount of recycling diverted from 

the landfill each month then put these pictures on the recycling bins to encourage this behaviour.   
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Smart Dolphins IT Solutions Company Overview 

Smart Dolphins IT Solutions acts as an external IT department for companies who do not 

have a dedicated IT professional on staff.  They also assist companies with their online 

marketing campaigns.  They are a Victoria-based company with a ‘pod’ of 12 employees, and 

have been in business since 2000 (“Smart Dolphins IT Solutions,” 2005).   Jared Farmer, Vice 

President of Smart Dolphins, was interviewed for this case study. 

The Smart Dolphins Sustainability Program 

History. 

Smart Dolphins has had employee-led sustainability initiatives since moving into their 

present office in 2005.  Their sustainability program was started by a single employee who was 

an avid recycler and composter, championed by a second employee after the first one left, then 

went into hiatus last year when the second employee left the company.  This year, Jared is 

combining the different initiatives into one concentrated effort and has implemented appropriate 

procedures and operations to support the behaviours company-wide.  He has several motivations 

for pushing the green agenda to staff:  it’s the right thing to do, it saves money, and it is good for 

public relations (PR) purposes. 

Program initiatives. 

Initiatives included in the Smart Dolphins Sustainability program are listed in Table 12: 
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Table 12   
Smart Dolphins matrix of pro-environmental initiatives 

Theme Initiative or Behaviour 

 

 

 

Rethink 

Implementing a business operating software that will allow their 
office to go paperless.  They also implement these programs in their 
clients’ offices 

Employees commute remotely at least one day per week. 

Employees use water bottles and travel mugs instead of buying 
bottled water and/or using paper cups.  Staff bring in glasses from 
home to eliminate the use of Styrofoam coffee cups (i.e. precycle) 

25% of the staff uses alternative transportation to get to work (walk, 
carpool, bus, cycle).  There are bike racks supplied to encourage this 
behaviour.   

The extended recycling program is offered as a benefit to staff 

 

 

Reduce 
Waste 

Double-sided printing (duplexing) 

Use ‘print preview’ to eliminate wasted pages 

Turn off computers at night 

Transitioning to CFL or LED lights  

In-office composting.  Two employees take this home each week for 
their gardens 

Reuse Staff bring in old dishes, mugs and glasses from home to stock the 
kitchen at Smart Dolphins 

 

 

Recycle 

Blue box program 

Tetrapacks, batteries, soft plastics, Styrofoam, foil. 

Recycle all outdated electronics 

Employees are encouraged to bring in composting, recycling not 
included in their home blue box, old electronics.  
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Many of the environmental gains that Smart Dolphins is making are unexpected.  At least 

4 employees work remotely from home one day per week (one employee lives and works 

remotely in Ontario); not driving into work one day per week saves on greenhouse gas 

emissions.  Though not the reason that Smart Dolphins allows their employees to work remotely, 

sustainability is a great by-product.   Implementing a customer relationship management (CRM) 

software program has allowed them to run their business more efficiently- this is also turning 

them into a paperless office and reduces the driving time and gas requirements of each employee 

by scheduling their appointments geographically.  In addition to these in-office environmental 

gains, using a CRM gives Smart Dolphins experience with CRMs so they can in turn install these 

programs in their clients’ offices, which then creates time and money savings for their clients 

while reducing their impact on the environment.   Even the provincial environmental handling 

fee they are required to charge whenever they sell new electronics to a client has had a silver 

lining: though not required to, they take away outdated electronics adding a valuable service for 

their clients that their competitors don’t.   

Due to their tight profit margins the Dolphins must take small, affordable steps to reach 

their green goals.  These incremental changes provide real cost savings to the company and 

prove that small companies – like large ones with big budgets - can also have a big effect on the 

environment.  

How the program is supported.  

The results of the pre-study survey and this interview suggest that there are three main 

ways the program is supported; management role modeling, peer to peer, and 

education/outreach. 
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Jared is working to make the environmental initiatives as day-to-day as possible so they 

become ingrained in employee behaviour.  There is no environmental policy in place at this time, 

though this is planned for the future.   

Management role modeling:  In the pre-study survey, management was noted as 

“somewhat” modeling environmental behaviour to employees.  

Peer to peer:  Having peers manage specific initiatives helps with adoption.  People who 

do not practice behaviours are quickly (but pleasantly) reminded of what to do and how to do it 

by coworkers in charge of each initiative.   

 Education and outreach:  So staff is aware of the various environmental behaviours 

expected of them in the workplace, Jared discusses the initiatives with each employee.  

Employees are put in charge of different environmental initiatives to give them a sense of 

ownership.   The company participates in different forums to share strategies that deal with the 

environmental challenges faced in the IT sector.   Employees know that the company will do the 

right thing with their hard-to-recycle items from home, and that whatever is brought in will be 

dealt with properly.  Jared is hopeful that the programs they have in place in the office will affect 

employees in their homes, pointing out that “if we can pull it off in the office, maybe [they] can 

pull it off at home” (Farmer, personal communication, March 10, 2010).  

Employee engagement in program. 

Jared believes that employees realize that Smart Dolphins is trying to make a difference, 

and that as part of the team they are expected to behave accordingly and suggest innovations that 

can help the company continually improve their environmental efforts. An extended recycling 

program is offered as an employee benefit so staff can bring in non-blue-box recycling from 

home.  Jared says the company offers this benefit because he knows that many people won’t 

choose to recycle if it’s not easy for them to do.   
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He is pleased with the change in employee behaviour he’s seen: 

I think we have changed a few minds.  There were a few people who were staunchly 

negative about [recycling]…more on principal about the whole idea - that you’re just being 

brainwashed and this is BS - but I think some people have turned around.  Even if they felt that 

way but they were doing it just as a joke, it’s not longer a joke - it’s real.  You do it, you believe 

in it, you bring it home and do it with your family.  It’s kind of neat to see, over the last 4 or 5 

years, how much it has changed.  We did have Styrofoam cups here, and people used them 

because they didn’t have a cup from home.  We had Styrofoam cups at the water cooler until one 

day we said ‘this is crazy, get rid of them’. …Now it’s like ‘I’ve got my glass, I’ve got my jug, 

I’ve got my coffee cup’…(Farmer, personal communication, March 10, 2010).  

 

Program advantages and disadvantages to Smart Dolphins  

Table 13 illustrates the returns and costs of the sustainability program to the company. 



                  75 
 

Table 13 
  
ROI of program to Smart Dolphins 
 

 Returns Costs 

 

Employees 

 

Increased employee engagement 

 

Company would like to see faster 
employee adoption of different 
initiatives 

Education of staff takes time – “[I]f 
you don’t have someone who is going 
to keep saying ‘rah rah rah’ about it 
things will just fizzle out and then you 
say ‘Well, Phhh!  That never worked’” 
(Farmer, personal communication, 
March 10, 2010).  
 

 

 

Bottom Line 

Thinking environmentally gives them 
a competitive advantage  

Improved bottom line 

Improved service offerings to clients 

Community outreach and resulting 
positive PR 

None noted 

 

Jared clearly sees the link between profitability and sustainability, as evidenced in the 

following quote: 

One of our mandates, one of our goals of this company is to help millions of people and 

to do that we need to do that sustainably.  We can’t just go out and burn through paper, 

drive guys all over the city…we just can’t do that:  it’s not efficient, it’s not smart, and 

it’s not good for anybody.  Again, a by-product of getting there is that we’re going to 
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have to be sustainable.  Not just profitable, but sustainable all around (Farmer, personal 

communication, March 10, 2010).  

 
Future of program. 

Smart Dolphins wants to be known as the ‘Green IT’ company, but Jared is very aware of 

greenwashing so requires that the company has more operational practices in place before the 

company starts to advertise their environmental sustainability.   Before this can be done Smart 

Dolphins wants to start measuring the effects of their environmental efforts – this will require 

that a framework be created and implemented.  
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 Part Two:  Meet the Employees 

Part Two of the Findings chapter presents the characteristics of the respondent population 

and the findings from the employee survey.  We start with the demographic profile of the 

respondents then follow with details of their environmental attitudes, behaviours, habits, and 

perceptions of role modeling.  All findings are organized to explore the five research questions. 

Demographic Profile 

Though not planned, there was an even split between males and females in the population 

of 186 respondents.  The mean age of respondents was 34. The generational groupings are 

explained below the pie chart.  The numbers represent the percentage of total respondents. 

 

Figure 4 
   
Age of respondents 

 

The Silent Generation  – Born 1920 – 1944.  Work the same job for entire career, 

resistant to new ways of doing things, loyal to employer, respect hierarchy (“TIME Magazine,” 

1951). 

Baby Boomers  - Born 1945 – 1964.  Confrontational workaholics who question loyalty 

to employers and dominate culture, religion, and values (Jones, 1980; Croker, 2007). 
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Generation X  - Born 1965 – 1976.  Loyal to people rather than companies, think more 

like independent contractors than employees, need open communications and a life/work balance 

(Hamblett & Deverson, 1964).  

The Millennials/Generation Y– Born 1977 – 1994.   Skeptical of authority, influenced by 

peers, constantly connected, not committed to one employer for long (Strauss, 1991).  

To compare the income of the study respondents to the median earnings of full-time 

earners (all occupations and both sexes) in the Capital (Victoria) region, the most recent 

Statistics Canada census (2005) was used.  The average yearly salary is $42,616 (“Statistics 

Canada,” 2009) per year. Only 25% of the respondents earn this much or less, 52% make more 

than this and 14% are among Canada’s top 5% of earners (“Statistics Canada,” 2007).   

Most respondents have either an undergraduate degree (39%) or a college 

diploma/certificate (33%).  Table 14 illustrates the education level of survey respondents. 
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Table 14 
   
Education level of respondents to employee survey  
 

Highest Level of 
Education Reached 

Frequency Percent 

High School or 
GED 

16 9 

College Diploma or 
Certificate 

61 33 

Undergraduate 
Degree 

73 39 

Professional 
Certification (i.e. 
Chartered 
Accountant) 

10 5 

Graduate Degree 19 10 

Missing 7 4 

Total 186 100 

The above demographics place the majority of this study’s respondents within the 

percentage of the general population who are most likely to adopt and diffuse innovative 

behaviours faster than the general population, rather than slower.  Using the Diffusion of 

Innovation Theory (explained in Literature Review) Table 15 illustrates the continuum of 

characteristics that separate ‘Laggards’ from ‘Innovators’ (Rogers, 2003). 
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Table 15 

Diffusion of Innovation Theory continuum 

Laggards Innovators 

Oldest Youngest 

Lowest social status  Higher Social Status 

Risk Adverse Willing to Take Risks 

Lowest Education Advanced Education 

Contact only with family and close friends Very Social 

Very Traditional Contact with other Innovators 

Skeptical of Innovation Contact with Science and Technology 

Lowest income bracket Financial lucidity 

For some pro-environmental behaviours (PEB) that have been widely practiced for years 

due to municipal programs (i.e. blue box), we can only conclude that respondents who first start 

this behaviour at work would be considered ‘late majority’ and ‘laggards’ - characteristics of this 

specific ‘Blue Box Sub-group’ will be discussed later in this chapter.   For other more innovative 

PEBs like precycling – reducing waste by changing behaviours that generate waste – starting this 

behaviour at work will put the respondent into more of an ‘early majority’ position.  A table is 

soon presented that outlines the specific PEBs started at work, and after that another that 

summarizes the number of friends, family, and community members these respondents perceive 

they have influenced with their pro-environmental behaviours.  Together these tables illustrate 

how effective this specific study population is at adopting and then teaching PEBs.  This 

information, combined with the previous demographics, does suggest that tech sector employees 

are in a position to positively influence others with their pro-environmental behaviours.  
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Specifics of whether tech sector employees are generally quicker than employees from other 

sectors to adopt and diffuse PEBs would be the topic of a future research project.  

Thirty-two percent of the respondents hold a position of some authority over staff.  

Because of the differences in company sizes, it is difficult to place the authoritative individuals 

within upper or middle management positions based on the number of staff they supervise.  For 

the purposes of this study, all management positions have been aggregated to allow for 

comparisons between authority and non-authority groups.   

Employee Attitudes, Workplace Culture, and Behavioural Motivators 

Data in this section was collected to flesh out the underlying environmental attitudes of 

respondents, their perceptions of workplace culture, and their motivators for pro-environmental 

behaviour.  Though these findings do not specifically address the main research questions in the 

study, they do provide valuable information for the applied use of these results – namely 

promoting, designing and improving workplace pro-environmental initiatives.  

Employee environmental attitudes were measured in Question 4 (see questions that make 

up Q4 in Table 16) using a Likert scale, with 1 being ‘strongly disagree’ and 5 being ‘strongly 

agree’.  The mean shows the respondents to be in the top quartile for each question, with the 

exception being a more neutral response to the question ‘my behaviour is guided by my strong 

environmental values’.   
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Table 16   
 
Employee environmental attitudes 
 

 
N Mean 

Std. 
Deviation 

Whatever harm I do to 
the environment I 
ultimately do to myself 
and those I care about 

186 4.19 .739 

My behaviour has no 
significant impact on the 
environment 
 

183 1.82 .829 

My behaviour is guided 
by my strong 
environmental values 
 

184 3.77 .798 

Climate change isn't a 
problem 
 

181 1.73 .958 

 

Table 17 details answers to Question 5, which measures the respondents’ perception of 

environmental culture in their workplace. A Likert scale was used, with 1 being ‘strongly 

disagree’ and 5 being ‘strongly agree’.   Results indicate that the majority of employees practice 

environmental behaviours at work, feel they can express their environmental values, and learn 

and practice these behaviours with their supervisors’ support.  These results support the claims 

made in the interviews by management that their companies do encourage a strong focus on the 

environment within the work culture. 
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 Table 17 
   
Environmental culture in the workplace 
 

 
N Mean 

Std. 
Deviation 

I practice environmental 
behaviours at work 

184 4.10 .662 

I can express my 
environmental values at 
work 
 

184 3.97 .757 

There is strong 
supervisory support for 
employees' 
environmental efforts 
 

184 3.76 1.008 

I learn environmentally-
friendly behaviours at 
work 
 

185 3.37 1.081 

I influence my peers 
with the environmental 
behaviours I do at work 
 

183 3.30 .832 

This company's 
environmental values 
were one of the main 
reasons I chose to work 
here 

184 2.53 1.061 

 

Though 33 respondents (18%) indicated that they chose to work for their employers due 

to the company’s environmental values, these results must be balanced with the reality that few 

people have the luxury to pick and choose employers based solely on the environmental values 

the employer supports.   
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In Question 9, again using the same grading scale, respondents listed their top three 

strongest motivators for doing pro-environmental behaviours (PEBs) at work as: 

#1 – It’s the right thing to do 

#2 – Positive peer pressure (i.e. encouragement) 

#3 – Positive recognition. 

Table 18 
   
Motivations for doing PEBs at work 
 

 
N Mean 

Std. 
Deviation 

It's the right thing to do 181 4.60 .818 

Positive peer pressure 
(encouragement) 
 

156 3.20 1.273 

Positive recognition 
 

145 2.86 1.407 

My boss asks me to 
 

113 2.30 1.349 

Financial rewards 
 

121 2.23 1.578 

Competitions with other 
departments or 
companies 
 

128 1.92 1.20 

Negative peer pressure 
(eco-bullying, shaming) 
 

137 1.84 1.185 

Tickets/penalties 
 

112 1.71 1.168 

If I don’t I might get 
fired 

91 1.63 1.263 

Note: ‘not applicable’ responses not included in table.   
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It is interesting that the highest numbers of ‘not applicable’ responses were for the three 

most authoritarian choices:   

1) ‘If I don’t I might get fired’ – 90 chose ‘not applicable’ 

2) ‘Tickets/penalties’ – 69 chose ‘not applicable’ 

3) ‘My boss asks me to’ – 65 chose ‘not applicable’ 

These findings apply to Research Question 1 (If an authority figure in the workplace 

requires that environmental behaviours be practiced, does this affect the uptake of these 

behaviours within a worker population?).  The influence that workplace authority has on the 

PEBs of staff is discussed in detail in the next chapter. 

In answer to Question 11, respondents listed their strongest influencers for doing pro-

environmental behaviours in the following order:  Spouse/partner, children, friends.  A Likert 

scale was used, with 1 being ‘no influence at all’ and 5 being a ‘strong influence’.  Table 19 

illustrates the findings. 
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 Table 19 
   
Influencers for doing pro-environmental behaviours, regardless of context 
 
 

N Mean 
Std. 
Deviation 

My spouse or partner 160 3.46 1.386 

My children 
 

100 3.35 1.499 

Friends 
 

180 3.29 1.162 

My community 
(neighbourhood, 
municipality) 
 

181 3.25 1.261 

My family (parents, 
siblings, cousins, etc.) 
 

168 3.09 1.271 

Media (TV, radio, 
magazines, podcasts, 
etc.) 
 

174 2.82 1.236 

Workplace (peers, 
workmates) 
 

180 2.78 1.380 

Interest group (sport 
team, activity club, 
class, church group, 
etc.) 
 

158 2.67 1.260 

Workplace (supervisors 
or authority figure) 
 

178 2.33 1.288 

Social networking group 
(Facebook, blog, 
website, online 
activism) 
 

149 2.15 1.179 
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Eighty-five respondents chose ‘not applicable’ for ‘children’, suggesting that 46% of the 

respondents don’t have children.  The people who do have children list them as a strong 

motivating influence.    

It is interesting that respondents rated work-related influencers (peers, authority figures) 

below the neutral point (3), yet 82% of study respondents did learn at least one PEB at work.  

Perhaps Question 11 (Please indicate the influence that each of the following has on your 

environmental behaviours) put respondents in touch with the people they do PEBs for, rather 

than the environment in which they do them.  

The Effectiveness of the Workplace in Establishing Pro-environmental Behaviours 

The balance of this chapter is dedicated to exploring the responses to the four remaining 

research questions investigated in this study:  

1) Can pro-environmental behaviours become habits (i.e. sustainable) if performed 

regularly in a work environment?  

2) If so, do these workplace habits then become lifestyle habits?  

3) Do employees model these learned behaviours to others in their circle of 

influence? (i.e. “diffusion of innovation”)?   

4) If so, do employees believe their positive role-modeling increases the number of 

PEBs practiced amongst their family and friends? 

The above are specifically addressed with survey questions Q6, 7, 8, 10, 13, 14, and 15.  

The reader can read the full text for each question in Appendix D. 

Tracking Specific Environmental Behaviours learned at work. 

Eighty-two percent of the respondents (153 out of 186 individuals) started at least one 

pro-environmental behaviour at work. 33 people skipped Question 7 on the survey (Please check 

any environmentally-friendly behaviour you first started doing at work), which could imply that 
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these 33 people do not do PEBs at all.  Further analysis revealed that 32 of the 33 practice a 

minimum of 5 PEBs at home, or at home and work (13 practice 8 PEBs, 7 practice 7PEBs, 8 

practice 6 PEBs, 4 practice 5 PEBs) and the 33rd practices none at home.  This implies that 97% 

of the respondents who didn't start a PEB at work already practiced PEBs before starting at the 

company or before the company implemented the PEBs.  These 32 people likely act as role 

models of pro-environmental behaviours for their colleagues. 

 The findings suggest that the PEBs best learned at work are: 

#1 – Printing double-sided and using print preview 

#2 – Recycling tetra-packs and Styrofoam 

#3 – Recycling electronics 

Printing double-sided and recycling electronics are environmental behaviours associated 

more with office than with home environments.   The behaviours that have high uptake at work 

but lower ‘crossover’ rates (composting, recycling tetrapacks/Styrofoam) into the home 

environments are initiatives not yet supported by local curbside municipal recycling programs.  

This suggests that once municipalities make it easy for individuals to recycle a full range of 

items from their homes a high rate of adoption will ensue - especially for those individuals who 

work for employers that already support these behaviours. 

Table 20 illustrates the specific pro-environmental behaviours learned by respondents at 

work, then tracks the same behaviours with the same respondents to determine whether these 

behaviours become habits at work with these individuals, if they start practicing these PEBs at 

home, and if they perceive that they’ve taught this behaviour to others in their field of influence.   
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Table 20:  Specific pro-environmental behaviours study respondents learned at work N=186. Not 
all companies support all initiatives.  (‘rspndnts’ = respondents)

Specific  
PEB started 
at work 
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Started doing 
this PEB at 
work 
 

37 people 
(20% 
of rspndnts) 

60 people 
(32% 
of rspndnts) 

38 people 
(20% 
of rspndnts) 

22 people 
(12% 
of rspndnts) 

22 people 
(12% 
of rspndnts) 

41 people 
(22% 
of rspndnts) 

113 people 
(61% 
of rspndnts) 

35 people 
(19% 
of rspndnts) 

PEB now a 
habit? 

Yes, for 97% 
of the 37 
people 

Yes, for 88% 
of the 60 
people 

Yes, for 76% 
of the 38 
people 

Yes, for 91% 
of the 22 
people 

Yes, for 77% 
of the 22 
people 

Yes, for 83% 
of the 41 
people 

Yes, for 91% 
of the 113 
people 

Yes, for 71% 
of the 35 
people 

Now practice 
this specific 
behaviour at 
work and 
home? 

Yes, for 92% 
of the 37 
people 

Yes, for 58% 
of the 60 
people 

Yes, for 32% 
of the 38 
people 

Yes, for 77% 
of the 22 
people 

Yes, for 91% 
of the 22 
people 

Yes, for 66% 
of the 41 
people 

Yes, for 48% 
of the 113 
people 

Yes, for 74% 
of the 35 
people 

Perceive 
they’ve 
influenced 
friends of 
family to 
adopt this  
PEB 

76% of the 
37 people 
who started 
using the 
blue box at 
work feel 
they have. 

Included in 
recycling for 
this question 

58% of the 
38 people 
who started 
composting 
at work feel 
they have. 

76% of the 
22 people 
who started 
reducing 
water/energy 
at work feel 
they have. 

78% of the 
22 people 
who started 
precycling at 
work feel 
they have. 

Included in 
recycling for 
this question 

Not 
applicable in 
the home 
environment 

81% of the 
35 people 
who started 
using alt. 
transporta-
tion feel they 
have. 
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For some behaviours, respondents have shown higher incidences for influencing others 

than in practicing these behaviours themselves at work and home (i.e. composting, using 

alternative transportation) – this could be the ‘do what I say, not what I do’ factor.  Table 20 

clearly addresses the overarching research question (Do pro-environmental behaviours that are 

required at work as part of the company culture become habits for employees and diffuse into 

communities if/when employees role-model these behaviours to their families and friends.) 

implying that if people are required (encouraged, supported) to practice environmental 

behaviours in the workplace they do adopt, then teach, these behaviours to others. 

To learn if there is a significant relationship between starting a PEB at work and having 

this PEB become a habit, I filtered respondents by the specific pro-environmental behaviours 

they started at work, then further screened these individuals to find the percentage for whom 

these PEBs became habits (see line 2 of Table 20).  The mean of these percentages is 84%, 

therefore 84% of the time, people who start a PEB at work will go on to develop this same 

behaviour into a habit.     

To discover if learning one PEB can lead to others, I tracked the environmental 

behaviours of the subgroup of individuals who first started using the blue box at work – 37 

people, or 20% of the respondents.  I chose the blue box because it is part of every municipal 

recycling program therefore the public has been educated on its use for years; the individuals in 

Table 21 have consciously or unconsciously resisted the efforts of municipalities, schools, and 

public information campaigns to change their waste-related behaviours.  For these 37 

respondents (first identified in Table 20), using the blue box at work became a habit for 97% of 

them, 92% now use the blue box at work and home, and 76% feel they’ve influenced a friend, 

family or community member to also use the blue box.  Table 21 tracks the other PEBs this same 
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subgroup has learned at work, illustrating the effectiveness of the workplace in training 

individuals to adopt sustainable lifestyle habits. 
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Table 21   
Tracking specific pro-environmental behaviours learned by respondents who first started using 
the blue box at work  (N=37) 

 

Specific  
PEB started 
at work 
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Started doing 
PEB at work  

57%  
(21 out of 
potential 37 
blue boxers) 

35%  
(13 out of 
potential 37 
blue boxers) 

49%  
(18 out of 
potential 37 
blue boxers) 

41%  
(15 out of 
potential 37 
blue boxers) 

41%  
(15 out of 
potential 37 
blue boxers) 

86%  
(32 out of 
potential 37 
blue boxers) 

30%  
(11 out of 
potential 37 
blue boxers) 

 
N.B.  The ‘blue box subgroup’ is now further filtered by the other PEBs learned at work.  The percentages below track the 
behaviours associated with each new PEB.  (i.e. Out of the 21 Blue Boxers who first started recycling tetrapacks at work, 76% 
now consider recycling tetrapacks a habit, 57% recycle tetrapacks at work and home, and 85% perceive that they’ve taught 
others to recycle tetrapacks). 
 
PEB now a 
habit? 76% 85% 89% 80% 93% 91% 82% 

Practice this 
specific 
behaviour at 
work and 
home now? 

57% 46% 83% 100% 67% 56% 55% 

Perceive 
they’ve 
influenced a 
family 
member or 
friend to do 
this PEB.  

85% 
 
Included in 
‘recycling’ 
for this 
question 

67% 76% 67% 

87% 
 
Included in 
‘recycling’ 
for this 
question 

N/A 70% 
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The demographic profile of an individual who has started at least 3 PEBs at work is 

outlined in Table 22, below. 

Table 22 
   
Profile of respondent who has started at least 3 PEBs at work 
 

3 or more PEBs learned at work Compared to average survey respondent 

69.8% female 50% female 

42.6% in authority positions 32.3% in authority positions 

62.7% make more than the average salary 
of a full-time employee in Victoria 

72% make more than the average salary of a 
full-time employee in Victoria 

49.1% have an undergrad degree 43.8% have an undergrad degree 

This suggests that educated women, especially those in authority positions, are more 

likely to learn PEBs at work.  This could be attributed to female managers modeling behaviours 

to lead their staff. 

Age does not seem to have a strong bearing on learning PEBs at work as there is a fairly 

even split between all the groups; 36.7% were Baby Boomers, 32.6% were Millennials, and 

30.6% were Generation X.  It is interesting that in the earlier interviews with the employers 

several noted that the younger staff seemed to be keener about doing PEBs at work. 

Diffusion into Employee Lifestyles  

To observe how workplace environmental initiatives affect the lifestyles of employees, I 

asked participants to respond to the following statement, ‘Practicing environmental behaviours 

at work has encouraged me to do the following in my personal life’.  ’A Likert scale was used 

with 1 being ‘strongly disagree’ and 5 being ‘strongly agree’.  Since all of the answers are above 
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the neutral point (3), it seems that practicing environmental behaviours at work has some affect 

on the other environmental behaviours that employees practice in their lives outside of work.   

Table 23 
   
How practicing PEBs at work affects employee lifestyle behaviours 
 

 
N Mean 

Std. 
Deviation 

Feel more personally 
responsible for the 
environment 

156 3.49 1.088 

Be more aware of how my 
personal behaviours impact 
the environment 

158 3.44 1.093 

Switch to environmentally-
friendly cleaning products 

156 3.25 1.141 

Buy locally sourced food  
and products 

156 3.18 1.216 

Buy less stuff: I'm more 
frugal with my money  
and resources 

154 3.03 1.144 

 

Diffusion into the Community 

I ran the Spearman’s test to answer the question: ‘Do people who start a PEB at work 

believe they positively influence others with their pro-environmental behaviours’.  The Spearman 

Rank Order Correlation Coefficient = .98, which shows that there is a near perfect positive 

correlation between starting a PEB at work and positively influencing others.  I got this number 

by creating one column (in an Excel™ spreadsheet) with the number of PEBs each individual 
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learns at work and correlating it to the actual number of people that same individual believes s/he 

influences with their pro-environmental behaviours.  It must be pointed out that though a strong 

correlation exists, this is not proof that one behaviour causes the other.  This question could be 

further explored in a future study. 

The scatterplot in Figure 5 below illustrates how effective people believe themselves to 

be at influencing others to pick up the PEBs that they employ.  There seems to be no relationship 

between a greater number of PEBs learned and more people taught. 
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Figure 5 

  
Plot comparing number of people influenced to number of PEBs learned 

 

 

Assuming the lowest number in each category (i.e. 1-3, 4-6, 7-10, etc.), Table 24 

illustrates the number of people positively influenced by respondents who started a PEB at work. 
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Table 24 
   
Minimum number of people influenced by study respondents 
 

Group Influenced by Survey Respondents Total Number 

 
Children 105 

Spouse or Partner 107 

Family (parents, siblings, extended) 220 

Friends 297 

Acquaintances 177 

Neighbours or Community 
 

172 
 

Total number influenced by those who 
started PEB at work 

 

1078 
 

153 people who started a PEB at work influenced 1078 people with 
their pro-environmental behaviours.   
 

 

For every employee who learns a new PEB at work, that individual believes they will (on 

average) influence 7 people with his/her environmental behaviours; this amount would need to 

be further quantified in a future study by asking the friends and family members of employees if 

they feel they have been positively influenced by that individual and in what way.  

Using filters in Survey Monkey™ to find the people who felt they didn’t influence 

anyone with their PEBs, I found 9 respondents who claimed this. This subset (9) is too small to 

accurately create a demographical profile of these individuals.  Six respondents didn’t answer 

any questions on the third page (i.e. diffusion questions), therefore they are coded as missing. 

Conversely, because the majority of the respondents do claim that they’ve influenced at least one 
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person with their PEBs, it can be concluded that the demographical profile of respondents in this 

study also applies to people who perceive that their environmental efforts positively influence 

others. 

Conclusion 

The findings of this study suggest that the workplace is an effective milieu in which to 

learn pro-environmental behaviours.  There is a relationship between working for an employer 

who requires PEBs to be performed at work and the formation of PEBs as employee workplace 

habits (i.e. sustainable behaviours). There is a relationship between PEBs becoming habits at 

work and PEBs becoming habits at home (i.e. lifestyle habits). There is a relationship between 

employees adopting PEBs as habits at work and role-modeling these behaviours to individuals 

within their circle of influence.   Lastly, there is a relationship between employees role-modeling 

PEBs and their perceptions of responsibility for increases in the number of pro-environmental 

behaviours practiced amongst their family and friends. 
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Chapter Five:  Discussion and Conclusions  

Findings are summarized then discussed, and how this study contributes to current 

academic work is outlined.  Suggestions for future research follow, and the chapter concludes 

with recommendations for how to apply this research.   

Discussion of Research Questions 

Research Question 1 – if an authority figure in the workplace requires that environmental 

behaviours be practiced, does this affect the uptake of these behaviours within a worker 

population – was only partially addressed by findings.  The employers in this study are 

democratic.  They work with their staff to create environments that support pro-social and 

environmental behaviours, supporting the tenets of corporate social responsibility:  people, 

planet, profit.  Though not autocratic, these employers do hold positions of authority over the 

staff they employ by the simple fact that employers control paycheques.  If an employee does not 

do what an employer contracts them to do or does not fit into the corporate culture, the employee 

will be let go. This is a basic truth of the workplace.   Though pro-environmental behaviour is 

taking place within a context of authority, using authoritarian methods to coerce respondents 

clearly isn’t the most effective method for assuring that pro-environmental behaviours are 

adopted.  Some individuals are influenced by authority (Q.9 ‘My boss asks me to’ and ‘If I don’t 

I might get fired’), true, but it is clear that personal environmental values and a positive, 

supportive work environment are much more effective at creating workplace environmental 

behaviours than is old-fashioned authoritarianism.    

It is important to note that though authority (coercion, force, paternalism) in the 

traditional form is not a motivator for these respondents, leadership may be.  This is suggested by 

answers to authority-related questions (see Table 18) and employee responses to Question 12 (Is 
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there something that your supervisor, the company leader, or a co-worker has done at work that 

encourages you to practice environmental behaviours outside of work?).  Thirty percent of the 

respondents answered ‘Yes’ to Q12, citing a range of leadership behaviours from funding 

environmental workplace programs to stopping on the way to a management meeting to help 

staff sort recyclables.  Leadership is defined as “the process of social influence in which one 

person can enlist the aid and support of others in the accomplishment of a common task” 

(Chemers, 2002).  Or as David Monahan, CEO of Smart Dolphin succinctly puts it, “[y]ou lead 

people and manage activity” (Monahan, 2010).  A leader is “someone who people choose to 

follow [and] influences others to do things that they may not otherwise do”; it is a “position of 

respect earned by actions” (“Leader Network,” n.d.).  Leadership helps to create the kind of 

empowering work culture that supports sustainability, positive peer pressure, and personal 

efficacy.  Research Question 1 can be answered with:  positive leadership that supports the 

establishment and practice of pro-environmental behaviours in the workplace encourages 

employees to form pro-environmental habits at work.   

Research Question 2 – Can pro-environmental behaviours become habits if performed 

regularly in a work environment – has been supported by findings, with respondents who start a 

PEB at work listing this same behaviour as a now-established habit 84% of the time.  This 

supports the potentially habit-forming nature of an environment where a significant portion of 

the population spends at least 35% of their waking hours.   

In a proactive workplace, employees may be surrounded by leaders and peers who act as 

mentors.  Eighty-two percent of survey respondents started at least one new behaviour at work, 

supporting the theory that the workplace is an effective training ground for pro-environmental 

behaviours.  The behaviours best learned at work are those either specifically work related 
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(printing double sided) or those not yet supported by curbside recycling programs (recycling 

tetra-packs and Styrofoam).  See Table 20 for a detailed breakdown of how behaviours learned at 

work become habits, crossover to home, and are taught to others.  Table 21 illustrates how 

learning one behaviour can lead to others. 

In the companies I studied employees are encouraged – though not forced – to practice 

pro-environmental behaviours, and through norms and positive feedback their feelings of 

responsibility are heightened.   This sense of personal responsibility assists with the development 

of habitual behaviour.  

Research Question 3 – If pro-environmental behaviours become workplace habits, do 

these then become lifestyle habits – has been supported by findings.  Table 23 shows that the 

mean response is above the neutral point suggesting that good habits learned at work also 

become good habits at home.  These habits may be behavioural - like switching to 

environmentally friendly cleaning products or buying locally sourced food or products - or 

attitudinal, with heightened awareness of personal responsibility towards the environment and an 

understanding of the impact of personal behaviours being reported.   

Research Question 4 – Do employees model these learned behaviours to others in their 

circle of influence – has been positively supported by the findings of this study, with a near-

perfect positive correlation shown between a respondent starting a pro-environmental behaviour 

at work and feeling that they positively influence others in their homes and communities with 

their pro-environmental behaviours. 

Question 5 – If employees model these learned behaviours, do they believe their positive 

role-modeling increases the number of pro-environmental behaviours practiced amongst their 

family and friends – has been supported, with respondents claiming to positively influence 
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between 1 and 40+ individuals each with their pro-environmental behaviours.  Assuming the 

lowest number in each category, respondents believe they influence an average of 7 people 

(children, spouse, friends, etc.) each with their pro-environmental behaviours.  This number does 

not include co-workers. 

Additional Survey Findings 

In addition to the previously reported findings other findings emerged that were not part 

of the initial scope of the study, but are still of interest. 

Respondents listed their strongest motivators for doing pro-environmental behaviours at 

work as (1) it’s the right thing to do, (2) positive peer pressure, and (3) positive recognition (see 

Table 17).  The strongest motivator is grounded in personal ethics; according to Harland, Staats, 

& Wilke (1999), ethical norms are the strongest drivers for pro-environmental behaviours 

therefore this bodes well for implementing pro-environmental initiatives in the workplace. 

Respondents list their strongest influencers - regardless of context - for doing pro-

environmental behaviours as (1) spouse/partner, (2) children, and (3) friends (see Table 19).    

The majority of respondents practice environmental behaviours at work, feel they can 

express their environmental values, and learn and practice these behaviours with their 

supervisors’ support (see Table 16).   

Contrary to what employers reported during their interviews, age does not have a 

significant effect on learning pro-environmental behaviours at work. From the case studies, 

employers identified the following as the benefits of developing pro-environmental cultures in 

their organizations:  employees are more engaged and morale is high, less ‘churn’13, attract top 

                                                 

13 Employee turnover 
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people, cost savings from reduction in energy and resource use, competitive advantage, 

improved service offerings to clients, community outreach, and positive public relations.  

Employers identified the following as the costs of implementing sustainability at work:  sorting 

recyclables can be time-consuming, financial payback on environmental decisions may not be 

immediate, environmental products may cost more, and educating employees takes time. 

Research Contributions 

This study advances our understanding of pro-environmental behaviours in the workplace 

by offering unique contributions to the field while supporting and advancing the work of others.  

The main contribution of this study is to illuminate that the workplace has been omitted 

as a key source of behaviour change – specifically for pro-environmental behaviours, but 

potentially for many other pro-social behaviours.  Voydanoff ‘s 2001 metastudy does outline 

how workplace affects like “income, economic strain, job content and demands, workplace 

flexibility and support, and role quality” (p. 1618) can crossover to home, family and 

community, however, she does not focus on pro-environmental behaviours.  Table 25 outlines 

the work of other researchers whose findings are supported by this research.  A discussion of the 

alignments follows the table.    
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Table 25   
Similarities between study findings and those of others 
Author/ 
Researchers 

Year Findings 

Tudor, Barr  
& Gilg  
 

2007 If people recycle at home, they are more likely to recycle at work. 
There is a similarity between sustainability of behaviours between 
settings. 
 
Environmental behaviours are strongly influenced by underlying 
environmental beliefs.  
 

Spreitzer  2007 When organizations empower employees by allowing them more 
control over their work and a stronger voice, these participatory work 
practices become skills that the employee will then adopt to 
strengthen their communities. 
 

Zutshi & 
Sohal 

2003 “[T]op management plays a significant role in the successful 
implementation and maintenance of any [pro-environmental] 
programme by providing both tangible (dollars) and intangible 
(support, encouragement of employees, commitment of time) 
resources that determine that successful adoption and maintenance of 
the programme” (Zutshi & Sohal, 2003, p. 143).  
 
“A direct relationship exists between employee involvement and 
successful implementation and completion of a programme” (ibid). 
 

De Young 
 

2000 People engage in environmental behaviour because of the personal, 
internal contentment they gain. (i.e. Question 9 “It’s the right thing to 
do”). 
 
To be effective, environmentally responsible behaviour must be 
durable, intrinsic, include a component of personal-satisfaction, be 
generalizable (spill over into other areas) and allow someone to feel 
competent while performing the behaviour.  
 

Pelletier, 
Green-
Demers, 
Tuson, Noels, 
& Beaton  

1998 People are more likely to engage in pro-environmental behavior 
when they derive pleasure and satisfaction from acting  
pro-environmentally. 

Wall   1995 People will engage in pro-environmental behaviour if the behaviour 
is inexpensive and easy to do. 
Social pressure placed on compliance within a community strongly 
influences positive environmental action  

 



                  105 
 

Tudor et al found that there is a similarity in the sustainability of behaviours between 

settings - specifically developing a PEB into a habit at home then bringing it to work.  This was 

supported by the majority of respondents in this study who started a PEB at work, developed it 

into a habit (i.e. sustainable behaviour), then brought it home. 

Spreitzer found that empowered employees (i.e. workplace culture encourages autonomy, 

efficacy, control) model these positive behaviours at home and in their communities.  Good 

habits are hard to break.  This study supports these findings by illustrating how employees who 

are empowered to behave pro-environmentally at work also model these behaviours at home and 

in their communities (Table 20 and 24, Figure 5). 

Zutshi and Sohal (2003) pointed out that both management and employees must commit 

resources (time, money, encouragement, responsibility) to create a strong environmental 

program in the workplace.  Feedback from the management interviewed in this study has 

completely supported this finding.  Survey respondents concur, with 65% agreeing that there is 

strong supervisory support for employees' environmental efforts (Table 17).  When survey 

respondents were asked about their feelings of personal environmental responsibility (Table 23), 

the mean is above the neutral point for all five sub-questions, showing an above-average 

awareness of responsibility.  This sense of responsibility creates a bridge over the gap noted by 

Blake (1999), where not taking responsibility is a barrier to pro-environmental action. 

De Young found that people engage in environmental behaviours because, among other 

things, it gives them personal satisfaction.  This was supported in this study by the majority of 

survey respondents who, when asked what motivates them to do environmental behaviours at 

work, answered ‘It’s the right thing to do’ (Table 18).  This finding is also supported in the 1998 

study conducted by Pelletier, Green-Demers, Tuson, Noels, & Beaton. 
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Wall found that people will engage in pro-environmental activities if it is inexpensive, 

easy, and everyone else is doing it.  This has also been supported by these findings.  Inexpensive:  

the companies in this study pay for the removal of compost and soft plastics, giving their 

employees a cost-free way to dispose of any ‘waste’ not included in curbside blue box programs.  

Easy:  company green teams make it easy for people to do the right thing by providing signs at 

recycling bins and conducting lunch ‘n learns to educate employees about new initiatives.  

Everyone else is doing it:  the positive peer pressure provided by those who had already been 

doing PEBs at home before the initiative started at work, combined with the pressure of a 

company culture that supports these behaviours, guarantees that the majority of employees will 

act pro-environmentally in the workplace.  

This study contributes to the existing body of research detailed in the literature review 

and summarized in Table 25 above by providing support for the proposal that the workplace is an 

effective milieu in which to promote pro-environmental behaviours that become employee habits 

due to continual repetition in a supportive environment.  This learning by doing – supported by 

positive peer pressure and leadership - helps to create and/or strengthen environmental awareness 

and a positive self-image in employees, which then fuels their desire to mentor others within 

their field of influence.  This recursive pattern positively affects employees, the employer, and 

the community an organization operates within.   

Workplaces directed by forward-thinking leaders who create/allow/ support cultures that 

encourage employee innovation, responsibility and autonomy are potential breeding grounds for 

myriad society-changing behaviours.  These organizations are valuable resources and must be 

recognized, then partnered with, to create advantages for society as a whole.  Most of us work; 

this means that every day we go to work we have the opportunity to create positive change.    
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Potential Future Research 

Though sustainability is important for the employers in this study and their staff, none of 

these companies have made it mandatory that their staff practice pro-environmental behaviours 

at work.  Would mandatory compliance in the workplace increase the numbers of people who 

recycle, precycle and compost?  Potentially.  Will it create more people who value the 

environment and habitually choose to practice environmentally-friendly behaviours?  Potentially.  

Bem’s Self-Perception Theory has been supported by the actions of respondents in this study:  

when people find themselves doing a behaviour – especially one that elicits wide social support - 

they start thinking of themselves as the kind of person who wants to do this behaviour, 

eventually freely choosing to do it on their own.   Good habits are hard to break.   People are 

more likely to use their behaviour as proof of their beliefs if they feel they engage in actions 

because they want to, not because they have to (Bem, 1972).  Mandatory compliance would need 

to be carefully orchestrated because behaviours compelled by threat of punishment or monetary 

inducements are not seen as intrinsic choices (ibid) therefore are easily dropped; survey 

responses make it clear that negative feedback is not as effective as is positive.   It would be 

interesting to learn if mandatory compliance will force adoption of pro-environmental 

behavioural changes and create stronger pro-environmental beliefs; this is the subject of a future 

study. 

A second study could answer this question:   ‘Does a person gain understanding of the 

environmental impact of his/her behaviour and a sense of personal responsibility towards the 

environment when encouraged to perform PEBs regularly?’  With Question 10 (Practicing 

environmental behaviours at work has encouraged me to do the following in my personal life) I 

attempted to measure how the daily practice of PEBs at work impacted other lifestyle decisions 



                  108 
 

in respondents’ personal lives. The results showed that, on average, respondents feel that the 

work environment has an above average (3.29 – middle point is 3) influence on their personal 

lives. A study would need to be designed to measure the respondent’s understanding of their 

environmental impact and sense of personal responsibility over time.  

A third study could compare the rate and level of employee uptake of different 

environmental initiatives at different companies, then explore the variables that contribute to 

these factors (i.e. supervisor support for initiatives, types of incentives used, is sustainability 

implanted into company vision and mission, etc.). Though all are potentially interesting topics 

for future research, they are beyond the scope of this research. 

Study Recommendations 

Because employees who adopt pro-environmental behaviours at work generally do 

influence people outside of work with their behaviours, this exposes the workplace as an 

important, largely untapped, leverage point that is effective in creating powerful, fast, 

sustainable, social change.   My recommendation is that government agencies and NGOs partner 

with employers to encourage pro-environmental behaviour change among employees.   Using the 

approaches to organizational change detailed by Katz and Kahn (1978), tactics most likely to 

influence the uptake of pro-environmental behaviours are information, peer group influence, 

feedback, and systems-wide changes.  These tactics are included in the program outlined below.  

Ideally, this program will assist an employer to: 

• Create an Environmental Policy for the company (the vision)  
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• Create a Sustainability Committee (the champions14) 

• Supply easily-targeted ‘bytes’ of environmental education to staff at ‘lunch and 

learns’ 

• Install informative signs to prompt behaviour (i.e. display images of  what goes 

into each recycling bin) 

• Share best practices with other companies or organizations for motivating and 

supporting staff to adopt new behaviours  

• Measure baselines and monthly results because you can’t manage what you don’t 

measure 

• Regularly report on pro-environmental goals to all stakeholders (management, 

employees, clients, suppliers, shareholders, etc.) 

• Identify local environmental product and service providers 

• Supplement the employer’s costs of contracting environmental service providers 

to pick up compost, soft plastics, batteries, Styrofoam, etc.  

Portions of the described program are already offered by different service providers.  The 

Natural Step™15 gives company environmental champions a common lexicon and helps imprint 

                                                 

14 Champions are required to create programs and motivate their peers:  “[t]he company 

resources and the internal enthusiasm of an individual and their ability to organize people is 

really the ultimate determinant” (Wu, personal communication, March 9, 2010) of the success of 

any sustainability program.  As Xian notes, “[s]omeone is always required to ‘lead the charge’.  

That person needs to have enough time to devote to the program for it to be successful“(ibid). 
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‘green’ onto the company DNA to allow innovative pro-environmental practices to grow 

organically from this base of understanding.  ISO 140001 and the Global Reporting Initiative 

(GRI) provide frameworks that help companies create environmental reports to help businesses 

demonstrate compliance to government and client demands.   Douglas McKenzie-Mohr and 

William Smith created a working theory, Community Based Social Marketing (1999), with a 

supporting set of tools to prompt behaviour change at decision-points (i.e. using signage).   

Though parts of what is needed do exist, a comprehensive program that an employer can adopt 

for a small or null entry fee is not yet in evidence. 

These government and NGO supported programs will not only assist people to adopt pro-

environmental habits, they will create legions of citizens to evangelicize the ‘good word’ of pro-

environmentalism.  Further, a lucrative side-benefit for employers exists because they can 

harness the innovation of their staff to create the sustainable processes and products that must 

happen to reinvent a world that we, and our children, want to live in.   

If employees do influence as many people with their pro-environmental behaviours as 

they believe they do (average 7 per person), an employer with a staff of 100 can potentially 

influence not only his/her 100 staff, but an additional 700 people in the community should s/he 

choose to implement pro-environmental (or pro-social) initiatives at work.   This suggests that 

the workplace truly is a driver for pro-environmental social change. 

                                                                                                                                                             

15 http://www.naturalstep.org/ 
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Thesis Conclusion  

I’d like to close with three quotes: 

It is clear that governments alone have neither the will nor the capability to accomplish 

sustainability on their own.  The private sector, as the chief engine of economic activity 

on the planet, and a major source for creativity, innovation and entrepreneurship, must be 

involved in trying to achieve sustainability (Robinson, 2004, p. 378).    

 

We’re coming to work but work is still part of the whole.  We’re all part of this 

world and everything we do has an impact…we’re all part of each other.  If you 

don’t get that, where are you making business decisions from?  What kind of 

decisions are you going to end up making?  The time when it was just fine for 

companies to destroy, and rip the earth up, those days are coming to an end: thank 

goodness!  We are understanding that we share this planet and business has a 

great responsibility to sustainability because we’re looking at our kids, and our 

grandchildren and making sure that we’re doing things in a responsible fashion.  

Here we are…in this beautiful part of the world, how could we not want to 

support it, to keep it pristine for the kids coming up.  Smart business people 

understand that (Halla, personal communication, March 8, 2010).   

 
 

“If our office can do it why can’t you do it?”  

(Farmer, personal communication, March 10, 2010).  
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Appendix A:  Pre-Study Survey 

This survey - VIATeC Sustainability Round Table PEB Matrix - helped to create a matrix of pro-
environmental initiatives practiced at each company.    
 
 
Hello Sustainability Round Table Participants, 
 
This survey will create a table of the sustainability behaviours practiced at your companies, and a 
solid overview of your best practices. If a question asks about an initiative you haven't 
implemented yet, just skip the question and continue. You are not compelled to participate - 
please only do this if you want to. 
 
Once complete, this table can be used as a resource. For example, if you'd like to implement a 
specific initiative at your place of work, just look at the table, find the company who is already 
doing it, read the best practices for implementation, then connect with the environmental 
champion at that company to discuss. Deanne Turnbull Loverock will use these results to choose 
the companies she plans to study for her research project. 
 
This questionnaire will take approximately 20 minutes to complete. Thank you for your time. 
 
_______________________________________________ 
 
Because this survey will supply data for Deanne Turnbull Loverock's research project, the 
following information is included on the advice of the Royal Roads University Research Ethics 
Board: 
 
Please note that this is a 'Google Forms' survey instrument. Google is a US company. In the 
event that your survey response is processed and stored in the United States, you are advised that 
its governments, courts, or law enforcement and regulatory agencies may be able to obtain 
disclosure of the data through the laws of the United States. There is very little chance that this 
will happen, but we are required to advise you of this. 
 
Royal Roads University School of Environment and Sustainability thesis projects are not 
publicly accessible16. 
 
If you would like to verify Deanne's credentials please contact her thesis adviser, Dr. Ingrid 
Kajzer Mitchell, at ____________________. 
 
Your completion of this survey will constitute your informed consent.  

                                                 

16 The researcher was unaware that hard copies of completed thesis projects are publicly 

accessible in the RRU library.  However, they are not accessible via internal file servers. 
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1) Company and Main Contact Person 
 

2) What is your name and position? 
 

3) What is your company name? 
 

4) How many people does your company employ? Please include management.  
 

5) Who is the person that started the focus on environmental practices at your place of 
work? CEO? HR Director? Please list the name and position of the person who 
'started it all'.  

 
6) When did your organization start the environmental program? Please be as accurate 

as possible. Start from the point when your company went beyond the blue box 
program.  

 
7) Who is the Environmental Champion at your place of work? This is the person most 

likely to plan and implement sustainability initiatives. If there is a committee, name 
the leader.  

 
8) What is this person's contact information? Email address and phone number  

 
Pro-environmental Behaviours (PEBs) Practiced at Your Company 
If the questions below do not account for all the PEB's practiced at your work, please list the 
behaviours in the 'other' box and they will be added to this survey. Thank you. 
 

9) How does your company reduce waste?  
• Basic blue box recycling (paper, cardboard, pop cans, tins, glass) 
• Recycling of Styrofoam, tetrapacks, batteries, foil, soft plastics, etc.  
• Composting 
• Recycling computers and other E-waste 
• Other:  

 
10) Does your company invite employees to bring in hard-to-recycle items from home? 

ie. batteries? styrofoam? compost?  
• Yes 
• No 
• Don't Know 
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11) If you answered 'Yes', please check which items are allowed. Please add anything missing 
from the list.  

• Batteries 
• Styrofoam 
• Compost 
• Soft Plastics 
• Other:  

 
12) Are your employees encouraged to precycle? Precycling is reducing waste before it is 
created.  

• Yes 
• No 
• Sometimes 
• Don't know 

 
13) If you answered 'Yes' or 'Sometimes' above, please check the precycling     behaviours 
encouraged in your company. If it is not on the list below, please add it.  

• Print double-sided 
• Use 'Print Preview' to eliminate wasted pages 
• Use a water bottle instead of buying bottled water 
• Bring your own coffee cup to eliminate disposable cups 
• Have a 'no flyers' rule 
• Electronic packages for confererences 
• Other:  

 
14) Are your product designers encouraged to design your company products using fewer 
resources or with non-toxic chemicals? Does not apply to service companies  

• Yes 
• No 
• Don't Know 

 
15) If you answered 'Yes' above, please list the reasons.  

• Compliance (REACH, WHMIS, RoHS, etc.) 
• Reduce Packaging 
• Customer(s) request 
• Shareholder pressure 
• Community pressure 
• It's the right thing to do 
• Other:  
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16) How does your company reduce energy usage? Please add anything that is missing from the 
list.  

• Turn off computers at night 
• Have controls that turn off lights when you leave the room 
• Turn off copiers and business machines 
• Transitioning to CFL or LED lights 
• N/A 
• Other:  

 
17) Besides what you have already listed, does your company do anything else to reduce their 
waste? Garbage and recycling. For example, Jasco has a 'no anchors left in the water' policy. Do 
you do anything company-specific that has not yet been listed?  
 
18) Does your company use green cleaning products? These products have few (if any) harsh 
chemicals, are biodegradable, and have limited/recyclable packaging.  

• Yes 
• No 
• Don't know 
• If 'Yes', which products?  

 
19) Are your janitorial staff trained to properly recycle and use your green cleaning products?  

• Yes 
• No 
• Don't know 

 
Commuting 
 
20) Please put a number in each box to estimate the percentage of your staff who regularly (ie. 
3+ days per week) use these methods to commute to work. Please ensure this adds up to 100%. 

• Vehicle (one passenger) 
• Carpool with others  
• Bus 
• Cycle 
• Walk/run 
• Work from home 
• Other Please explain 

  



                  122 
 

21) How does your company encourage employees to use alternative forms of transportation? 
Please add anything missing from the list below.  

• Bike racks 
• Lockers 
• Showers 
• Limited parking spaces available 
• Bus passes 
• N/A 
• Other:  

 
Changing Behaviours 
In this section you will detail how you've educated and encouraged your employees to adopt pro-
environmental behaviours (PEBs) at work.  
 
22) Does your company have an environmental plan or policy?  

• Yes 
• No 
• Don't know 
• Other:   

 
23) If yes, how do they inform employees and customers about it?  

• In employee package 
• On website 
• In annual report 
• On company intranet 
• Facebook site 
• News releases 
• Other:  

 
24) Please check any of the following that your company uses to promote the uptake of PEBs 
amongst your staff  

  Bonuses Rewards Competitions Public 
Recognition Tickets  

Waste Reduction        

Energy Reduction        

Alternative 
Transportation        

Redesigning Products        

Redesigning 
Processes        
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25) Please list anything your company does that is missing from the list above.  If you use 2 or 
more incentives together to promote a behaviour, please also note that here.  
 
26) Does your company use mentors or education to help employees to change behaviour?  

• Yes 
• No 
• If you answered 'Yes' please give details.  

 
27) Does your management model pro-environmental behaviours to employees?  

 1 2 3 4 5  

Never      Always 
 
28) Has your company done anything specific to instill a sense of personal responsibility towards 
the environment in your employees? ie. Holding them accountable for their pro-environmental 
behaviours. Helping them to realize how their behaviours impact the larger world.  

• Yes 
• No 
• Don't Know 
• If 'Yes', please detail your methods. ie. 'By printing double-sided, we have saved the 

equivalent of a football field of trees". 
  
29) Do you have employees who will not do the pro-environmental behaviours practiced at your 
company? If you give out 'tickets', are there repeat offenders?  

• Yes 
• No 
• Don't know 
• If 'Yes', what are their reasons for not complying?  

 
30) What have you found to be the most effective methods to get employees to change their 
behaviours? Please be as detailed as possible  
 
31) Is there anything you'd like to add before you finish the survey? If so, please do below.  
 
Thank you for your time. The information from this survey will be used by the Sustainability 
Round Table Participants to Improve Sustainability Practices. 
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Appendix B:  Employer Interviews  

Initial Email Requesting Interview and Permission to Survey Employees  

From working with you on the VIATeC Sustainability Round Table for over a year now I am 
very impressed with the sustainable behaviours practiced by your company.  I'd like to invite 
Advanced Solutions to participate in a study that evaluates the role of the workplace in the 
adoption and diffusion of environmental behaviours.  I am conducting this thesis research project 
within the Royal Roads University MA Environmental Education and Communication program; 
though not the commissioning body for this study, VIATeC supports my research and Dan Gunn 
is my thesis sponsor.  
 
The study has two components.  The first is a short face-to-face or telephone interview with you, 
the person who started the employee environmental program in your company. This interview 
creates context for the study. I realize you need to discuss this with your executive team so I've 
attached the interview questions for your interest. The interview shouldn’t take longer than 30 
minutes, though if you’re enjoying the subject it could take longer.  The second part of the study 
is an online survey for your employees.  The survey measures how the environmental behaviours 
practiced in your office have been adopted then diffused into the community by your employees.  
The survey will take 7-10 minutes to complete.  To ensure a high response rate I ask that you, the 
employer, forward my survey request to your employees with a request that they complete it; I 
have prepared a short email that you can use if you like.  All responses to the employee survey 
will be sent to me.   
 
Participating companies will receive findings specific to their company.  Your HR and PR 
departments will have permission to use these results in company reports, news releases, on your 
website, in communications with all stakeholders, in your environmental policy, etc. with the 
understanding that full credit for the research is attributed to me, Deanne Turnbull Loverock.  
After reading the results you can let me know if you'd like to be identified as 'Company G' or 
Advanced Solutions in my final report.  
 
Before findings are released to the general public, all results from participating Victoria 
technology companies will be compiled then VIATeC will publish this summary through its 
communication channels.   Depending on results, I may send out a press release and submit an 
article to a peer-reviewed journal.  The findings will also be used by VIATeC's Sustainability 
Round Table participants to create and promote stronger environmental workplace programs in 
our tech community.    
 
I would like to complete my interviews by March 16.  Are you available?  I look forward to your 
response and hope to include you in this important study. 
 
Sincerely, 
Deanne Turnbull Loverock 
MAEEC Candidate 
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Employer Interview Questions 
 

1) Why did you introduce sustainable business practices in your company? (i.e. what was 
your main motivator?) 

2) When did you start? 

3) How does sustainability fit into your overall corporate culture?  Into your strategic plan? 

4) Has your focus on the environmental created strategic opportunities for your company's 
development? 

5) Would you consider yourself 'an environmental pioneer' compared to your competitors? 

6) Do sustainable practices positively affect your business?  If so, how?  (i.e. save $, 
increased employee engagement, investor engagement, employee morale, PR, 
compliance, etc.) 

7) Do these practices have a negative effect on your business?  If so, in what way? 

8) Have you ever done an environmental audit?  Or, do you use a program or framework to 
monitor your environmental practices on an ongoing basis?  If so, which one? 

9) What are your long term goals for your sustainability program? 

10) Does your company sustainability program allow employees to bring in recyclables (i.e. 
Styrofoam, batteries, soft plastics, etc.) excluded from the regular blue box program?  If 
so, why? 

11) How do you think the pro-environmental behaviours practiced at work influence your 
employees?   

12) Do you think your sustainability program has an effect in your employees' homes and 
community?  

-  
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Appendix C:  Sample Interview Transcript 

Employer Interview with Archipelago Marine Research, March 9, 2010.  Interviewed were:  

• Xian Wu – President and Chief Executive Officer (CEO) 

• Robert Fisher – Vice President, Founder of Archipelago Sustainability Initiative (ASI) 
Committee. 

• Jessica Saunders - Electronic Monitoring, Chair of ASI Committee.   

Deanne: Gives overview of study and answers any questions before she begins.  Why did you 
introduce sustainable business practices in your company? (i.e. what was your main motivator?) 
 
Xian:  We probably all have different answers.  Robert, you got the ball rolling so why don’t you 
answer first. 
 
Robert:  I did a 5 minute scan of the questions and what I wrote beside that was ‘values’.  Prior 
to this we did spend some time outlining corporate values as an exercise.  By the time that was 
finished we had an understanding.  We are in the business of responsible and sustainable fishing 
practices.  That’s what we do.  So that turned into “Well, can you walk the talk in some way?  If 
you believe this, what are you doing in your workplace?” That was my motivator.  
 
Xian:  I think it’s about values.  It was a natural extension of our business.  Doing something 
about it – walking the talk – takes some effort and initiative.  Robert got things rolling and our 
staff had lots of energy to carry it on.  Lot’s of initiatives come in from the staff, especially the 
younger staff.  The younger generation is really motivated in that way.   
 
Jessica:  When I was hired in 2006 I had heard of this committee but it was dormant at the time.  
I had learned about this at school, so it was 100% for me – what I believe, how I live at home.  I 
spend 8 hours a day here….I looked around and I saw areas where we could make some simple 
changes and really improve, so I joined the committee because I thought I could take my values 
and teach others around me.  What you were saying about influencing people directly around 
you, I feel strongly that I influence the girls that I work closely with – I talk to them all day, and 
they’re my friends.  It was personal, I wanted to share what I know. 
 
Deanne:  Share your passion. 
 
Jessica:  Yeah, because I believe in it.     
 
Deanne:  Good, thank you.  Second question:  When did you start? 
 
Robert:  I looked back at old emails…we did start in about 2003 - 2004.  We sort of struck a 
group and did some things.  The initiative, the energy, kind of died for about a year.  Tim and 
Jessica have helped to bring it back.  In 2007, Jessica? 
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Jessica:  It was in 2006 I tried to get on the committee.  Sam, in the floathouse, said “We aren’t 
really doing much, so try again later.”  We really revitalized it when we had that consultant come 
in.  I think that was in 2008. 
 
Robert:  That was 2008.   
 
Deanne:  What kind of consultant came in? 
 
Robert:  I got a fellow named Rob Janus, who you probably know.  Part of what he does is 
sustainability consulting for companies here in Victoria.  What we had done prior to 2008…we 
set up a few things, started our recycling program, it’s expanded since then, we’ve done an 
energy audit, but we didn’t really have a bigger picture sustainability vision.  What really is it all 
about?  So I thought we should bring Rob in to meet the committee and help build a picture.  
Which he did.  Doesn’t mean we’re doing everything, but it put a few things in peoples’ heads.   
 
Deanne:  He gave you the structure to meet long-term goals?  The bigger picture? 
 
Robert:  That was the idea.  Jessica, you tell me whether that happened. 
 
Jessica:  Yeah, I think we were stuck with looking at small little projects.  We were so focused 
on recycling, or low flush toilets, or whatever it was, that we didn’t talk about the bigger picture.  
Ultimately, what is ASI trying to do?  He took it back and definitely showed us the bigger 
picture, and where our initiatives fit into that bigger picture.  He got the ball rolling so we 
updated a bunch of really old documents with our vision and our goals:  none of that had been 
touched since I had joined.  He came in, we updated our documents and really got it rolling 
again.   It was definitely positive. 
 
Robert:  This was interesting to me, because I had thought back in 2003 or 2004, “We should do 
this, let’s get a group together”.  But I also know my own personality…I didn’t want to be the 
person in the center of it saying “We are going to do all the things that I want to do and I’m 
going to delegate it and all of you guys are going to do it”.  I very consciously stepped back from 
the committee in order to let them do their thing after it got set up.  I’m not saying that’s why it 
went dormant, but it was true that there wasn’t enough corporate structure behind it.  We brought 
Rob in – that was good, and there was (it’s not really regular) but there was reporting to the 
executive leadership team.  I think we’d benefit from bringing Rob back. 
 
Jessica:  Absolutely.   
 
Robert:  At least twice a year.  We haven’t done that. 
 
Xian:  My take on that is that it is individual champions that helps the committee to be successful 
and energizes the committee.    You started it – you were the champion, then you stepped back.  
Then I think it was Sam – Sam or Mary –  
  
Robert:  It was Sam, but then Sam left and that was one of the reasons for the dormancy.   
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Xian:  Her energy level dropped off when she was having personal issues.  Mary has tried to 
inject herself but it also has to do with the effectiveness of people, how busy they are with their 
other stuff.  So the company resources and the internal enthusiasm of an individual and their 
ability to organize people is really the ultimate determinant.  The company has always been 
supportive, I don’t think that has ever waned, but it takes someone to lead the charge.   
 
Deanne:  Absolutely, someone with a lot of passion for it. 
 
Robert:  I agree, Xian, that the company has always been supportive, but I also know in my own 
behaviour that I tend to do more things when there is a structure and a reporting structure and I 
have to do this and I state a goal.  So the company can be supportive, in the sense of “Oh, I have 
to make a committee to the ELP committee!” 
 
Xian:  Setting expectations, creating goals. 
 
Deanne:  Yeah, working it into the company structure, that makes sense.  How does 
sustainability fit into your overall corporate culture?  Into your strategic plan? 
 
Robert:  That’s a question for him! 
 
Xian:  That one definitely is for me.  We just finished our strategic planning process.  I would 
say that the sustainability initiatives and issues around it weren’t key factors in our planning 
process; it was mostly about business.  That said, when it comes to decision making and you’re 
looking at financial and social and employee issues I would say that environmental issues would 
be one of the factors we take into account in decision-making.  But it’s not a very visible part of 
the strategic planning process.  You tell me if you think it’s different. 
 
Robert:  Well I was thinking of hauling out the strategic plan and flipping through it because 
there is one slide where we are saying to ourselves:  Here is the key value proposition that 
Archipelago brings to the table.  And one of those things is trust that sustainability.  We actually 
work in the field of sustainability so clearly it’s part of…I was thinking about Richard’s 
slides….as you go through it becomes clear that one of the things that we’re good at is 
addressing sustainability issues that our clients face, you know, fisheries.    
 
Xian:  It’s part of our value proposition, though I’m trying to remember if we actively included 
that in our planning process.   
 
Robert:  It’s not like it’s an overall strategic plan goal.  Jumping to your next question, “Has your 
focus on the environmental created strategic opportunities for your company's development?”, 
sustainability is an opportunity for us, and it’s almost the opposite.  We are doing these things 
professionally in our work and now we’re bringing it into the office to walk the talk.  Does that 
bring us more opportunity?  I don’t know.   
 
Xian:  I think it has an effect on our ability to attract employees.   
 
Robert:  Clearly it does. 
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Xian:  I think that’s important. 
 
Robert:  And if not attract, retain.  Jessica, what’s your perspective? 
 
Jessica:  I agree with Robert.  When I was hired, I came out of school a hippie.   
 
Robert:  So did we! 
 
Jessica:  My dog said “You’ll change, you’ll change, just wait”.  Archipelago has been doing all 
these fabulous things for sustainable fisheries, and I think it’s working in the opposite direction 
because we’re bringing it into the workplace now.  It’s certainly changed since I got here, for the 
better.  Attracting employees?  When you just want a job and you get it in your field you’re 
pretty happy.  I think it would affect younger people coming in.  I think, coming in here, if 
recycling wasn’t occurring and if everyone drove a Lincoln Navigator I might have wondered 
“who are these people I’m working with?”  I’d question the true values. 
 
Robert:  I was thinking about this.  You did that informal poll at our last general meeting:  “Why 
do you like working for Archipelago?”  And certainly one of the top responses that you got was 
‘sustainability and environmental’.  I don’t think it was necessarily related to (no offence) the 
ASI Committee, but the whole suite of stuff that we do. 
 
Deanne:  The whole business model.   
 
Robert:  You wrote it down, didn’t you? 
 
Xian:  It’s in the newsletter.   
 
Jessica:  When you look at the education of most people in this office, most people have done a 
science background so they understand the situation of our natural environment.  So hopefully 
they’ll have some concern for it! 
 
Xian:  We’re maybe a little different from some of the other companies you’re dealing with. 
 
Jessica:  These people are easier to convince, because they’re fairly educated about the 
environment.  You don’t have to teach them that our oceans are in trouble:  people here know 
that.  We definitely have an advantage. 
 
Deanne:  Well, whether you’re educated in the natural sciences or not, there is a correlation 
between higher education and sustainability, so education helps from a number of angles.   Do 
you know if you are ‘walking the talk’ more than your competitors?   
 
Jessica:  Who are our competitors.  _____ Thomas? 
 
Xian:  Yeah, ___ is one.  Our competitors aren’t very visible to us.  You could use the way we 
manage our employees as an indication of other values.  The one company that we do have some 
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visibility into…their values, their philosophy on how to run a company is quite different from 
our own.  It’s reflected in the way they treat their employees.  And also the vision they take 
towards the long-term in terms of business investment in their employees, and even in their 
clients and the kind of work they do.  I can’t answer your question really directly because I 
haven’t hung around their office and I don’t know the details, but I can only guess that they are 
not walking the talk in the same way that we are.  And also financially, the way they bid and the 
way they manage their finances is much tighter – there isn’t a lot of investment in this kind of 
thing.  Just get the job done and get out of there. 
 
Robert:  What I wrote beside that question is that (to me) it simply is not important whether 
we’re an ‘environmental pioneer’ and it is not important what our competitors are doing or not – 
this isn’t about competitive advantage, it’s about what one should be doing.  I’m a hard marker, I 
don’t think we’ve done a stellar job, I think there’s lots more stuff we can do….I think we’re 
learning: I’d be happy to learn from our competitors if they can help us out.    
 
Xian:  This question wasn’t about whether that was our goal, it was about whether we would 
consider ourselves ahead of our competitors.    Do you know?  Golder for example….or Triton.   
 
Robert:  Whose website did we go on and download that really nice sustainability document?  
Jacques Whitford!   
 
Deanne:  They’re good. 
 
Robert:  The question to me is:  someone spent a lot of money and made a really nice document, 
but what are they really doing?  I have no idea; I’m not judging them one way or another, I 
simply don’t know.  But the document looked pretty good….much more comprehensive than 
what we’re doing overall, but whether they’re doing it, I really don’t know.   
 
Xian:  I spent a lot of time looking at it and there was a lot of action in it, it wasn’t just talk.  
There were metrics for the things they were doing.  It was really impressive.   
 
Deanne:  I should look for that, we can use that. 
 
Robert:  Whether it’s still there, because Jacques Whitford was bought by AXYS, which was 
bought by Stantec… 
 
Deanne:  I’m sure I can find it with a bit of digging. 
 
Xian:  We have it somewhere. 
 
Deanne:  Do sustainable practices positively affect your business?  If so, how?  (i.e. save $, 
increased employee engagement, investor engagement, employee morale, PR, compliance, etc.) 
 
Xian:  Definitely on the employee side, that’s really strong.  Engagement and morale?  All very 
positive.  Do we save money…I don’t think so!  We do all double-sided printing so we must 
save money on paper, we must. 
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Robert:   We don’t have good metrics about that.   
 
Xian:  The extra costs are the printers.  Public relations we don’t worry too much about.  That 
would be more around employees.  We don’t advertise this stuff very much. 
 
Deanne:  Does it help you get contracts at all? 
 
Robert:  What I’m having difficulty to mentally separate is this general business value 
proposition and things that we do.  Which is all about sustainability, so of course it helps us to 
get contracts.  Just simply having those values and how we undertake the work that we do…it 
helps a whole lot.  I have a whole program called ‘Green Shores’ which is all about developing a 
rating a certification program for shore developments, based on sustainability principles.  Does it 
help us get business, yes.  How does what we do internally, within our company in a sort of ASI 
type program…does that help us get contracts?  Well, we don’t profile it that much.   
 
Xian:  The ‘Green Shores’ program is a really good example of how the values have transferred 
into a work opportunity, and a work opportunity that is going to do more good things for the 
environment.  That’s a really good example. 
 
Robert:  Well it is.  But it’s based on…abstract isn’t the right word…it’s based on these 
fundamental value principles, in the same way that what we’re doing with ASI comes from these 
same values.   
 
Deanne:  Very integrated.  There is definitely a lot of alignment with regards to your business 
model.   
 
Robert:  That’s why we are struggling to answer your question.   
 
Xian:  Does it help us to get business, yes.  But not necessarily in a really direct way.   
 
Robert:  Do those fundamental values help us get business?  Absolutely.   
 
Deanne: Do these practices have a negative effect on your business?  If so, in what way?  Let me 
just explain that question a bit.  A company like yours is actually out there, hands on, helping to 
create sustainability.  The other business in my study are in an office writing software, doing a 
government service.  So the increased cost of buying recycled paper, or using controls to create 
energy savings…that’s where that question came from.  Does your committee, and what your 
committee focuses on, have a negative effect on your business? 
 
Xian:  It’s like ying and yang, in the sense that any activity you undertake likely has a positive 
and a negative side.  For us the balance is so much more on the positive side that the negative 
side doesn’t weigh into it very much.  So the cost of buying double sided printers or the cost of 
buying toilets for low flow…the benefit on the other side was much greater so we don’t think of 
it as a negative effect.  Is there a negative effect?  Yes, but the positive effect is much greater.  
It’s all how you look at it. 
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Robert:  Whenever you put five people in a meeting you can’t charge them out anymore – 
you’ve lost 12 chargeable hours.   
 
Xian: Opportunity costs.    
 
Robert:  But it’s really like water under the bridge, really.   
 
Jessica:  With the environmental things you have to spend the money up front but then you gain 
it back eventually.  It might start out as a negative, but eventually it becomes neutral and then 
positive.   
 
Xian:  In the beginning that point might not be on our balance sheet – it might be on the 
environmental balance sheet – but we know it’s there. 
 
Robert:  One of the interesting things we did early on was to buy dual flush toilets, and that was 
a bit of a hard sell.  There were a lot of people at that time – one of them in this room… 
 
Xian:  Laughs.  I was one of them.     
 
Robert:  Who felt that this was a crazy idea.  I kept on it because I intuitively thought, in a 
company like this, 70% of your water use is due to toilet flushing.  We did it and Yvonne was 
pretty good at keeping the metrics and our water consumption was reduced by 40-50%.  It was 
astounding. 
 
Jessica:  It was crazy.  Because we only have two sinks, and then toilets.  We don’t use water… 
 
Robert:  Yeah, there is no other water consumption. 
 
Jessica:  When you look at the chart, it’s shocking.   
 
Robert:  It’s an indirect benefit to us.  I don’t know if we’ll ever recover that cost but it’s just part 
of the triple net costs that we’re paying in rent.  It was a really easy metric to get, which was a 
neat thing.  It started bringing up some interesting issues because the CRD had subsidies, but 
only for residents, not for companies.  Denise (she was the counselor at the time) said “This is 
crazy there is this huge benefit from companies”.  Most of my toilet flushing is here, not at 
home.   
 
Deanne:  Well, you spend a lot of time here, I’d imagine. 
 
Robert:  So that was interesting and I would imagine that over the year that, yes, we’ve paid for 
those things.  Though I’m not sure. 
 
Xian:  I’m not convinced, though I suppose the more years you use them you probably will pay 
them off.   
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Robert:  50% reduction and they’ve just raised the water rates significantly.  I think it likely that 
we’ve saved our landlord some money, but we have saved somebody money.   
 
Xian:  I think it’s irrelevant.  It’s a better use of water, and it’s something we can do.  I did have 
to be convinced.   
 
Deanne:  Well, you came along kicking and screaming but eventually… 
 
Xian:  I didn’t kick and scream: I supported it.  It was Robert’s enthusiasm – he was resolute.  
I’ve changed the toilets in my house now.  So he influenced me. 
 
Robert:  That would actually be an interesting question to people within the company.  They 
aren’t cheap, right, so how many people have done that in their homes as a result of their 
experience here.   
     
Xian:  I saw the Krohn(?) at your place.  I didn’t get Krohns for my place but I did get low flush 
toilets.   
 
Deanne:  Well if you do ask that question let me know the responses because that does dovetail 
exactly with what I’m doing.   
 
Robert:  That would be a really objective question where you could actually get a really hard 
answer. 
 
Deanne: Have you ever done an environmental audit?  Or, do you use a program or framework to 
monitor your environmental practices on an ongoing basis?  If so, which one? 
 
Jessica:  We did, Yvonne tracked it.  We did a water, energy, recycling…we reinstituted it last 
year.  And then we got really busy with work and it sort of petered out.  But we want to do it 
again this year.  I don’t know if much of it was quantified.  I informally kept track of how much 
recycling we did.  The lighting… 
 
Xian:  There’s been a few different things over the years that you guys have done. 
 
Jessica:  Last year there was an extensive lighting assessment done by a contractor.   
 
Xian:  He wanted to sell us these expensive valences and tubes… 
 
Jessica:  He suggested retrofitting the lighting.  I think it was put to the L.T. and then rejected.   
 
Xian:  No, we bought some stuff.    But we did it strategically rather than change everything and 
throw everything we have in the landfill.  There were some changes that were made. 
 
Jessica:  That was Tim and Matt. 
 
Xian:  You guys updated your lighting downstairs, didn’t you? 
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Robert:  Not much of that was energy related.   To answer your question:  a broadbased 
environmental audit?  No, but I think someone like Rob Janus would help us in understanding 
the breadth of what an environmental audit should be.  Have we collected baseline data on our 
hydro consumption, for example, yes.  And our water consumption and the impact of the low 
flush toilets, yes.  Are we actively monitoring some of the things we’ve done to reduce energy 
consumption…not that well, I don’t think.  But we do have that baseline.  But a broader audit 
process?  No.  It would be great to do it. 
 
Xian:  It would be good to show the results.  All this powering down of screens and computers 
that drives everyone nuts…it’s saving power.  It would be good if we could show it.   
 
Deanne:  Provide feedback to the people who are actually doing the actions.  What are your long 
term goals for your sustainability program? 
 
Jessica:  I think it was improving on… 
 
Xian:  I should grab that documentation.   
 
Jessica:  We do have a statement that we wrote a year ago. 
 
Xian:  Something about reducing our environmental footprint…am I making that up? 
 
Jessica: It’s kind of generic and altruistic.  Did we not break it down into energy, waste 
reduction, transportation?  Focusing on those three.  I think just reducing our ecological footprint 
in the office. 
 
Robert:  After Rob was here there was a project-charting kind of exercise.  I’m not sure what 
stage it got to.   
 
Jessica:  Tim has most of the documentation. 
 
Robert: So Tim would be the right guy. 
 
Xian:  I gave him feedback, 7+ months ago.  He was going into another draft, so I read it then.  
 
Deanne:  I saw it too, Tim brought it in to show the group.   
 
Xian:  Right, that was why he was asking for feedback.  Because he wanted to share it.   
 
Deanne: Does your company sustainability program allow employees to bring in recyclables (i.e. 
Styrofoam, batteries, soft plastics, etc.) excluded from the regular blue box program?  If so, why? 
 
Xian:  Why do we do that?   
 
Jessica:  People have told me that they’re less likely to do it on their own.   
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Xian:  I think it was because we had three big fish totes that were sitting at my place that we 
were doing nothing with.  So I brought them into the office and people started putting stuff in 
them. 
 
Laughter. 
 
Robert:  I have one that I need to bring in.  I’m using it as a rainwater reservoir.   
 
Xian:  That’s not why, it just helped.   
 
Jessica:  I think it’s because it’s available, they do free pickup if we have a large amount.  It 
stops people from driving separately to the drop off locations – people come to work every day 
anyways so they just bring it with them.   People really started to participate, which promoted it 
even more.  I was surprised, I didn’t think people would be willing to bring in recyclables, and 
they are.  People have told me that they probably wouldn’t do it if they were left up to their 
own… 
 
Robert:  It kind of started with batteries.   
 
Jessica:  The wicker basket! 
 
Xian:  That was years ago.  I still have batteries in drawers at home that I should bring in.  
Because you feel really bad when you put batteries in the garbage so you just save them.  We had 
a box this big of poisonous, corrosive batteries, and finally Erik took it upon himself – I think 
this was before ASI – to find a recycler.  And he did.  Again, it’s the initiative of an individual 
who takes on a role, and they get it done.  After that battery recycling was part of what we did.   
 
Jessica:  I have a very optimistic vision of being garbage-free because everything that we throw 
in the garbage here can either be composted or recycled.  It’s the compliance that’s the issue – 
you can only hound people so much.   
 
Robert:  I do think, Jessica, that it does work, when you see the garbage can with the notice on it 
saying ‘Goal of Zero Waste’.   I am one who will break my habit now and then but when I see 
that sign… 
 
Jessica:  The guilt!  My signs went from very polite, to passive aggressive, to blatant. 
 
Robert:  I’m game for zero waste.  It’s quite fine. 
 
Xian:  I should put a sign on our garbage at home, the only problem is getting my family to… 
 
Jessica:  When you see the volume that I do, it’s shocking how much waste the separating bins 
divert.  People whine and they complain, but it’s astounding how much waste it diverts.  Big 
bags, a lot of big bags.  Probably 20 large bags every three months.  When you see it you really 
feel like you’re making a difference. 
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Xian:  It adds up.   
 
Jessica:  I should start taking pictures of it. 
 
Xian:  I was just going to ask you to do that.  That’s a good visual.  You could put that picture on 
the waste can…it makes a difference.   
 
Jessica:  For the Shoreline Clean Up that I organized, we took pictures and people see.  It’s just 
one hour of people’s time. 
 
Deanne:  That’s the kind of stuff that goes on your career page.  When people are scanning your 
company they can see physical proof of what you do.   
 
Jessica:  We’re on the TD Clean Up website too.  That’s a really successful program. 
 
Deanne:  It’s a great idea.  How do you think the pro-environmental behaviours practiced at 
work influence your employees?  
 
Jessica:  I think it’s limited.  We do influence people, but…I definitely think we influence 
people’s behaviour, outside of work too, people have told me directly…people you would never 
would have thought you could get to compost or recycle have come up to me and said, “I’ve 
changed”.  But certainly not everybody.   
 
Xian:  It’s made a difference in my family, just because we have clear now pathways for 
recycling.  We’ve set up systems at home that we wouldn’t have had… 
 
Jessica:  Making it easy… 
 
Xian:  Yeah.   
 
Jessica:  When I got here it wasn’t as simple.  I made it like, for dummies.  That’s one way of 
influencing people at work. 
 
Deanne:  Signs help, hugely.   
 
Robert:  Without being over signed.   
 
Jessica:  That’s the thing:  we can have nine different choices when you’re holding your little tin 
foil thing.  I just went ‘Ohhhh’ – I’ll just put five and I’ll sort it because people will just look at 
the nine and say, “Oh screw it” and throw it in the garbage.   Because there is a hundred different 
types of Styrofoam, and this and that.  Yeah, signage to a degree.   
 
Xian:  Your employee survey, I looked it over and I can’t remember – is this same question on 
there?  Number 11…do your environmental practices influence your home? 
 
Deanne:  Oh, absolutely. 
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Xian:  So you’ll get that?  Because I’m very interested in that.   
 
Jessica:  Yeah, I’m very interested in that too. 
 
Deanne:  Well, the reason for that question is to find out how the company leaders think their 
programs are working, vs what is actually happening.   
 
Xian:  I think it’s influencing our employees but I want to hear it from them! 
 
Deanne: Last question.  Do you think your sustainability program has an effect in your 
employees' homes and community? 
 
Robert:  The short answer is ‘yes’, but to what magnitude is tough to answer.   
 
Xian:  We have an interesting example here.  There’s a float-home community that is down 
below us, and they see these bins, and they see what we’re doing, and they recycle in them all the 
time.  So are we having an influence on all those people in their float-homes?  Absolutely.   And 
they have a vested interest in downsizing – keeping things small and neat, because they live in 
boats.   
 
Robert:  Another example – correct me if I’m wrong – is the cleaning agents.  We look at the 
people who are giving us our cleaning service…Allbright… 
 
Jessica:  They wrote that in a letter to us! 
 
Robert:  Yeah.  And they were not using environmentally friendly products.  We guided them, 
and then my understanding is that they changed it across their company. 
 
Xian:  So their entire cleaning company is now using the products that these guys sourced out.  
That Sam sourced – Sam was one of our original champions.   
 
Deanne:  That’s impressive.   
 
Xian:  That’s an absolutely huge influence.   
 
Robert:  So they tried the products and they said “Oh, they work just as well as the other ones 
we’ve been using so we’ll use them”.   
 
Deanne:  Good for you. 
 
Jessica:  And I think in the community the TD Toronto Clean Up.  I’ve organized it twice, last 
year and this year – two years in a row, and it has a direct effect on our local community.  People 
see what we’re doing, that we clean up the walkway along there, and lots of people walk by, we 
get lots of comments.   
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Xian:  I think it’s pretty significant.  
 
Jessica:  And people have told me they’ve changed.  It’s like the mulitiplier effect, you know, 
you change somebody…I know I’ve affected a lot of people in my life, and they’ve changed 
other people.  It just takes one person! 
 
Xian:  I haven’t been to your round table that you’ve set up at VIATeC. 
 
Deanne:  You’re allowed to come, if you like. 
 
Xian:  I’m only guessing but I’m thinking that Tim’s involvement in that has helped other 
companies. 
 
Deanne:  Everyone shares best practices and some of the things that come out are great.  Tim is a 
big proponent of the ‘Soap Exchange’ so he’s got other people thinking about that.  Considering 
that so much of this is so new to companies, everyone laps it up.  It’s pretty exciting, and can be 
hard to get everyone to leave at the end of the meetings because they’re so keen!   
 
Robert:  This is a VIATeC offshoot? 
 
Deanne:  I started it a year and a half ago.  I’ve been in my masters program for a year and a half, 
so when I came back to VIATeC I decided to walk the talk.  I knew that there were some 
companies who were at the forefront so I invited them to join the group, and it’s going great.  We 
just had Sasha Angus, the Economic Development Officer for Greater Victoria, join the group.  
He has a direct line with the City, and local government, so that’s a good connection. 
 
Robert:  I should give you Robert Janus’ card.  You could bring him in to talk to your group.   
 
Deanne: I’m going to turn this off now.  Thank you for the interview! 
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Appendix D:  Employee Survey  

Environmental Behaviour in the Workplace:  
Effects on Employees and the Community 

 
Environmentally-Friendly Behaviours at Work 
 
You are invited to participate in this two part study. The first part evaluates the role of the 
workplace in the adoption of positive environmental behaviours like recycling, reducing paper 
and power usage, and composting. The second part measures how environmental practices 
implemented in a workplace affect the larger community.  
 
By participating in this research you may benefit others by helping researchers understand the 
role that the workplace plays in the adoption, sustainability, and diffusion of environmental 
behaviours. Depending on the findings, some non-identifying data from this study may be used 
to create and promote workplace environmental programs. This is a thesis project within the 
Royal Roads University MA Environmental Education and Communication program. The 
following survey will take approximately 10 minutes of your time. 
 
Your responses will be completely anonymous and the completed survey will go directly to the 
researcher. Your employer will not have access to any individual responses; they will be 
provided with a collation of all responses that does not include identifying information. You are 
not compelled to participate - please only do this if you want to. If you wish to withdraw from 
this study at any time simply click 'exit this survey' in the top right corner. Your completion of 
this survey will constitute your informed consent. 
 
Should you have any questions or concerns after completing this survey, or you wish to see the 
results of this study, please contact Deanne Turnbull Loverock at ____________. If you wish to 
verify Deanne's credentials please contact her thesis adviser, Dr. Ingrid Kajzer Mitchell, at ____. 
 
We are grateful for your assistance - Thank you! 
___________________________________________________ 
 
Please note that this is a Survey Monkey survey instrument. Survey Monkey is a US company. In 
the event that your survey response is processed and stored in the United States, you are advised 
that its governments, courts, or law enforcement and regulatory agencies may be able to obtain 
disclosure of the data through the laws of the United States. There is very little chance that this 
will happen, but we are required to advise you of this. 
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1) Who is your employer?  

 
2) How long have you worked for this company?  

• Years 
• Months 

  
3) How many staff are you responsible for? 

• Just myself 
• 1-3 
• 4-7 
• 8-12 
• 13+ 

 

 
  
Section 1. Employee Attitudes and Behaviours 
 
Your answers to the following questions will provide an outline of your environmental attitudes 
and current behaviours. 
 

4) I feel that: 
 

  Strongly  
Agree Agree Neutral Disagree Strongly 

Disagree 
 
Whatever harm I 
do to the 
environment I 
ultimately do to 
myself and those I 
care about. 

     

My behaviour has 
no significant 
impact on the 
environment. 

     

My behaviour is 
guided by my 
strong 
environmental 
values. 

     

Climate change 
isn't a problem.      
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5) The environmental culture at work: 

  Strongly  
Agree Agree Neutral Disagree Strongly 

Disagree 
This company's 
environmental 
values were one of 
the main reasons I 
chose to work 
here. 

     

I can express my 
environmental 
values at work. 

     

There is strong 
supervisory 
support for 
employees' 
environmental 
efforts. 

     

I influence my 
peers with the 
environmental 
behaviours I do at 
work. 

     

I learn 
environmentally-
friendly 
behaviours at 
work. 

     

I practice 
environmental 
behaviours at 
work. 

     

I talk to family and 
friends about the 
environmental 
initiatives at work. 
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6) Please check all of the environmentally friendly behaviours you currently do: 
 

  At work At home At work and home I don't practice  
this behaviour 

Use blue box to 
recycle paper, 
cans, bottles, etc. 

    

Recycle tetrapacks, 
styrofoam, soft 
plastics, batteries, 
foil. 

    

Composting     

Reduce water and 
energy usage     

Precycle (reduce 
waste before it is 
created. For 
example, use a 
travel mug and 
water bottle) 

    

Recycle 
electronics     

Print double-sided 
or use print-
preview to reduce 
paper usage 

    

Use alternative 
forms of 
transportation 
(includes bicycle, 
walk, bus, carpool) 
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7) Please check any environmentally-friendly behaviour you first started doing at work: 
• Use blue box 
• Recycle tetrapacks, styrofoam, soft plastics, batteries, foil. 
• Composting 
• Reduce water and energy usage 
• Precycle 
• Recycle electronics 
• Print double-sided or use print-preview to reduce paper usage. 
• Use alternative transportation 
• Please add any other environmental behaviours you first started doing at work: 

 
 

8) How often do you do these behaviours at work? 

  Always  Sometimes  Never Not offered 
at work 

Use blue box       

Recycle tetrapacks, 
styrofoam, soft 
plastics, batteries, 
foil. 

      

Composting       

Reduce water and 
energy usage       

Precycle       

Recycle electronics       

Print double-sided 
or use print-
preview to reduce 
paper usage. 

      

Use alternative 
transportation       

Other       

Other (please specify)  
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9) What motivates you to do these environmental behaviours at work? 

 

  
Never 
motivates 
me 

 
Sometimes 
motivates 
me 

 
Always 
motivates 
me 

N/A 

Competitions with 
other departments 
or companies 

      

Financial rewards       

Positive 
recognition       

It's the right thing 
to do       

My boss asks me to       

Positive peer 
pressure 
(encouragement) 

      

Negative peer 
pressure (eco-
bullying, shaming) 

      

Tickets/penalties       

If I don't I might 
get fired       
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10) Practicing environmental behaviours at work has encouraged me to do the following in 
my personal life: 
 

  Strongly  
Agree Agree Neutral Disagree Strongly 

Disagree N/A 

Be more aware of 
how my personal 
behaviours impact 
the environment 

      

Feel more 
personally 
responsible for the 
environment 

      

Buy less stuff: I'm 
more frugal with 
my money and 
resources 

      

Buy locally 
sourced food and 
products 

      

Switch to 
environmentally-
friendly cleaning 
products 

      

 

 

 
 
 
 
 
 
 
 
 
 
 

javascript:void(null);
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11) Please indicate the influence that each of the following has on your environmental 
behaviours: 

  
No 
influence  
at all  

Some 
influence Neutral Moderate 

influence 
Strong 
Influence N/A 

Workplace 
(supervisors or 
authority figure) 

      

Workplace (peers, 
workmates)       

My children       

My spouse or 
partner       

My family 
(parents, siblings, 
cousins, etc.) 

      

Friends       

Interest group 
(sport team, 
activity club, class, 
church group, etc.) 

      

Social networking 
group (Facebook, 
blog, website, 
online activism) 

      

Media (TV, radio, 
magazines, 
podcasts, etc.) 

      

My community 
(neighbourhood, 
municipality) 
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12) Is there something that your supervisor, the company leader, or a co-worker has done at 
work that encourages you to practice environmental behaviours outside of work? 
• Yes 
• No 
• If yes, please explain 

 
Section 2:   Who Have You Influenced? 
 
We are now at the second part of this study. The research question we seek to answer is: Do 
environmental programs introduced in a workplace positively influence their communities? We 
are interested in the environmental behaviours that you either started at work or became habits 
because you do them at work.  
 

13) I believe that: 
 

  Strongly 
Agree Agree Neutral Disagree Strongly 

Disagree N/A 

A family member, 
friend, or 
acquaintance has 
started doing an 
environmental 
behaviour because 
of me 

      

I'm setting a good 
example to family 
and friends when I 
practice 
environmentally-
friendly behaviours 
at home and in my 
community 

      

 
 
 
 
 
 
 
 
 

javascript:void(null);
javascript:void(null);
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14)  Based on the environmental behaviours that you do, who have you influenced to do what? 
 

  Children Spouse 
/Partner Family Friends Acquain-

tances 
Commun-
ity Nobody 

Recycling        

Composting        

Reducing energy 
and resource usage        

Precycling        

Using alternative 
transportation        

Other        

Other (please specify)  

 
15)   Please estimate the number of people in each category who you think you have positively 
influenced with your environmental behaviours:  

  0 1-3 4-6 7-10 11-15 16+ 
Children       

Spouse/Partner       

Family (parents, 
siblings, extended 
family) 

      

Friends       

Acquaintances       

Neighbours/Comm
unity members       

Other (please specify)  
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Demographic Information 

16)   What year were you born? 
 
17)   What is your gender? 

• Male 
• Female 

 
18)   Please check the highest level of education you have completed: 

• High school/GED 
• College diploma or certificate 
• Undergraduate degree 
• Professional certification (eg. Chartered Accountant) 
• Graduate degree 
• Doctoral degree 
• Other (please specify)  

 
19)   My yearly income is: 

• Less than $30,000 
• $30,001 - $42,600 
• $42,601 - $60,000 
• $60,001 - $75,000 
• $75,001 - $88,999 
• $89,000+ 

 
 
 
Thank You! 
 
Many thanks for taking the time to complete this survey. Your efforts will improve our 
understanding of how environmentally-friendly behaviours practiced in the workplace affect 
employees, their families, and their community.  
 
If you have any questions about this study or its findings, please contact: 
 
Deanne Turnbull Loverock 
MA Environmental Education and Communication Candidate 
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Appendix E:  AbeBooks Earth Day 2009 List of Pro-Environmental Behaviours 

This list was reproduced with the verbal permission of the AbeBooks representative at 

the VIATeC Sustainability Round Table. 

 

1. Drive less 

2. Avoid products with a lot of packaging 

3. Adjust your Thermostat 

4. Turn off electronic devices 

5. Put plastic bottles or float booster in your toilet tank 

6. Insulate your water pipes 

7. Take shorter showers 

8. Rinse your razor in the sink 

9. Use your dishwasher and clothes washer for only full loads 

10. Keep a bottle of drinking water in the fridge 

11. Put a layer of mulch around trees ad plants 

12. Use a broom, not a hose, to clean driveways and sidewalks 

13. Checking your car’s air filter monthly monthly can save 800 pounds of   
 carbon dioxide and $130 per year 

14. Double Duty shipping boxes 

15. Refrigerator Temperature should be set at about 40 degrees 

16. Snip 6-pack rings 

17. Buy eggs in cardboard 

18. Unbleached coffee filters 

19. Use more waxed paper that is biodegradable instead of foil and plastic   
 wrap 

20. Use latex paint 
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21. Buy organic flowers 

22. My Green Electronics – website to calculate how much electricity 

23. Send E-cards 

24. Use E-vites for functions 

25. Read the paper online 

26. Ensure that no furniture or other obstacles are blocking air ducts of fans 

27. If you have a crawl space inspect it regularly to ensure that the insulation   
 is dry 

28. Vacuum the coils on your fridge every 3 months 

29. Don’t waste food 

30. Don’t get a lid on Take out coffee 

31. Composting 

32. Programmable thermostat 

33. Bring my own mug for coffee 

34. Give gifts I made myself 

35. Recycle batteries 

36. Walk to work 

37. Bus to work 

38. Rechargeable batteries 

39. CFL bulbs 

40. Buy local 

41. Reuse Ziploc bags 

42. Cloth diapers 

43. Metal nalgene water bottle 

44. Turn off hot water heater @ night 

45. Grow veggies @ home 
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46. Work from home 

47. Install double-glaze 

48. Buy used furniture 

49. Hang clothes to dry 

50. Turn lights off when leave room 

51. Turn water off to suds 

52. Quit smoking 

53. Reuse grocery bags 

54. Roll down windows instead of air conditioning 

55. Used books 

56. Eat less beef 

57. Wash clothes on cold 

58. Hang dry clothes 

59. Install sun tunnel in rooms with no windows 

60. Invest green 

61. Make cleaning products yourself 

62. Don’t’ run water while brushing teeth 

63. Watch playoffs with friends 

64. Use heat pump to heat house 

65. Buy organic 

66. Vote green 

67. Ride bike to work 

68. Unplug unused electronics 

69. Online statements 

70. Regular tire pressure checks 
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71. Cloth grocery bags 

72. Cloths over paper towels 

73. Cut out Donut Day 

74. Cut out Perrier 

75. Turn off toilet water to flush with ½ tank 

76. Stop indoor tanning 

77. Scratch pads with used paper 

78. Refillable pens 

79. Interchangeable razors  

80. Carbon offsets for air travel 

81. If it’s yellow let it mellow… 

82. Stop watching so much TV 

83. Unplug electronics 

84. Home solar panels 

85. Home wind turbines 

86. Share books 

87. Don’t use peat moss 

88. Reuse before recycling 

89. Volunteer for park, shoreline, etc. cleanup 

90. Don’t trample plants 

91. Turn off all servers 

92. Work from home -save on gas 

93. Go to the library instead of purchasing 

94. Safe medication disposal at pharmacy 

95. Buy in bulk to reduce packing.  Eg ecopacks 



                  154 
 

96. Inflate vehicle tires to reduce fuel usage 

97. Use toaster oven instead of big oven for small items 

98. Cover pots with lids when cooking to safe heat energy 

99. Run dishwasher and laundry with full loads 

100. Don’t buy excessively pre-packaged foods 

101. Interchangeable toothbrush heads. 

102.  Carpool/Carshare program. 

103. Tap water instead of bottled. 

104. Use white vinegar to clean. 

105. Solar hot water system. 

106. Rain collection system. 

107. Bring Tupperware when picking up take-out food. 

108. Use the Soap Exchange for refillable soaps. 

109. Refillable computer ink. 

110. Use clothes dryers sparingly. 

111. Plant a tree (or a few). 

112. Walk down the Abe Office's stairs. 

113. Dine by candlelight. 

114. Carnivores eat vegetarian one day per week. 

115. Online paystubs. 

116. Hybrid car. 

117. Idle your car less. 

118. Use "green" materials when...(possible?). 

119. We don't flush. Ever. 

120. Let your lawn burn off in the summer. 
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121. Save chalk. 

122. Collect rainwater for your garden. 

123. Backyard chickens. 

124. Eat dandelion greens. 

125. Buy fair trade products. 

126. Pre-cycle. 

127. Eat a cow (donut replace)?? 

128. 2-Flush toilet. 

129. Low-flow shower head. 

130. Get rid of old fridges. 

131. Push mower instead of gas/electric. 

132. Weather strip windows and doors. 

133. Buy a heat pump. 

134. Insulate your walls. 

135. " " attic. 

136. " " basement." 
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Appendix F:  AbeBooks First Green Newsletter 

Newsletter reproduced with permission from Joy Halla, Director of HR, AbeBooks.   
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