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ABSTRACT

This research highlights the importance of green inclusive leadership in IT industry of Pakistan.
This research aims to investigate what is the effect of green inclusive leadership on employee
conduct such as green creativity and green knowledge sharing using green human resource
management as a bridge between them and environmental consciousness as a moderator. The
nature of the research is quantitative. The data was collected from various software houses in twin
cities. 480 questionnaires utilizable questionnaires were collected. The data was analyzed using
SPSS25 and SmartPLS4. SEM was done in SmartPLS and moderation was done in SPSS using
the Hayes process. The findings supported the hypotheses. It was a cross-sectional study. The
theoretical and practical implications, limitations and imputations for future research have been
discussed in this research. According to the findings Green Inclusive Leadership is positively
related to Green Creativity and Green Knowledge Sharing. Green Human Resource Management
plays an important role in bridging the relationship between Green Inclusive Leadership, Green
Creativity and Green Knowledge Sharing. Environmental Consciousness catalyzes the above-

mentioned relationship.

Keywords: Green Inclusive Leadership, Green Human Resource Management, Green Creativity,

Green Knowledge Sharing, Environmental Consciousness, Social Exchange Theory
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CHAPTER 1
INTRODUCTION

1.1 Background

Contamination environmental retrogression and global warming putting legit issues to the
world, necessitating organizations to protect the environment and put efforts to keep the
environment sustainable (Alvarado et al., 2018; Pham et al., 2020; Jahanger et al., 2021; Kamal et
al., 2021; Nguyen et al., 2021; Khan et al., 2022a; Usman et al., 2022). Organizations are creating
and executing eco-friendly regulations and policies to improve their environmental governance.
As a result, the pro-environment conduct of the employees is being encouraged by the
organizations due to the increasing ecological and resources utilization concerns accompanied by
the introduction upright legislations about the environment sustainability (Cheema et al., 2020).
Recently greening of the administration and organizational approaches has gained popular
industrial domain and scholars so that the impact of industrial wastes and other hazardous
chemicals churned out by firms and products. According to the recent research it is proposed that
if information technology (IT) and computer practices are made eco-friendly, it may reduce carbon
emission, dumping tasks and energy depletion in the workplaces (Bai et al., 2017; Ojo et al., 2019).
As a result, in academic and industrial areas there is a shift in the point of attention from general
consideration on eco-friendly business into greening the functionalities of various areas i.e.,
environment friendly innovation (Zailani et al., 2015), green finance (Przychodzen et al., 2018),
GHRM (Yong et al, 2019), and green creativity (Awan et al., 2019). Furthermore, green
knowledge sharing is the vital element in the development of sustainable competitiveness for the

enterprises (Norton et al., 2014; Gope et al., 2018; Song et al., 2020).



Cell phone technology provides a novel path for sustainability scholars and other
environmentalists to evoke the green conduct and consciousness. Such technology allows masses
to get rid of the hurdles associated with various strategies such marketing, public conclusion
development. Mobile phones can be used anywhere and by anyone (Typhina, 2015). Internet is
easily available that’s why many people assume it to be an “integrated environment of
communicative opportunities” (Madianou, 2014). People can easily connect through mobile; they
can easily talk about their needs and necessitates maintaining the social connectedness (Kriem,
2009). Efforts are being made to bring awareness about the sustainability through mobile apps.
During contemporary years, digital nudging (Young et al., 2019), gamification (Zailani et al.,2015;
Przychodzen, Gomez-Bezares, and Przychodzen, 2018; Awan, Sroufe, and Kraslawski, 2019) and
persuasive technology (Brauer, Ebermann, and Kolbe, 2016) has given much focus on the
encouragement of green behavior (green creativity, green knowledge sharing). Numerous mobile
applications promote sustainable behavior in the form of sustainable apps. A Google customer
survey revealed the productive impact of apps that are highly relevant for eco-friendly and
corporate culture administration that includes effective and useful communication (48%) and
enhanced creativity among subordinates (30%) or a better utilization of creative abilities (29%)

(Arnold, Schiffer, & Chevalier, 2011).

In Pakistan IT encompasses 2.5 to 4.5% of the total GDP of stable prices (OECD 2000).
Through the initiation of computer and other technological tools there is a noteworthy growth in
country’s economy (Nizam et al., 2020). IT devices can help develop faster evaluations about the
goods and services (Haftu, 2019). IT tools like smartphones, laptops, computers and other devices
help in the improving the knowledge (Kasemsap, 2018). There are several sustainability minded

apps in Pakistan. Modulus Tech offers housing with net zero consumption of energy and reduced



levels of CO emissions. Trashit is another eco app that emphasizes sustainability in Pakistan with
the help of recycling and composting. It promotes zero waste life-style. Code Green PK is an e-
commerce platform that offers 40+ zero waste products ranging from biodegradable cutlery,
toothbrushes, soaps, shampoos and clothing. My Water is another mobile application that provides
mineral drinking water by purifying it with eco-friendly tools and devices. Various other
sustainability promoting apps like Eco Energy and Smart Water Tank are being used in Pakistan

(Katalyst labs, 2022).

With growing sustainable practices in the IT industry there is a need to explore what kind
of leadership is required for implementing the successful green management in the IT sector. A
new form of leadership has been introduced called green inclusive leadership (Bhutto et al., 2021).
GIL, an exclusive example of inclusionary headman ship, is characterized as leadership methods
that are open, available, and capable of achieving environmental goals using these concepts as a
basis (Bhutto et al., 2021). Prior work has found the link between green leadership and green
employee behavior but how does it impact the green behavior has not been studied (Quan, Tian 7
Qiu,2022). Inclusive leadership effects creativity and innovativeness (Amabile & Pratt, 2016;
Carmeli et al., 2010; Choi et al., 2015; Javed et al., 2019) because such type of leaders showcase
the activities that make them available and accessible for the employees (Carmeli et al., 2010).
When organization exhibits openness to the knowledge sharing, accessibility to help promote it,
trust and empathy then knowledge sharing is encouraged (Hsu, 2012). Furthermore, leaders are
not only responsible to convince the employees. Human resource management is also responsible
for selecting, hiring, appraising, training the employees, so the polices developed by HRM also
have an impact over employee behavior. The green management of HRM is called green human

resource management. If the employees know that the intensity of green management in the firm



is high, they will more likely to display green behavior (Quan, Tian & Qiu,2022). Furthermore,
leaders who have the strategist stage of consciousness may influence the employees to see, think

and act in different ways (Merron et al. (1987).

This study explores the association betwixt green inclusive leadership and green behavior
(green creativity, green knowledge sharing) and how does GHRM and environmental

consciousness impact this relationship by using the social exchange theory.

1.2 Problem Statement

Pakistan is one of the 10 countries that are severally impacted by climate change (Eckstein
et al., 2019) due to the maximal weather conditions such as heatwaves (Saifi & Yeung, 2018,
glacial meltdowns, floods, massive smog (Ali, 2021) and super floods (Otto et al., 2022)
threatening the national development goals of Pakistan such as air contamination control and
availability of clean water (Ali, 2021). The consequences are reverberating within labor
landscape, causing notable challenges. Employees lack adequate guidance to navigate these
evolving climatic patterns within the organizational framework. This study will explore the
pivotal role of a leader in shaping green employee behavior such as green creativity and green
knowledge sharing that are instrumental in effectively addressing the multi-dimensional

challenges brought about by climate change.



1.3 Research gap

A “research gap” is an issue or subject that has not been discussed completely in the past.
Researchers and scholars, expert in a specific field need to make efforts to remove the gaps. This

study attempts to close some of the gaps mentioned below.

The first gap is that green inclusive leadership is an emerging topic and there is much more to
discover about this leadership style. Prior work has found the association betwixt green leadership
and green employee behavior but how does it impact the green behavior has not been studied
enough (Quan, Tian & Qiu,2022). Green inclusive leadership has been studied mostly in
hospitality industry (Aboramadan, Crawford & Tiirkmenoglu,2022), chemical industry (Quan,
Tian & Qiu,2022) and textile industry (Javed et al., 2019) but there is less literature available in

IT industry. So, this study tries to fil this gap by supervising the survey in IT industry.

The second gap is that in the past literature the term “creativity” has been used capriciously
and also in different contexts (Saleh and Brem,2023) so there is a need to further use the term
creativity in terms of sustainability. There is also a need to create more incorporated knowledge to

understand how inclusive leadership develops creativity (Kaur and Kaur,2022).

The third gap is that green inclusive leadership is linked with creativity and knowledge sharing
with variable such as perceived GOC and green service recovery performance (Aboramadan,
Crawford &Tiirkmenoglu,2022) but they have not been studied with the relation of environmental

consclousness.

The fourth gap is that environmental consciousness has been studied with green consumption
(Lin & Niu,2018), intellectual capital management (Huang & Kung, 2011), and behavioral

intentions (Martinez, Herrero & Gomez, 2018) but consciousness has not been studied with green
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inclusive leadership and GHRM, so this study closes this gap to find the relationship between these

three variables.

The fifth gap is that the author found a little literature on the catalyzing effect of environmental
consciousness (San, Latif &Vaio ,2022) so there is a need to investigate the catalyzing effects of

environmental consciousness.

The sixth gap is that the combined relationship of GIL, GC and GKS have been study in
European (Italy) context (Aboramadan, Crawford &Tiirkmenoglu,2022). While in Pakistan the
impact of GIL on knowledge sharing has been studied only in academic context (San, Latif &Vaio
,2022). Thus, for the generalization of the results the research is held in the IT industry in Pakistan

and the findings of the research will be applicable to other industries in Pakistan.

The seventh gap is that the consciousness in leaders has not gain much attention (Saragih et
al.,2020) so this research strives to close this gap by studying environmental consciousness in

leaders.

According to the prior knowledge of the author, the theoretical framework discussed in this

study has not been discussed before so this study attempts to close the above-mentioned gaps.

1.4 Research Objectives

The objectives of the study are:

e To understand the influence of green inclusive leadership on green creativity
e To understand the influence of green inclusive leadership on green knowledge sharing

e To find out the link betwixt green inclusive leadership and green human resource

management.
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e To understand the mediating effect of green human resource management between green
inclusive leadership and green creativity

e To apprehend the bridging impact of green human resource management between green
inclusive leadership and green knowledge sharing

e To apprehend the catalyzing effect of environmental consciousness between green
inclusive leadership and green human resource management

e To understand the catalyzing impact of environmental consciousness between green human
resource management and green creativity

e Tounderstand the catalyzing impact of environmental consciousness between green human

resource management and green knowledge sharing

1.5 Research Questions

e Does green inclusive leadership impact green creativity?

e Does green inclusive leadership impact green knowledge sharing?

e Does green inclusive impact green human resource management?

e Does GHRM mediate the association between green inclusive leadership and green
creativity?

e Does GHRM bridge the association green inclusive leadership and green knowledge
sharing?

e Does environmental consciousness catalyze the association between green inclusive
leadership and green human resource management?

e Does environmental consciousness catalyze the association between green human resource

management and green creativity?



e Does environmental consciousness catalyze the association between green human resource

management and green knowledge sharing?

1.6 Significance of the Research

The significance of the study is as follows:

e The study demonstrates the thorough apprehension of green behavior. It shows the
importance of GHRM practices (green training and development, green recruitment and
selection, green performance management and green appraisal) in developing the pro-
environment behavior among employees. Such practices are still at developing stage in
countries like Pakistan and there is need to discuss them in details. The findings of this
research are supposed to facilitate the developing countries to enhance the pro-
environmental conduct.

e This study has different perspectives. First it studies how green inclusive leadership results
in green creativity and green knowledge sharing. Then it measures the catalyzing effect of
GHRM. Lastly, this work helps to understand the importance of environmental
consciousness and how it catalyzes the green behaviors among leaders and employees.

e For the preservation of environment organizations must invest in HR, however the
execution of green human resource practices in Pakistan’s IT industry are under researched.
This research pays attention to green practices to achieve the sustainability objectives in
the IT firms.

e The industrial managers from various industries can benefit from this research for the

clearer apprehension of what kind of leadership is needed to execute the GHRM practices.



e This study makes the managers and the employees ponder that they should develop
environmental consciousness and awareness about the environmental issues in order to

improve the environmental performance.

1.7 Chapter Summary

Pakistan is one of the 10 countries that are severally impacted by climate change (Eckstein et
al., 2019). Digital technology provides a new path for pro-environment researchers and other
environmentalists to evoke the green behavior and mindfulness. To combat the climate change
there is a need for the organizations to embrace the eco-friendly policies such as green human
resource management. GHRM practices, along with motivation and attempts are important to
enhance the ability of the organizations to move towards pro-environmental behavior (Yong,

Yusliza, Jabbour, et al., 2019).

This research attempts to find out how GIL impacts green creativity and green knowledge
sharing with the catalyzing influence of environmental consciousness and mediating effect of
GHRM. The results are supposed to help the developing countries to enhance the pro-
environmental conduct. The combined relationship of green creativity and green knowledge
sharing with green inclusive leadership has not been studied with environmental consciousness

before so this study fills such gap.

1.8 Thesis Organization

Thesis chapters are organized mentioned:

Chapter 1: This chapter discusses the detailed background, problem statement, research objectives

and questions, research gaps, significance and summary of the chapter.



Chapter 2: This chapter discusses the literature review and research model in detail.

Chapter 3: The methodology of the research is discussed in this chapter.

Chapter 4: This chapter discusses the details about the gathered data and analysis process.

Chapter 5: This chapter entails the discussions, conclusion, limitation of the research and ideas for

further research.
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CHAPTER 2

LITERATURE REVIEW

2.1 Understanding of the Leadership Concepts

Leadership is extremely esteemed and actively demanded by masses. Learning how to lead
successfully requires something that people are interested in (Mulvaney, 2018). An analysis of
leadership related studies found that various theoretical positions have explained the leadership
process and its complexities. Different researchers call leadership a relationship that is based on
data-driven decision making, while some academics conceptualize it as a quality or behavior.
Qualitative and quantitative approaches have studied leadership. It has also been examined in a

range of conditions, such as special category and both small and large organizations.

As was already said, there are numerous methods to conceptualize leadership
(Batmanghlich & Cameron, 2014). Is leadership an attribute, a capability, a way of acting, a
strategy, or something else? Learning is rewarding, but so is participating in the dialogue that has
been going on among leaders, scholars, and researchers. First, the definition of a head man is
explained as "a group member whose influence on group attitudes, performance, or decision
making greatly exceeds that of the average 15 members of the group" (Simonton, 1994). This is
among the earliest definitions of leadership. But in this case, everyone in the group ought to be on
an equal footing and comparable, which is not usually the case. Leadership situations occasionally
call for a speech that is moral, logical, objective and distinctive. Simply put, leadership means

attempting a thorough comprehension to provide the best services possible.

This is directly related to a taxonomy system (Bass B. M., 1990) the idea for leadership. In

some definitions, this taxonomy system places leadership at the center of category procedures.
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This assumption places the headman at the middle of the category, giving him or her ability to
convince everyone there. This is actually more appropriate for their/their position. According to
another set of descriptors, leadership can be a personality feature or a combination of special
qualities that belong to a certain person (Stogdill, 1948). Such distinctive qualities facilitate leaders
persuade individuals to fulfill the aims and purposes of the organization. These abilities or the
impact they bring with them may be linked to power. Formal headmanship, which can be broadly
split into two types: formal and informal, is the subject of this theory. This leader-follower
connection revolves heavily upon power (Day & Antonakis, 2012). Such vantage point helps
leaders utilize their ability to convince followers and control the group. However, it's vital to keep
in mind that any sort of influence is a form of power that can be used for good or bad. Similar to
this, when talking about insightful leadership, having the insight and persuading others to support
it are both forms of control. The nature of perception is the only thing that can clearly differentiate
between two of them. The transformative technique is a superb example of visionary leadership
since it inspires everyone to go above and beyond what is anticipated or required of them. Leaders
motivate their followers to accomplish above and beyond what is asked of them by fostering a
taste of shared curiosity and enlightening them with the vision. Headmanship can be defined as an
expertise or as a set of expertise that give someone the apprehension and expertise needed to
succeed as a leader. Because this perspective emphasizes the relational or communicative
competencies of a leader, skills—whether they are learned or innate—are required to obtain a

leadership position. Once more, it looks like it will be challenging to split them.

Leadership is can also referred to as a "the action or a behavior" rather than a "set of adaptive
talents" or a "role." Such thinking holds that a leader is the one who decides what is necessary to

improve a group. It is possible to think that a leader either naturally possesses "positivity" or that
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they must learn it so that they can share or guide. After that, leadership was viewed as a strategic
instrument or gadget for carrying out schemes and conclusions (Waqar & Siddiqui, 2015). It
systematically arranges resources and motivates them to provoke followers' interests, maintain
their engagement, and meet their needs while promoting common goals. Other research results
(Northouse, 2016) indicate that thinking of leadership as a process may be more advantageous
from all perspectives than from just one. Because different leaders exhibit different trajectories of
the behaviors when going about their daily business, it is hard to categorize it as an unchanging
attitude, ability or expertise approach. As a result, experts have used a variety of words and

concepts to characterize it in line with their beliefs and personal experiences (Rieckmann, 2016).

2.2 Defining Leadership

It would be appropriate to revisit a famous study that offered itinerary record detailing a
concise history about the change in leadership over the course of the preceding century. The
study that assessed the expositions created between 1900 and 1990 and generated 200 different
categories for the construct of leadership is shown here, along with a discussion of leadership in

the twenty-first century.

During 1927 in a conference of leadership it was said that "the ability to impress the will
of the leader on those led and induce obedience, respect, loyalty, and cooperation" (Moore, 1927,

p. 124) was a crucial element of effective leadership.

1930s - the blending of a person's distinct personality traits and of people in a group.

1940s: The conduct a person has in charge of organizing group pursuits (Hemphill, 1949). In a
mean time, "Drivership" or coercive headmanship was differentiated from persuasion-based

leadership (Copeland, 1942).
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In the 1950s, group theory was still in use and was used to define leadership as what group
leaders do. Efficacy, that defined the leadership by the capacity to convince overall group efficacy,
and headmanship as a partnership that creates common objectives, based on which leadership was

defined on the basis of the behavior of the leader.

1960s - Seeman (1960) underlined that action that impacts people towards shared objectives is the

widely accepted exposition of leadership.

When the organizational behavior approach gained popularity in the 1970s, headmanship
was described as "initiating and maintaining groups or organizations to accomplish group or
organizational goals" (Rost, 1991, p. 59). -The highly significant understanding of leadership,
however, came from Burns (1978), who wrote: "Leadership is the reciprocal process of mobilizing
by persons with certain motives and values, various economic, political, and other resources, in a
context of competition and conflict, to realize goals independently or mutually held by both leaders

and followers" (p. 425).

1980s - Domination The phrase "influence" was possibly the one that appeared the most
frequently in definitions of leadership in the 1980s. To differentiate headmanship from
administration, academics maintained that it must be an independent impact. Traits (Waterman
and Peters,1982), which reemphasized leadership attributes, served as the impetus for the
leadership-as-excellence movement. Ultimately, many people's assumptions about leadership are
rely on a particular direction. - Modification. Burns (1978) has the credits of creating a movement
that characterized leadership as a transformative operation by asserting that leadership occurs
“when one or more people communicate with each other in such manner that leaders and admirers

uplift each other to the greater standards of motivation and morality” (p.83).
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2.3 Types of Leadership

2.3.1Transactional Leadership

According to Kuhnert and Lewis (1987), the commonly used method to describe
transactional leadership is as an exchange of cost and benefit between leaders and followers. Any
item of value that lies among the subordinate’s intended payment for services rendered and the
ownership or control of the leader constitutes the exchange or transaction (Yukl & Van Fleet 1992).
Assignable Headmanship needs leaders to communicate to manage assignments and projects with
the collaboration of personnel so as to assure that larger managerial goals are fulfilled (Bass 1974:
341). Such type of relationship develops only if both parties can accept that there exist the

hierarchical differentiations and adopt this type of exchange.

An underlying presumption of the headman/subordinate interaction is that employees are
encouraged by awards and retributions (Kuhnert 1994). In spite of the disadvantages of this style
being identified by various studies of leadership, transactional leadership is still a popular among
managers and headmen. On the continuum between leadership and management, this technique

unquestionably leans more towards management (MacKenzie, Podsakoff, & Rich 2001).

James MacGregor Burns (1978) defined transactional leadership as the initial phase of
communication among leaders and subordinates. Contrary to transformational leadership,
transactional leadership is when someone approaches others in order to exchange highly prized
goods (Tavanti, ,2008). Most leader-follower interactions are naturally transactional; leaders
influence people in an effort to trade things, such as jobs for votes or subsidies for performing a
specific task (Burns 1978). Burns classifies this interaction, which is illustrated by a number of

case studies from his historical examination of political leadership practices, as either being of an
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economic, political, or psychological nature. Three key characteristics (factors) have been

identified as the essence of "transactional leadership":

a)

b)

Contingent Remuneration, which denotes accepting payment in exchange for work; b) high
performance rewards; and c) accomplishment rewards. Employees that don't meet
expectations face consequences, or "penalties." The entire interaction between a headman
and his subordinates is governed by a famous transaction rule, which stipulates that great
conduct is rewarded while subpar conduct is penalized (Day &Antonakis, 2011; Antonakis,
2001; Bass, 1990).

The foundation of administration by exception-active is the idea that the team leader
continuously supervises the team members, identifying rule infractions and enacting the
necessary corrective behavior (Antonakis, 2001; Bass, 1990; Day & Antonakis, 2011).
Management by exception the premise of passive leadership—which is merely one step
below laissez-faire leadership—is that the leaders will only take action when rules are
being violated in the most extreme cases (Antonakis, 2001; Bass, 1990; Day and
Antonakis, 2011). Transformational and transactional leadership categories are
complimentary rather than rival leadership philosophies notwithstanding their differences
(Bass,1990; Avolio et al.,1999). Both of these leadership philosophies may be used by one
leader, albeit to varying degrees. Headmen may demonstrate both transactional and
transformational attributes, but they do so in varied degrees of intensity, giving the

appearance that one style is more evident than the other.

Transactional leaders display particular leadership characteristics that are usually linked with

the capacity to convince through processes and procedures, solve problems, plan and arrange, and

work keeping in mind the limitations of the workplace. Since the transactional leadership style
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focuses on the creation and preservation of an agreement, talking skills are essential. The trade can
only be successful if there is unambiguous and effective reporting. Leaders must provide detailed
job descriptions and work assignments, but followers must be capable of keeping their promises
and exceeding expectations. Efficacious transactional leaders are able to: (1) clearly state what are
the expectations from employees' conduct; (2) explain the way to fulfil such expectations; (3)
outline the standards for assessing their conduct; (4) offer remarks on whether the employees are
fulfilling the objectives; and (5) assign prize that are based on the employees' accomplishment of

the aims (Bass 1974).

2.3.2 Transformational Leadership

The idea of transformative headmanship was firstly articulated by James Burns in 1978. There
are two different kinds of leadership, he claimed: transactional and transformative. According to
Burns (1978), "the essence of the leader’s' power" (p. 294) is the amount that helps leaders satiate
- or tend to satiate - particular demands of the followers. According to Burns (p. 4), a
transformational leader is also "someone who strives to meet greater requirements and utilizes the
fullest ability of the follower." Contrarily, according to Burns, transactional leadership places a
heavy emphasis on assignment completion, conclusions, compliance, and the excessive usage of
premiums and penalties to affect performance (Tracey & Hinkin, 1996). Bass (1985) identified
aura or ideal influence, uplifting motivation, rational stimulation, and individualized consideration
as the four basic components of the theory of transformational leadership (Tracey & Hinkin, 1996;

Judge & Piccolo, 2004; Deinert et al., 2015).

a) Charisma or idealized influence: First of all, headmen who express an insight (Rafferty &
Gryphon, 2004; Weber, 1968), exhibit a principle that develops clarity about objectives,

assignment determination, and the gravity of euphony (House, 1977), and influence others
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b)

to do the same (Bass & Avolio, 1994; Tracey & Hinkin, 1996) are examples of charisma
or idealized influence. Possessing charisma or an idealized impact that fosters mutual
respect, importance, and trust while generating a sense of mission and vision.
Transformational leaders act in sharp and creative ways, modelling actions and beliefs that
have the greatest impact on them (Antonakis, 2001; Bass, 1990; Bass and Avolio, 1990;
Day& Antonakis, 2011). This encourages their followers to engage in self-reflection.
Inspirational Motivation: which clearly states the ultimate goals, communicates high
standards, and makes use of symbols that emphasizes effort. A transformational leader,
according to Antonakis (2001), Bass (1990), Bass and Avolio (1990), Day and Antonakis
(2011), has an insight that inspires and empowers others by establishing the sense that they
are capable of going above and beyond what is required. According to Bass (1985), a leader
who communicates with their followers using motivational language and emotional
appeals is engaging in inspirational motivation. According to Yukl (1981, p. 121),
inspiration is "the extent to which a leader creates excitement among subordinates for the
work of the group and says things to enhance subordinate confidence in their capacity to
successfully complete assignments and achieve group objectives. (Also take into account
Rafferty & Gryphon, 2004.) According to Bass (1999, p. 11), idealized influence and
inspiring leadership are displayed "when the leader anticipates the ideal future, outlines
how to achieve it, establishes a precedent to be followed, sets a high bar of performance,
and demonstrates commitment and conviction."

Intellectual Stimulation: requires logical thinking, sound judgement, and problem-solving
abilities. The transformational leader emphasizes innovation, creativity, and development

in particular while modelling new avenues of apprehension and better avenues to seize
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d)

chances (Antonakis, 2001; Bass, 1990; Bass and Avolio, 1990; Day &Antonakis, 2011).
Intellectual stimulation, as defined by Rafferty and Gryphon (2004), p. 333, is "improving
adherents' engagement as well as understanding of problems and boosting their capacities
to reflect about issues in novel perspectives." When a leader behaves in this way, followers
are better able to analyze, understand, and research problems; produce original concepts or
answers; and locate cutting-edge solutions to problems that may arise at work (Bass &
Avolio, 1990).

Individualized Consideration: Each employee (follower) is given attention, and is
empowered, directed, and counselled. The transformative leader accepts responsibility for
their deeds and acts as a role model for others. The leader demonstrates that they value
everyone’s personality and commitment to the team's overall effort by allocating tasks in
accordance with each subordinate’s skills and interests (Day & Antonakis, 2011; Bass &
Avolio, 1990; Antonakis, 2001). It is a quality shared by transformational leaders,
according to Bass & Avolio (2004), Howell & Hall-Merenda (1999), Judge & Piccolo
(2004), where they are attentive to what is being said, perceptive to the needs of the
followers, concerned for their success and development, and effective coaches and

mentors.

2.3.3 Inclusive Leadership

Choi et al. (2017) and Randel et al. (2018) found that inclusionary leadership actions are

focused in creating feelings of transparency, accessibility, connectedness towards supporters and
showing the capacity to handle their needs. As being essential to transformational leadership,
inclusive headmanship accepts team members' diversity and encourages their feeling of being

included to empower the contributions of each member of team rather than emphasizing the need
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for team members to incorporate towards group wants or goals (Randel et al., 2018). Knowing the
fact that the general management studies are still developing its understanding of inclusive
leadership, they already demonstrate a number of behavioral characteristics that distinguish it from
other leadership philosophies. Given that inclusive leadership is frequently considered to be a
affiliative leadership method, it is often linked with conducts such as displaying transparency and
being accessible to subordinates (Choi et al., 2017), appreciating various opinions in group
settings, encouraging transparency (Mitchell et al., 2015), and exhibiting to the subordinates that
their points of view are esteemed and cherished (Hirak et al., 2012). Randel et al. (2018) claim that
through displaying particular headmanship attitude, inclusive leaders encourage a climate where
workers feel free to voice their thinking, speak out, or provide feedback. They develop mutually

beneficial relationships with their subordinates as well.

The present literature places a strong emphasis on the role that individual diversity among
leaders plays in inclusionary leadership. For example, inclusive leadership necessitates affiliative
expertise and abilities in order to eradicate discrediting prospects and discrimination while
encouraging a cooperative and multifaceted atmosphere that is based on components like pro-
diversity ideas and mental abilities (Booysen, 2014; Randel et al., 2018). According to some study,
when leaders are readily available to their followers, they have a psychological feeling of

belonging and are given the chance to voice their ideas (Choi et al., 2017).

Since inclusive leadership is founded on relationships, many of the borderline situations
for it are also procedure- or context-particular and depend on subordinates' assumption and
projections (Booysen, 2014; Choi et al., 2017). To help followers feel like they belong and have
faith in their leaders' availability, for example, leaders could promote the socialization of

reciprocity or help build social capital. The intensity of the subordinates with which they assume
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a leader to be open and transparent often determines the amount to which the headman encourages
a cooperative and synergetic atmosphere. Although there are some minor similarities between
inclusionary leadership and other leadership philosophies, inclusive leadership is fundamentally
focused on cultivating connections with followers as well as its societal objective of empowering
alterations by working to make subordinates sense like they belong and the thoughts, views, and
voices they have, are appraised (Choi et al., 2017). The processes of inclusive leadership are no
exception to the theory that alternative leadership styles and inclusive leadership produce diverse
results (Randel et al., 2018). Inclusionary leaders share characteristics with diversity advocates
and humility on a personal level. According to Nembhard and Edmondson (2006) and Randel et
al. (2018), inclusive leaders place a special emphasis on fostering a secure atmosphere where all
members of the team can be themselves in a multicultural setting. A culture where recognizing
and remaining willing to embrace variations is the standard, will be promoted by inclusive leaders.
By blatantly highlighting the value of diversity and encouraging greater tolerance to diversity, the
negative effects of prejudice between groups may be lessened (Randel et al., 2018). Diverse teams
are hence no longer perceived as outsiders but as insiders, strengthening the feeling of
belongingness. Creating an environment where people may express their differing viewpoints is
necessary for this (Randel et al., 2018; Chrobot et al., 2014). The exploration of these differences
and the promotion of the exchange of these varied points of view among staff members are

encouraged by leaders.

Inclusive leadership characteristics exhibit openness, handiness, and readiness to followers
(Carmeli et al., 2010). People should feel empowered to voice issues or other data that might
disrupt prevailing situation as a result of these leadership initiatives. When managers and leaders

are approachable and transparent, it lessens the sense of personal risk that could result from
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outspoken behavior (Detert & Burris, 2007). Additionally, open and approachable group leaders
foster norms that encourage members to respect one another's viewpoints (Ye et al., 2019). When
leaders exhibit a broad mindedness to voice, workers will feel that their ideas and knowledge will
be appraised and taken into account by those who have the ability to challenge the existing
circumstances (Detert & Burris, 2007). As a result, such characteristics support inclusive
leadership qualities such as the capacity to develop a sense of belonging and respect for followers'
individuality. As a result, the stress on affinity and novelty has an impact on followers' views of
the workplace's belonging and distinctiveness, which promotes psychological empowerment and
follower identification among work parties, (Randel et al., 2018). This method encourages to foster
follower’s behavior that are supportive of and consistent with employee voice behaviors, such

creativity and job performance.

2.3.3.1 Green Inclusive Leadership

Inclusionary leadership is a style of leadership that prioritizes openness, reachability, and
the accessibility of headmen towards their teams (Carmeli et al.,2010). This approach involves
managers working thoughtfully with subordinates and promoting their involvement in conclusion-
making (Bourke & Espedido, 2019; Hollander, 2012). GIL, an exclusive example of inclusionary
headmanship, is characterized as leadership methods that are open, available, and capable of
achieving environmental goals using these concepts as a basis (Bhutto et al., 2021). Bhutto et al.
(2021) redefined the concept by expanding the attention of inclusionary headmanship towards
ecological objectives and exploring the significance of the sustainable style of inclusionary
leadership that influences that environment friendly outcomes. Thus, "green inclusive leadership"

is a modified type of leadership that exemplifies a contemporary leadership method that includes
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mindfulness to new environment friendly ideas, availability to discuss the green goals, and

willingness for assistance on the ecological issues the organization faces (Bhutto et al., 2021).

Green-inclusive leadership will foster a culture in which followers will believe they are on
an equal footing and collaborate beyond roles, magnitudes, and statistical limitations to address
common environmental issues through participatory decision-making (Nishii, 2013). Additionally,
by actively taking part in green work activities, green-inclusive leaders show that they are
accessible and that they are careful towards the engrossments, presumptions, and emotions of their
subordinates (Carmeli et al., 2010; Choi et al., 2015). The subordinates are therefore expected to
imitate the leaders by working harder and longer. In addition to increasing group members' sense
of belonging, green-inclusive leaders act as examples by recognizing differing points of view and
valuing each individual's unique contributions (Randel et al., 2018). Because of this, followers
with sense of belongingness are more likely to pick up leadership skills from the leader and display

participation and resourcefulness (Randel et al., 2016; Randel et al., 2018).

Vital information about environmental objectives and difficulties is produced by green
inclusive leaders who use the shared decision making which may promote the development of an
agreed-upon view of the worth of environment-friendly enterprise (Ali et al., 2021; Cao et al.,
2023). These leaders are also open and accessible to interact with staff. By treating all employees
equally, encouraging involvement, and praising efforts, inclusive leaders can strengthen their team
members' sense of belonging (Randel et al., 2018; Ryan, 2006; Pless and Maak, 2004; Nembhard
& Edmondson, 2006). Contrarily, when inclusive leaders develop a connection based on trust with
people, attend to their needs, and are always accessible to them, employees satisty their need for

affiliation (Carmeli et al., 2010; Hollander, 2009; Nembhard & Edmondson, 2006). GIL can
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support sustainable outcomes by fostering socially engaged leadership that promotes confidence

and honesty through forthright, heartfelt, and ethically righteous behavior (Crawford et al., 2020).

Inclusive leaders value other people's opinions and are receptive to their feedback. By
fostering an environment where workers feel comfortable expressing themselves, these individuals
build rapport (Carmeli et al., 2010). Altunoglu and Bulgurcu Gurel (2015) and Sanders et al. (2010)
both note that these leaders inspire staff to devise unique, insightful, and valuable ideas because
they demonstrate their willingness to listen to them by their behaviors (Carmeli et al., 2010).
Creativity and inventiveness consequently grow (Amabile & Pratt, 2016; Choi et al., 2015; Javed
et al., 2019). Inclusive leaders encourage employee creativity because they make organizational
assets provided to them (Hollander, 2012) and by supporting innovative solutions (Afsar et al.,
2014). If we talk about quality-based relationship that inclusive leadership offers, it encourages
workers to satisfy job criteria, that includes displaying creativity at work (Sanders et al., 2010),
employees receive just incentives. According to the corpus of research inclusive leadership enables
subordinates to engage creatively in a range of circumstances (Amabile & Pratt, 2016; Carmeli et
al., 2010; Choi et al., 2015). By setting a precedent for others to follow and serving as significant
influencers of organizational behavior, leaders can promote pro-environmental thinking (Bass,
1960; Ones & Dilchert, 2012). They can also change how individuals view the environment by
demonstrating the pertinent regulations in a peculiar way (Mayer et al., 2010). The leader serves
as the organization's main source of moral guidance throughout the working process. If the
headman encourages the organization's internal environmental protection effort, takes motive to
lead them, and bears viewpoints and proposals that are different from his own, the workmen will
be more willingly devoted to the organization's green behaviour (Xing & Starik, 2017).According

to research, inclusive green leadership fosters environmentally friendly behavior by changing the
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psychological atmosphere of an organization's employees (Bhutto et al, 2021).Inclusive
leader promotes equality for employees, values their contributions, and keeps an open mind to

people's diversity with their diverse viewpoints and suggestions (Javed et al., 2019).

2.4 Green Human Resource Management

GHRM is a form of HRM in environmental matters (Guerci et al., 2016; Renwick et al.,
2013). It comprises hiring people based on their environmental sensitivity while providing them
with training and apprehension about how to handle stewardship. Relevant performance
assessments in this scenario take into account how well employees do their jobs in a sustainable
manner and reward employees who meet green targets (Renwick et al., 2013; Yong et al., 2020).
GHRM is a human resource administration plan that is friendly towards environment. Its goal is
to guarantee and encourage staff involvement by improving green, increasing efficiency, and
lowering costs. Firms will be able to save money and utilize resources more efficiently as a result
of this. Work sharing, telecom, digital interviewing, reprocessing, and online training are some
examples in this scenario. The protection of environmental and climatic resources has long been a
key priority for those making decisions and senior management throughout an array of industry
sectors (Hameed et al., 2020). GHRM operations are viewed as a critical progress driver for the
improvement of processes and strategies, as well as for boosting sustainable performance, as
businesses participate to improve innovation, which forces managers to actively seek innovative
approaches to maximize their essential organizational capital, such as HRs (Mousa et al., 2020).
Because senior management sees human resources as a strategic asset for company growth,
GHRM practices are crucial to an organization's effectiveness. This can lead to creativity and long-
running viability, as well as the effectual utilization of internal resources to mitigate risks and

obstacles, allowing a firm to stay dominant in its industry (Singh, Gupta, et al., 2019). In order to
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develop equilibrium between resource utilization and economic development, businesses must
apply sustainable operations to enhance their long-term performance (such as social, economic,

and ecological performance) (Mousa et al., 2020).

Governments, official organizations, environmental connections, partners, stakeholders,
consumers, workers, and society as a whole have all urged businesses to pursue green policies on
a bigger scale to achieve organizational growth, economic and social extension (El-Kasser et
al.,2019). Human recklessness at work has the potential to destroy the environment (Ones &
Dilchert, 2012). Greening organizations by the interaction between HRM and EM started in the
1990s, Wehrmeyer (1996), who published a book named "Greening people: human resources and
environmental management." The requirement for HRM in enterprises to engage in greening
initiatives became obvious as the number of such studies increased (Govindarajulu and Daily,
2004; Sudin, 2011). As the key driver in a company to pursue green initiatives, GHRM is related
with the HRM functionality (Mandip, 2012; Jabbour & Jabbour, 2016; Bhutto and Auranzeb,
2016). Patel (2014) defines GHRM as an extension of a company's pro-environment
administration theology, regulations, and operations for EM implementation. According to Sharma
and Gupta (2015), green human resource management is the dimension of HRM practices with the
goal to encourage the green utilization of assets, which strengthens the goal of sustainable
environment generically and increase employee consciousness and commitment to pro-
environment management issues particularly. The advent of green human resource management
increases social (i.e., work-life balance), economic (i.e., profit sustainability), and ecological issues
(i.e., waste reduction). GHRM has aided in the revolutionary comprehension of the construct of
'triple bottom-line'; GHRM entails behaviors that coincide with the three principles of stewardship

for environment, social, and economic balance (Yusoff et al., 2015) and bring lasting advantages
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to the organization (Wagner, 2013). Additionally, Jackson and Seo (2010) claimed that
organizations that focus on greening human elements may be more helpful, earning a
competitiveness (Cherian & Jacob, 2012). Organizations who do not have an extensive program
for employing GHRM, on the other hand, may have constraints in the efficacy of their EP
(Renwick et al., 2013). Focusing on GHRM entails employing eco-friendly HR practices such as
enhancing process competence, lessening and eradicating environmental dispose, and redesigning
HR products, instruments, and processes to promote pro-environment behavior; this results in
greater productivity and lower expenses. These initiatives will result in projects such as digital
filing, ride sharing, job sharing, teleconferencing and virtual interviews, reprocessing,
telecommuting, online training, and the development of more power-efficient office buildings
(Sharma and Gupta, 2015; Sathyapriya et al., 2013). To achieve GHRM, environmental
management and HRM activities are aligned. During this process, businesses change their tactics
and efforts towards a more pro-environment business plan (Renwick et al., 2013). Paillé et al.
(2014) investigated the interaction betwixt HRM and sustainable growth by analyzing how and to
what degree employees assist their organizations in becoming more environmentally friendly. The
HR department, according to Kautish et al. (2019), has the power to evaluate and stimulate staff
understanding, views, drives, and behaviors in order to promote long-term performance.
Organizations would find it easier to apply GHRM to effectively build environmentally
friendly employee behavior (Dumont et al., 2017a). Numerous research investigations have
addressed employees' environmental perceptions as a fundamental aspect of building green culture
and values, including the creation of environmentally friendly product designs, environmentally

friendly energy utilization, handling carbon dioxide, waste control, and recycling (Kim et al.,
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2019). Greening businesses and safeguarding the environment in an environmentally sound way

have become critical factors for decision-makers during the 21% century.

Consequently, novel methods for conventional HRM have developed. Greening of the
environment may be prioritized in developing GHRM research studies, and HRM can be a useful
instrument for increasing pro-environmental activities (Jabbour et al., 2019). Academics in GHRM
have concentrated substantially on the role of HRM in greening organizations (Jabbour et al.,
2016). Environmental experts agree on the scale of environmental concerns' consequences (Beck
et al., 2018). Despite the fact that HRM operations to meet these environmental concerns have
been somewhat sluggish, nations, buyers, and academics are increasingly confronted with green

opportunities as well as obstacles (Amjad et al., 2021).

2.4.1 Green Recruitment and Selection

Firms should priorities the recruitment and retention of personnel who are supportive and
careful about the planet (Renwick et al., 2013). Consequently, companies need to develop an
environmental repute and images based on the assumption that they are environmentally sensitive
with the goal to recruit environmentally aware talent (Ehnert, 2009; Kapil, 2015a; Guerci et al.,
2016). Organizations need to explicitly communicate the environmentally friendly strategy on
their webpages and other nationally accessible channels available to candidates so that the firm's
greening attention is plainly visible (Kapil, 2015a; Arulrajah et al., 2015). According to Guerci et
al. (2016), green goals can have a considerable impact on attracting new applications. Green
recruitment makes sure newly hired employees apprehend the firm's pro-environment culture and
share its environmental ideals through extracting candidates' knowledge of the environment,
principles, and credence (Renwick et al., 2013). Recruitment messaging needs to contain

ecological characteristics (Arulrajah et al., 2015). During the employment analysis process, job
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descriptions and employee requirements must demonstrate and underline environmental factors,
sustainable successes, and clarify what to expect from prospective green employees (Mandip,
2012; Renwick et al., 2013). It is the procedure of hiring employees within a company that have
knowledge, skills, methodologies, and attitudes that are compatible with systems for
environmental management. It focuses on environmental conservation throughout the firm while
emphasizing on paperless recruitment practices to ensure minimal environmental impact. As a
result, many firms have begun to use green recruiting as an invention that capitalizes on their
environmental protection mindset, making it a vital method for their successful recruiting
operations. Employees must follow green practices in order to meet the stated ecological objectives
and other sustainability metrics under the green recruitment strategy. As a result, many firms now
undertake paperless interviews in eco-friendly settings. To achieve their organizations’ goals, the
recruiters adopt green measures as part of their business policies. The major advantage factors
human resource and stewardship are retention and satisfaction (Holtom et al., 2008). High-quality
employee recruitment is a vital HR responsibility in the "war for talent" (Renwick et al., 2013).
Graduates and other employment seekers focus on firms' environment managing practices and
conduct and utilize this knowledge when determining which organization to apply to.
Organizations recognize that establishing an image as a pro-environment recruiter is an efficient
method of attracting fresh talent (Phillips, 2007). Wehrmeyer (1996) and offers numerous
techniques that firms could employ to improve green human resource by recruiting and selection
procedures. In the beginning, the descriptions pf the job ought to stress the significance of
environmental reporting. Second, an induction program for freshly hired employees must
emphasize the company's environmental sustainability regulations, rules, and green aspirations.

Third, assessments must be tailored to evaluate employees' harmony with a firm's environmentally

29



conscious initiatives. According to Abdull Razab et al. (2015), environment-relevant questions
should be a substantial component of the assessment process when interviewing possible

applicants.

Furthermore, Arulrajah et al. (2015) said that organizations can enhance their
environmental efforts by incorporating ecological assignments into the responsibilities and duties
of each employee's work, or by developing new pro-environmental designations to focus solely on
the organization's EM aspects. (2013); Opatha (2013) Green recruiting and selection applications
are accepted via online channels such as e-mail, online application forms, or the global talent pool.
To lessen the ecological effect of travel telephone or video-based interviews are done (Saini &
Shukla, 2016). Because recruitment is concerned with getting attention of potential applicants to
apply for the job vacancies in firms, this internally or externally attracts employees with not just
expertise and apprehension in ecological protection, but also an inclination towards conservation.
Recruiting people with a green mindset allows businesses to easily hire specialists having the
awareness of sustainable procedures and already have familiarity with fundamentals such as
reprocessing, protection, and building a more sensible world (Sanyal, 2017). Ecological concerns
affect enterprise’s recruitment processes in the United Kingdom, and according to a survey, a
company's environmental conduct and repute is taken as a signal by the successful graduates for
decision-making when seeking job vacancies (Wehrmeyer, 1996; Oates, 1996; Arulrajah et
al.,2015). Siemens, Mannesmann, Bayer, and BASF are prominent German companies that
leverage a green reputation and environment-friendly operations to attract highly skilled people

(Obaid & Alias, 2015).
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2.4.2 Green Training and Development

Numerous businesses provide fruitful employee training programs on how to engage in
green activities that reduce or prevent emissions of greenhouse gases, build management and
technological skills for ecological security and reconstruction, and lead to greater sustainable
development (Mousa et al., 2020). Few businesses acknowledge the need of green development
and training initiatives for both business and environmental protection (Amjad et al., 2021), that
may help them sustain market success in contrast to others. Today's most difficult challenge for
the corporate community is striking an equilibrium between financial success and organizational
advancement (Pinzone et al., 2019). Green training sessions also incorporate pro-environment
knowledge of ecological problems in order to enhance management and non-management
personnel attitudes and behavior (Jeruto et al., 2017). Many companies offer operational employee
training programs on how to engage in green activities that reduce or prevent greenhouse gas
emissions, develop administration and technological abilities for ecological security and
reconstruction, and lead to more sustainable development (Mousa et al., 2020). In comparison to
others, few businesses recognize the need of green development and training programs to promote
business and environmental protection (Amjad et al., 2021). The corporate community's most
difficult task today is establishing a balance between revenue growth and organizational progress
(Pinzone et al., 2019). Pro-environment training sessions also include environmental education to
improve administrative and non-administrative staff behaviors and mindsets (Jeruto et al., 2017).
Green training should try to transform habits and improve emotional involvement in environmental
objectives (Gull et al., 2021). Sustainability embedded training includes not only environmentally
friendly practices, but additionally the incorporation with performance management systems as

part of a green environment plan (Tang et al., 2018).
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Sustainable businesses that offer green training to their staff have considerably more
knowledgeable, trained, and skilled employees who can carry out the goal of environmental
conservation far better than their rivals (Oyedokun, 2019). Similarly, data from a Spanish
automobile sector study show that employees receive green training become more technically
adept at dealing with environmental issues, which is crucial for long-term success (Bai et al.,
2010). Employees who are well-trained and informed help a business to design creative strategies
to boost efficiency while reducing the detrimental impact of its actions on society (Mousa et al.,
2020). Pro-environment training and development should be prioritized by businesses because it
helps them achieve long-term achievement (Yafi et al., 2021). Green training and development are
also essential for the effective execution of conservation activities and cleaner manufacturing
(Graves et al., 2018). Implementing an environmental strategy in the workplace to promote
employee participation and involvement in environmental issues (Ojo et al., 2019) demands
employees' expertise, understanding, and understanding of all resources and techniques; this, in
the end, requires environmental management planning. Employees may utilize their understanding
of managing the environment and paying attention to environmental concerns by taking "green
training and development" courses (Hameed et al., 2020). Training would improve workers'
understanding of the environment, experience, and capacities (Mousa et al., 2020). Through green
awareness management, employees can obtain in-depth sustainability training that will enhance

their understanding, abilities, and capacity to deal with difficult situations (Gull et al., 2022).

All personnel are motivated to take part in environmental initiatives after receiving green
training (Srivastava et al., 2018). Comprehensive training, according to Dahiya (2020), includes
not only effective instruction but also assessment and performance rating systems, promoting an

atmosphere that encourages wellness and long-term performance. Environmentally conscious
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companies who provide green training to their staff have more mindful, educated, and competent
workers who are more fitted to meet the overarching objective of safeguarding the environment
than competitors (Gull et al., 2022). Employee involvement in their jobs increases their chances
of becoming involved in environmentally conscious corporate operations. Green training at the
highest level is associated with greater levels of EP in firms devoted to long-term success and
environmental stewardship (Gull et al., 2022). This is largely due to the fact that green training
and development equips people with the knowledge and skills they need to progress towards
sustainability and towards a more robust tomorrow. Employees may develop skills thorough pro-
environmental training via green management of knowledge, enhancing their environmental
information, knowledge and talents and ability to deal with tough management of environmental
concerns (Sammalisto et al., 2008). Businesses that provide green training create an atmosphere
where employees are willing to contribute in social, economic, and environmental activities
(Kjaerheim, 2005). Green training comprises not only comprehensive courses, but also
assessments and long-term performance monitoring approaches, making it a perfect tool to develop

a sustainability-conscious workplace (Renwick et al., 2013).

2.4.3 Green Reward and Compensation

Workmen are awarded for their contributions to the organization via key HRM procedures
of rewards and compensation. Such HR procedures are highly efficient avenue of aligning a
person’s inclinations with those of the organization. According to Ramus (2001), inducements and
prizes effect employees' focus to the most essential aspects of their professions and motivate them
to work hard to attain organizational objectives. In the framework of Green human resource,
rewards and incentives may be considered as viable techniques for incentivizing ecological efforts

in organizations. Modern firms are developing systems of incentives that motivate their staff to
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participate in environmentally friendly initiatives. According to a CIPD/KPMG survey in the UK,
8% of UK enterprises promote pro-environment behavior with variety of prizes or monetary
rewards (Phillips, 2007), and such practices may inspire staff to produce eco initiatives (Ramus,
2002). Forman and Jorgensen (2001) discovered in a similar study regarding the significance of
participation of employees in ecological events that employees' dedication towards management
programs regarding environment increased when compensation was given to them. Greening the
organization's goals can be supported by giving reward to the employees for their ecological

stewardship (Jabbour & Santos, 2008a; Jabbour & Jabbour, 2016).

In this approach, EM gets advantage from reward and compensation processes if it
emphasizes avoiding undesirable behavior and encouraging environmentally positive behavior
(Zoogah, 2011). To that end, pay structures should be intended to convey the company's devotion
to EP whilst encouraging stimulating employees' environmentally conscious conduct (Daily and
Huang, 2001). This managerial dedication will enhance worker involvement by making them more
environmentally conscious and engaging them in eco-initiatives (Calia et al. 2009; Renwick et al.,
2013; Daily and Huang, 2001) shown that accolades ought to be connected to the results of
greening initiatives within firms in order to improve the efficacy of reward programs focusing on
influencing employees' pro-environmental behavior. Furthermore, having recognition rewards
available at all levels of the company is critical to their efficacy (Arulrajah et al., 2015). Different
categories of green learning and reward practices exist. Rewards can be monetary (bonuses, cash,
premiums), non-monetary (sabbaticals, leave, gifts), recognition-based (awards, banquets,
exposure, external roles, daily appraisal), or positive (feedback) in nature (Renwick et al., 2013;
Opatha, 2013). All such of rewards recognize and promote those in median administration who

provoke their employees to embrace pro-environment operations (Kapil, 2015a; Arulrajah et al.,
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2015), which contributes the greatest to the stewardship of environment (Renwick et al., 2013).
Although incentives and prizes stimulate green behaviors in firms, they will never be completely
error-free. The difficulty of assessing environmental activities and performance correctly and
fairly may make implementing effective monetary incentives challenging (Fernandez et al., 2003).
Businesses, according to Gupta (2018), must design energy-efficient items and procedures, as well
as create incentives to accelerate their adoption. He says that by including elements of
environmentally friendly management into the pay program, firms may build a pro-environment
climate and managers can promote pro-environment conduct among employees by aligning green
compensation and incentive systems with the HRM process. Furthermore, managers should
encourage employees to submit specific pro-environmental notions relevant to their respective
field of work, which can then be integrated into the objective to be fulfilled in the coming year
through collective decision-making. Fulfilling such objectives will be the foundation for receiving

ncentives.

Employee pay plans, according to Liebowitz (2010), can be altered in order to offer
incentives depending in part on the worker's evaluation scores on attitudinal and technical skills,
as well as rewards for outstanding performance on special projects. Environmental HRM
objectives typically include ecological objective and accountability administration, environmental
conduct feedback and appraisals, environmental compensation and perks, sanctions for
noncompliance, environmental expertise development, routine ecological feedback, and
ecological routine encouragement and recognition (Ramus and Steger 2000; Govindarajulu and
Daily 2004; Zibarras and Coan 2015; Dumont, Shen, and Deng 2017). According to Lawler et al
(2008), green job performance underlines that staff members are content with pro-environment

awards and facilitate maintaining ecological conduct. Green awards produce the greatest degree
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of job satisfaction, which greatly enhances ecological conduct (Lawler et al.,2008). Pro-
environmental awards and incentives impact staff’s appreciation for eco-initiatives (Renwick et al,
2013). The use of sustainability-based prizes and recognition has a positive impact on staff desire

to seek out green projects (Ramus, 2001).

2.4.4 Green Performance Management and Appraisals

Green performance management (GPM) is a system for assessing workforce conduct in
relation to environmental administration (Jabbour, Santos, and Nagano 2008). GPM elements such
as providing evaluation and stabilizing metrics have been examined (Jackson et al. 2011; Zibbaras
and Coan 2015). It suggested that such GPM measurement ways are ineffective since different
organizations have varying structural characteristics, and assets that unitize universal criteria
throughout businesses will be haphazard (Marcus &Fremeth 2009). Organizations must develop a
deliberate approach to execute GPM. Applying global GPM criteria is thus a major focus for a
wide range of businesses. Developing pro-environmental objectives for the employees highlights
the significance of transforming ecological objectives into strategies for performance for all
employees (Milliman & Clair 1996). Setting green conduct signals entails creating a group of green
standards for the members to use in conduct evaluations, including topics such as events involving
the environment, environmental duties, CO emission depletion, and environmental issues and
policies communication. According to Ahmand (2015), performance assessments are highly
important aspect of green performance management for both leaders and employees since they
define the procedure and efficacy of subsequent rewards and compensation. Consequently, strong
green conduct signals in conduct management systems are essential. Performance Management
Systems (PMS) manages subordinate’s' conduct to get the EP by evaluating individuals' inputs to

EP advancement (Ahmad, 2015).
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As a result, PMS promotes the long-term viability of pro-environment administration
operations (Jackson et al., 2011) and avoids the deterioration of EM initiatives (Epstein and Roy,
1997). Organizations must establish corporate-wide measures to evaluate the possession of
organizational assets, usage, and waste, as well as Environmental Management Information
Systems to manage assets movement and environmental investigation, in order to maintain
excellent EP (Jackson & Seo, 2010 Arulrajah et al., 2015). As a result, modern organizations have
created corporate-wide ecological conduct criteria that are connected with pro-environment

information systems to assess EP and green conduct of their employees (Marcus & Fremeth, 2009).

Employees must be given green evaluations and awards based on their green assessments
to increase employee involvement and promote eco-friendly behavior (Srivastava et al., 2018).
Managers should encourage their staff to express their concerns about their job and their
responsibilities as professionals in order to develop green HR practices. Administration should set
goals for the following year that include executing these environmentally friendly activities as well
as assessing the success of their personnel. The level of excellence of the green output is widely
used to measure green performance (Sharma et al., 2015). GHRM can develop green work rating
criteria by defining environmental management priorities, assessing environmental actions taken
by management, evaluating employees' environmental success stories, and including this green
work into their achievement and compensation records (Dahiya, 2020). Furthermore, in order to
improve their EP, firms can receive daily feedback on employee success in meeting environmental
targets (Arulrajah et al., 2016). Amjad et al, (2021) said that obtaining feedback about worker's
green job results will help excite them and increase their involvement in environmental
management duties. As a consequence, the human resources department must create an employee

performance award program that incorporates behavioral and technological information critical to
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environmental stewardship (Ahmad, 2015). HRM should incorporate EP into PMS by defining
EM targets and liabilities, scrutinizing EM behaviors, and assessing ecological goal attainment
using pro-environmental task ranking as primary signals of career achievement (Sharma and
Gupta, 2015; Kapil, 2015b). This pro-environmental task grade must be acknowledged in
managers' and employees' appraisal records (Ramus, 2002; Prasad, 2013; Renwick et al., 2013).
Moreover, in order to improve EP, managers have to give routine evaluation to employees or teams
regarding their participation in the fulfillment of environmental objectives (Arulrajah et al., 2015;
Jackson et al., 2011); such evaluation may enable employees in developing their apprehension,
expertise, and competency. Discussing assessment findings with subordinates about how
productively they are working towards ecological goals, as stated by Govindarajulu and Daily
(2004), is critical for employee willingness and their engagement in EM tasks will be enhanced.
As stated by Harvey et al. (2013) and Kapil (2015b), companies can additionally offer an online
database and audits that allow workers to point out their own EP and create a chance for employees

to contribute and recommend practical solutions to make the organization greener.

2.5 Green Creativity

The out of the box and help ideas given by people who work together are called creativity
(Amabile,1988), the ideas include several things, it may be a tangible thing, any service, some
procedure. The full concept of social and psychological factors that are required for a creative
response is called creativity. Field of work-related abilities, innovativeness related procedures, and
internal task motivation are three of the four components that are specific to each domain. The
social context in which the person is employed constitutes the fourth factor. Green creativity is
defined as "the development of new ideas about green services, tangible goods, operations, or

environmentally friendly practices that are considered to be distinctive, unusual, and useful." It is
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highly esteemed process that fosters the sustainable evolution and develops innovation to help the
organizations in maintaining their image (Zameer et al., 2020). Green creativity leads to
inventiveness, promotes pro-environment policies and helps in conserving the cultural legacy
(Bhutto et al., 2021). It is a vast term that entails economic, ecological and social element (Gtirlek
& Koseoglu, 2021). The definition of innovativeness is the capacity to develop a series of creative
conduct and products using expertise (Tierney, Farmer, and Graen, 1999) that causes the
development of a beneficial and helpful novel good or service, scheme, approach, or operation
through people working jointly in a perplexing social system (Woodman, Sawyer, & Griffin,
1993). Shalley and Gilson (2004) define creativity as the ability to develop fresh and possibly
helpful ideas concerning an organization's goods, behaviors, offerings, or operations. The effective
execution of fresh ideas is defined as innovation. As a result, innovation is an essential source of
competitive edge over time for firms (Barczak, Lassk, & Mulki, 2010; Osterloh & Frey, 2000;
Amabile,1988). Creativity is essential for new product development success (Griffin &
Page,1996). Integrating imaginative thinking with the idea of sustainable growth has become
important to firm performance in such an environmentally conscious culture
(Chen,2010).Businesses should nurture organizational inventiveness in order to devise innovative
solutions because creativity is as the key to innovation (Halbesleben et al.,2003).Green goods,
environmental services, environmentally friendly procedures, and green practices are all
conceptual extensions of GC (Chen &Chang,2013).1t is thought to be creative, novel, and practical.
In today's context, GC is crucial as the foundation for business environmentally conscious

creativity execution and development.

Effectual GC can foster organizations and community fulfills long-term ecological growth

while also gaining a competitive advantage by responding rapidly to crises (Chen &Chang, 2013).
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According to Chen and Chang, (2013). Employees' knowledge, technical abilities, competence,
and talent (the first component, domain-relevant skills), as a result, improve. The second part,
inventiveness-relevant operations, is made up of personality traits, a propensity for taking chances,
mental models, and divergent thinking (Fiirst & Grin ,2018). These factors support the growth of
creative thinking. The third element, internal task motivation, is the primary driver of creative
activity, according to 40% of scientists (Amabile, 1997). Workers display more creativity when
they believe the task to be exciting, involving, and demanding, according to Amabile, who asserted
that the fundamental idea of creativity is internal motivation for the job (Amabile, 2012). The
fourth element is the social environment, which she defined as the social or work environment and
external factors that may encourage or discourage internal motivation and innovation (Amabile,
2012). According to Mittal and Dhar (2016) and Ogbeibu et al. (2020), green creativity is the
capacity to generate fresh ideas that are ecologically sustainable. According to other studies
(Jaiswal and Dhar, 2015; Tung, 2016; Wang et al., 2013), a number of external factors, such as
supervisory support, an environment that fosters innovation, and leadership, can inspire people to
be creative. The essential component required to develop unique solutions is creativity (Chen and
Chang, 2013; Halbesleben et al., 2003). While creativity has traditionally been thought of as
unique and valuable ideas, innovation is built by creative ideas regarding improved procedures,
behaviors, or products in a workplace climate (Amabile et al., 1996; Anderson et al., 2014).
Innovation is typically seen as the initial stage towards organizational creativity (Anderson et
al.,2014). Implementing ideas is a key component of creativity that is idea-driven and innovative.
Creativity is a significant element that expresses people's personalities and abilities to execute their
professions in particular settings and improves organizational performance, according to prior

research (Shalley et al., 2004). In many of the firms where workers do not get the clear-cut
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guidance about the schedules and other job events, employees often must pinpoint problems
(which tend to occur in an evolving and repetitive way), understand them, and look for the solution
that fits the context the best (Jonassen, 2001). As a result, creativity brings original, novel, and
useful answers to issues. It also forms the basis for idea generation. Developing green products,
developing sustainable ecological conduct, (Anser et al.,2020) are just a few instances of the pro-
environmental results that businesses may achieve with the help of green innovation. Similar to
this, green creativity demonstrates employees' capacity to perform job obligations in an
environmentally friendly manner. Gong et al. (2012) assert that in order to be innovative, people
need to have exclusive mental resources (like mindfulness) that serve as a key to innovation. In
order for GC to manifest in the form of valuable sustainable conduct, that helps employees
recognize and understand ecological issues, gather data, and provide eco-friendly schemes to give
away the solution, people should be given access to adequate mental assets such as green
mindfulness. Since creativity tends to be an iterative process, personnel have to take responsibility
to participate in the creation of new ideas (Horng et al., 2016). An employee may, for instance,
have a different viewpoint on a problem at the information finding phase, that requires a review of

the problem diagnosis and information search phases in order to develop a solid knowledge.

Therefore, in order to generate original ideas, employees have to adjust obstacles as well
as exposure to business reality and the importance of context at each level (Marrocu & Paci, 2011).
According to Mittal and Dhar (2016), because they create corporate pro-environment growth
objectives and promote a culture of green innovation, managerial behaviors and qualities are
crucial for encouraging green creativity. Employee green creativity is defined as their spontaneous,
free decisions to find new, ecologically responsible methods to tackle problems (Mittal and Dhar,

2016). According to Kim (2017), administrations' apathetic approach to environmental policy
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tends to lead to fewer environmental responses, and on occasion, they just decide to ignore
environmental issues. Green creativity is essential for the process of creating innovations if we are
to protect the environment. According to Hunt and Morgan (1995), an organization with innovative
ideas results in an excellent conduct of product creation because the novelty in a novel product
creation team, responds effectively to the different needs of clients, resulting in outstanding
product creation conduct (Deshpandé, Farley, & Webster Jr., 1993). GC is favorable to GPDP
(Chen et al., 2016). Green product creation, according to Zhang and Li (2019), would contribute
in environmental conservation while also functioning as a strategy for firms to boost the additional
worth of their products. To address the growing and recurrent ecological needs of consumers in
the environmental protection surroundings, firms embrace environmentally friendly creativity
plans of action as development objectives, generating new eco-friendly products to boost their

organization's branding and ensure their continued market survival.

2.6 Environmental Consciousness

Zelezny and Schultz (2000) define ECO as the psychological factors that affect people's
propensity for environmentally friendly behaviors. ECO arose among people who avoided
purchasing specific products due to their environmentally harmful effects in the 1960s in the West
(Grunert & Juhl, 1995). Consumers eventually became so sensitive that they avoided purchasing
products that were hazardous to the environment as this mindset became entrenched. This pushed
companies to be determined to making eco-friendly goods (Sharma & Bansal ,2013); Pudaruth et
al.,2015; Connell ,2011; Huang & Kung ,2011; Buysse & Verbeke ,2003). It is a complex system
of'ideas and beliefs that advance social consciousness as well (Monhemius, 1992; Wimmer, 1992).
In the context of business organizations, environmental consciousness as a type of civil direction

is more applicable because it reflects the way that a product is produced by the company for the
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environmental advantages while reducing its detrimental impact on the climate (Kang & James,

2007).

Environmental consciousness is defined as an intricate construct that is a part of a person's
belief system and consists of cognoscible, attitudinal, and behavioral elements (Schlegelmilch et
al., 1996). Environmental consciousness, according to Dembkowski and Hammer-Lloyd (1994),
is the subjective apprehension a consumer has about how her actions will affect the environment.
Environmental comprehension, referred to as "a general knowledge of facts, concepts and
relationships concerning the natural environment and its major ecosystem," is a crucial component
of internalizing pro-environmental values and beliefs as well as the activation of personal values

that lead behavior, according to Sanchez and Lafuente (2010).

Schahn and Holzer (1990) assert that two categories of environmental comprehension
exist: physical and abstract. While abstract apprehension refers to expertise about ecological issues
or problems, such as drives, fixation, and so forth. Concrete knowledge is behavioral therapy

apprehension that can be used and put into practice.

Abstract environmental apprehension is necessary for anticipating ecological action.

According to Sanchez and Lafuente (2010), the emotive element of environmental consciousness
is essential to forecast environmentally aware user behaviors, which can vary from reprocessing
goods to green buying. It demonstrates the environmental concerns of a person, specifically their
perception of environmental degradation. Crosby et al. (1981) provided an alternate definition of
ecological concern as a particularly productive behavior towards environmental protection. Later,
drawing from the study of Van Liere and Dunlap (1981), ecological concern was termed as an

overarching or broad mindset that has a secondary impact on conduct through evident intent.
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Zimmer et al. described ecological concern as "a general concept that can refer to feelings about
many different green issues" in 1994.1t illustrates what people's attitudes are towards the

environment generally.

According to Milfont's definition from 2007, environmental attitude is a "psychological
propensity" that may be understood by looking at how people perceive or hold views regarding
the environment as a whole. It basically makes a reference to an environmental awareness level of

people (Tan, 2011).

It is argued that a general attitude that comes before more particular attitudes, intentions,
and acts is crucial to understanding environmental consciousness. According to Shrumetal et al.
(1995), a person's general environmental attitude can be summed up as their level of interest or
care for environmental, ecological, or energy-saving phenomena. It essentially encapsulates one's
ecological worldview, which takes into account how people relate to nature and has been

demonstrated to be an early indicator of green behavior (Stern, 2000).

Environmental consciousness also manifests itself in some behavior, and it stands to reason
that, the behavioral consequences will either be more generically green or more product-peculiar
and it depends on the extent to which a person has environmental consciousness. It stresses even
more how important it is to examine both general and product-specific pro-environment attitudes
because previous studies have indicated that many environmentally friendly behaviors have their
own factors. Consumers who strongly believe that their environmentally aware conduct will have
a productive effect are expected to participate in such actions to support their environmental
concerns, as consumer concern for environmental problems may not always reflect into green
behaviors. Prior work has identified either an ordinary or a weak link between environmental frame

of mind and green conduct in terms of attitude-behavior incongruence (Mostafa, 2007). Hines et
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al. (1986/1987) discovered, on the other hand, that a lower association between attitude and
behavior can be assigned to the operationalization of frame of mind as a common perspective on
the environment instead of specific environmental attitudes. Furthermore, only attitudinal aspects
can't always anticipate actual conduct (Foxall, 1984; Tarrant & Cordell, 1997; Antonides &Van
Raaij, 1998). As a result, psychological elements such as an individual's anxieties, expectations,
and emotional responses may be other factors driving pro-environmental activity. Environmentally
conscious conduct is assessed by someone’s emotional "judgement" related to the results of his
activities on the biophysical atmosphere (Bruhn, 1978). As a result, that is not always a

consequence of simple intellectual vision into proper behavior (Urban, 1986).

Furthermore, scholars have looked into a few more factors in order to provide explanations
for the various categories of green behaviors, which range from common (such as reprocessing or

preserving) to more particular (such as purchasing only green products).

Previous research has looked at the relationship between cost and benefit, presumed consumer
effective (PCE), socio-psychological, statistical, amount of customer engagement, and an urge to
pay to explain changes in green behavior. This does not diminish the significance of mindsets;
rather, a larger structure could be available to explain the causes encouraging green mindful
conduct (Lee & Holden, 1999). Kinnear et al. (1974) claimed that user’s faith that only an
individual's attempts can bring a change, referred to as "perceived consumer effectiveness" or
"PCE," impacts a person's desire to participate in environmentally conscious buying behavior. PCE
is separate from environmental concerns or attitudes, which are defined as "the assessment of
oneself in the context of the issue" (Berger &Corbin, 1992). Previous research has identified PCE
as among the most significant predictors of environmentally conscious consumer behavior

(Straughan & Roberts, 1999; Roberts, 1996). Stern (1992) established four distinct ecological
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norms or directions, in addition to attitudes, as indices of environmental care. The first proportion
was represented by the new environmental paradigm (NEP), a new style of thinking (Dunlap et
al., 1978). The second value orientation links ecological issues to anthropocentric altruism, which
believes that masses are concerned with regards to the quality of environment largely because they
feel that an unhealthy environment jeopardize people's health. Environmental concern is expressed
as a self-serving concern in the third value orientation. Finally, environmental concerns are seen
as the outcome of an underlying cause, such as religious values or post-materialistic ideas. In a
summary, ecological issues have been defined as an assessment or mindset towards someone’s
own or other facts, or behavior with environmental repercussions (Weigel & Weigel, 1983). Apart
from ecological concerns, McIntosh (2009) emphasizes environmental governance as a component
of'an individually held value known as consumer environmentalism. It essentially demonstrates an
individual's strong emotions regarding community's responsibility in ecologically aware purchase
decisions. The possibility ofa person influences the behavior of others is referred to as
environmental advocacy. Objects connected with popular advocacy practices such as persuading
people to alter their conduct, boycotting, giving off money, and lobbying are included. It indicates
how enthusiastically a client is eager to engage in environmentally beneficial activity that inspires

others to do the same.

In accordance to the suggested structure for relating environmental consciousness to green
behavior, personal pro-environment conduct and ecological support assessing consumer’s
awareness about sustainability both appear to depict behavioral interests towards environmentally

friendly products.
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2.6.1 Environmental Consciousness and co-related variables

Saying there is a direct link between environmental consciousness and green conduct is
oversimplified. According to Schwepker and Cornwell (1991), people's views and intentions about
the purchasing of products with environmentally friendly packaging may alter as they become
aware of the environmental issue (in this case, the solid waste problem). Therefore, those who are
not right now in favor of environmentally aware buying might become people for sustainably

packaged goods if people can be influenced to believe that an issue exists.

A few socio-psychological characteristics were also found to be helpful in identifying
consumers with low and high buy intentions for these goods, according to the study. Stanley and
Lasonde (1996) investigated the impact of ecological problem participation on general and
peculiar class of ecologically aware behavior, that includes consumer behavior. They discovered
that people who are highly participative in ecological problems are more likely to gauge the actual
criteria of any specific conduct and contribute in a different category of ecological behaviors,
involving buying, usage, and ejection, than less participative people. They participate in activities
that call for specialized expertise or include information-based obstacles to action. It seems that
the projection of environmentally conscientious customer behavior may be discouraged by issue
involvement as opposed to problem awareness. For example, someone may agree that reprocessing
is beneficial, but until they think that ecological problems are important or related to one self to

them, they are not expected to get the knowledge necessary to engage in recycling.
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2.7 Knowledge Sharing

Knowledge is an important organizational asset that gives a sustainable competitiveness in
a cut throat and vigorous economy (Foss & Pedersen, 2002; Grant, 1996; Spender &Grant, 1996;
Davenport & Prusak, 1998). Corporations have to depend on employment and training processes
that concentrate on hiring people with certain expertise, abilities, skills, or capabilities or on aiding
workers in gaining the capabilities to acquire a competitive edge (Brown & Duguid, 1991). Firms
have to keep in mind how professionals may convey their experience and knowledge to novices
(Hinds, Patterson, & Pfeffer, 2001). Firms have to stress and use existing knowledge-based
resources more effectively (Damodaran & Olphert, 2000; Davenport & Prusak, 1998; Spender &
Grant, 1996). As one apprehension-centered project, information sharing is the crucial process by
that helps employees to contribute towards information usage, inventiveness, and the
organization's competitive edge (Jackson et al., 2006). Sharing information with workers and
within and between members enables firms to use and capitalize on apprehension-based assets

(Cabrera & Cabrera, 2005; Damodaran & Olphert, 2000; Davenport & Prusak, 1998).

Knowledge sharing and combination have been demonstrated to be beneficially linked to
expense cuts, more swiftly finalization of innovative product development initiatives, team
efficiency, company creativity abilities, and company conduct, that includes sales expansion and
earnings from new tangible and non-tangible goods (Arthur & Huntley ,2005; Cummings,2004;
Collins &Smith,2006; Hansen,2002); Mesmer-Magnus & DeChurch,2009; Lin ,2007d).
According to Cummings (2004), information sharing is the source of work knowledge and
understanding about how to facilitate others and cooperate with others to solve issues, produce

novel concepts, or execute regulations or procedures.
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Knowledge sharing can be a documented correspondence or in person interactions with
other maestros, or it can take the form of documenting, arranging, and gathering expertise for
others (Cummings, 2004; Pulakos et al., 2003). Although the term "knowledge sharing" is more
commonly used than "information sharing," scholars prefer to call it "information sharing" to
mention the sharing with other people that takes place in experimental work where contributors
receive the lists of material, modules, or programs. Knowledge sharing is not the same as
knowledge shifting and exchange. Knowledge shifting requires both the knowledge source to
provide knowledge and the knowledge recipient to acquire and apply knowledge. Traditionally,
the phrase "knowledge transfer" explains the flow of information among various components,
groups, or workplaces rather than among individuals (Szulanski, Cappetta, & Jensen, 2004).
Although the terms "knowledge exchange" and "knowledge sharing"
are interchangeable (Cabrera, Collins, & Salgado, 2006), knowledge trading involves both

knowledge sharing and knowledge seeking (or workers contributing knowledge to other workers).

2.7.1 Green Knowledge Sharing

There has been a lot of focus on the ecological concerns. This is because of the researchers
who have been attempting to develop consciousness about the shrinking natural resources (Kumar
& Barua, 2022). When the organizations succeed in managing the knowledge of their processes
and operations only then they can lead other organizations (Aamir et al., 2021). Knowledge sharing
is basically the knowledge provider sending knowledge to the apprehension implore to enable
others to learn and build new abilities (Senge,1998). During the learning process, knowledge
sharing is a sort of exchange behavior (Darr &Kurtzberg, 2000; Wijnhoven,1998). According to
Hendricks (1999), an organizational person trades information with other people while benefiting

from them. Davenport and Prusak (1998) characterized knowledge sharing as supporting groups
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in locating the knowledge they required via the exchange method for team knowledge, rather than
just exchanging knowledge. Knowledge sharing helps team building. Nancy (2000), said that
knowledge sharing entailed passing on details and expertise to other member in order to develop
learning chances and motivate people to study. Green knowledge sharing refers to the intensity
with which an organization's workforce share green knowledge in order to improve the
organization's environmental sustainability (Lin & Chen, 2017). Several factors such as humans,
enterprise’s climate, technology, appraisals affect green knowledge sharing (Abbas,2020a). Prior
study has highlighted the significance of managing knowledge in the organizations (Lopes et al.,
2017; Dezi et al., 2019). Knowledge management is famous to influence many conduct outcomes
(Bhatti et al., 2022). The most crucial part of information management, however, is information
sharing (Rubel et al., 2018). Prior literature studied the individual and organizational levels of
information sharing (Vrontis et al., 2021; Bhatti et al., 2022). Workers may generate
"collaborative" knowledge through the sharing of their professional information with fellow
workers (Jabbour & de Sousa Jabbour, 2016; Teh & Yong, 2011; Song et al,2020). Sharing facts,
expertise, and understanding to solve problems; establishing and implementing novel approaches,
regulations, or practices (Chen et al., 2018). Employers can encourage their staff so that they
can use both implicit and explicit information to solve problems by fostering a knowledge-sharing
culture (Ali et al., 2018). According to pro-environmental studies, information and transference
are essential components for successfully affecting employees' green conduct and preserving
companies' competitiveness in the pro-environmental economy (Gope et al., 2018). Employees
may share ecological information and participate in green knowledge sharing (Lin & Chen, 2017).
Workers are inclined towards distributing environmental details and knowledge, extending

learning prospects, and inspiring others to learn and develop novel green knowledge with the goal
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to participate in GKS (Rubel et al., 2021a). Knowledge sharing necessitates the development of
knowledge performance, such as knowledge usage (Zaim, Muhammed &Tarim,2019). As a result,
if knowledge is not transferred or shared, it is underutilized and loses value (Hidding & Catterall
,1998). In any case, people are always the key to knowledge; "people" in an organisation are the
most significant element in information transmission and knowledge development. Personal
information is transformed into organizational knowledge when it is transferred to other members
of the organization, which is the actual goal of organizational value promotion (Nonaka &
Takeuchi, 1995). People in an organization may be inspired to perform in new avenues, provide
better or innovative ideas, and boost their innovativeness when they get motivated by information
sharing (Davenport &Prusak,1998; Cross&Parker,2004; Yli-Renko, Autio, & Sapienza, 2001).
Knowledge sharing is viewed as not just an important aspect of supporting employees' creative
behaviors and assignments (Cheng et al.,2019; Abukhait, Bani-Melhem & Zeffane, 2019; Wang,
Yang& Xue, 2017) but also as a crucial instrument for sparking creative cognition and, as a result,
updating ideas into creative skills (Mura, Lettieri, Radaelli, & Spiller, 2013).Internal information
exchange improves in-house strategy and aids in the development of an organization's innovative
approach (Chen, Wang, & Wang, 2018).Thornhill (2006), added that information is important in
the creative operations. To be creative, workers have to get and share information through
communication with one another. Sosa (2011), demonstrated that knowledge exchange among
workers can improve personal professional experience and abilities, generate innovative ideas, and
boost others or their own innovation, all of which led to enhanced work performance. Sharing
knowledge can help others acquire successful action capabilities and behavioral actions
(Senge,1998).As a result, knowledge sharing among members of an organization would increase

creativity (Heidary Dahooie, Afrazeh, & Mohammad Moathar Hosseini, 2011; Kremer, Villamor,
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& Aguinis, 2019).Individual ingenuity can be increased by knowledge sharing, which can
subsequently be used to improve workplace performance (Amabile,1996).As a result, it is obvious
that academic and industrial interest in information sharing has increased. Because of its impact
on organizational conduct, knowledge exchange has been selected as a standard to evaluate
expediency and creative practices (Florea, Cheung, & Herndon, 2013). Modern organizations must
comprehend how to increase their employees' ability to communicate intra-organizational
knowledge. This is among the most difficult challenges (Devanport & Prusak,1998). As a result,
in case of such an environmental-conserving environment, company information exchange based
on conservation and pro-environmental concerns will be regarded as green knowledge sharing.
GKS is the activity of corporate people who desire to exchange knowledge and expertise regarding
environmental concerns with others, encourage learning prospects, and motivate other members
to study and produce new knowledge for each other. Information sharing practices, according to
Almahamid et al. (2010), have an important beneficial effect on organizational competitiveness.
According to Skinnarland and Sharp (2011), receiving and sharing information are related to a
firm's competitiveness. Additionally, Abdul-Jalal et al. (2013) studied that knowledge sharing
impacts organizational competitive advantage. This study offers a seven-item scale to assess 'green
knowledge sharing,' which is based on de Chennamaneni and Teng's (2006) idea of knowledge
exchanging behavior. According to Chen and Chang (2013a), green competitive advantage is an
instance whereby firms take up certain positions in environmental leadership or innovative green
practices where their competitors are unable to replicate their successful pro-environment
strategies and can benefit long-term from these successful pro-environment plans of action. Taylor
(1999) describes management of knowledge as the procedure of transforming a firm (library) from

its existing knowledge-hustled state to an information-based system.
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Defining knowledge as explicit, implicit, or tacit, according to Koenig (2012), is a far more
delicate and important classification. Tacit knowledge is intimate knowledge that would be
exceedingly hard to concretize. Explicit knowledge is knowledge that has been codified and is
provided in a tangible form. The essential concept that is not communicated in a material way but
could be made plain is said to as latent. Knowledge management, according to Koenig (2012),
comprises of events learned databases, expertise location, and networks of practice. To summarize,
management of knowledge is the administration of a group of resources, that includes the skill and
experience of individual workers. Information management, according to Uhlaner et al. (2007), is
a process-based viewpoint that represents ways for gathering or creating knowledge. Businesses
must gather and organize green information so that it may be shared throughout the organization.
Green knowledge acquisition in product/service design, as well as product/service green
advantages representation, can make a difference. Organizations may aim to provide possibilities
for environmental principles to be incorporated into actual business modules by first obtaining and
structuring sustainable information. Additionally, businesses should enhance employee awareness
of environmental issues. Employee green education is a low-cost yet effective technique for
developing momentum and providing green ideas that encourage their services. Knowledge
management must produce green knowledge through its personal expertise and creativity in order
to foster green service innovation. Green knowledge management is heavily used in the
organization's ways to identify, create, gathering, arranging, keeping, distributing, and using green
information. The same green operational information may be saved in a pro-environmental

information base and used to provide a variety of services.
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Knowledge sharing helps the enterprises gain the sustainable competitiveness (Song et al.,
2020). Workmen can share apprehension with each other and develop collaborative knowledge

(Song et al., 2020).

Wastyn and Czarnitzki (2009) expected enterprises that used specific strategies to succeed in terms

of new good sales (product creativity) and manufacturing unit savings (process innovation).
2.8 Theoretical Framework

Figure 1.Theoretical Framework

2.8.1 Social Exchange Theory

This research is based on social exchange theory. Social exchange theory has been used in
HRM that studies the relationship between leaders and subordinates (Bos-Nehles &
Meijerink,2018; Gould-Williams & Davies,2005; Ko & Hur,2014). GHRM and social exchange
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theory are not different from each other (Bibi et al.,2018; Jackson et al.,2014). It is an important
theoretical criterion of HRM literature that employees try to pay back to their organization by
displaying a better performance and by staying longer in the organization (Islam et al., 2022).
Social exchange theory says that social exchange processes cause people to reciprocate. When
organization provides resources such as economic, social and emotional, it evokes a sense of
responsibility to pay back to the organization (Brown & Mitchell, 2010). The harmonic
relationship between leader and members develops when there is an inclusionary leadership as a
whole. Therefore, when the employees are provided with social and emotional resources, they will
identify themselves with the organization and it will create a sense of kinship and return to the
workplace (Jiang, 2020). Carmeli et al (2010) thought that inclusionary leadership is the
fundamental element of relational leadership. .According to this theory when workmen feel valued
at their work and they exhibit constructive conduct and action and are motivated in an employment
relationship (Wayne, Shore & Liden, 1997; Cropanzano, Rupp, & Byrne 2003; Kuvaas & Dysvik,
2010).There exist various social relationships the focus of attention for various scholars is
organization (POS) and leaders (LMX) because these are the main social exchange relationships
and they develop worthwhile results in the organization (Cropanzano & Mitchell, 2005; Wayne et
al., 1997). POS are beliefs of the workers about the degree to which their participation and well -
being is valued by the workplace (Eisenberger et al., 1986, p. 501). LXM refers to the liking for
the other party, being loyal, respectful, professional and displaying the contributory actions
(Dienesch & Liden, 1986). People who have high POS and LXM believe that they will be protected
by the organizations even if their novel and new ideas do not work. The resources required for the
creative process are more easily available to these employees. These resources are flow of

information, liberty of work and more assistance (Khazanchi & Masterson, 2011). They have more
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comfort and also the resources are easily available to them that motivates them to indulge in risks
and create new notions and deal more diligently under uncertain circumstances at the work
(Shalley, 2008. The employees who believe that their social exchange relationship is highly
valuable feel highly obligated towards their exchange partners (Blau, 1964). If creative processes
are seen as worthy outcome for the workplace, employees will be engaged in the creative process
to pay back to the creative behaviors of the organization and leaders (Loi et al., 2014; Yu &
Frenkel, 2013). Exchange also includes knowledge sharing that involves sharing of personal
experience and knowledge (daily schedule, communication expertise, creativity and interpersonal
relationships (Kankanhalli, Tan, and Wei 2005; Peng et al. 2014). Social exchange theory has
succeeded in exploring knowledge sharing in many fields (Kankanhalli, Tan, and Wei 2005).
According to the scholars there are two reasons why knowledge sharing is a form of social
exchange. 1: People have higher expectations about the advantages of knowledge sharing, 2: The
duration of the knowledge sharing between the team works last for a longer period so it is
considered an extended relationship (Fulk et al. 1996). Furthermore, the consciousness of the
leader improves the leader-member relationships (Reb et al.,2014). Consciousness of the leader
improves the employee outcomes. A conscious leader knows exactly how to lead the workers in

the workplace (Saragih et al., 2020).

2.8.2 Green Inclusive Leadership and Green Creativity

Given that inclusive leadership is frequently considered to be a relational headmanship
style, it is linked with conducts for instance, being transparent and accessible to followers (Choi
et al., 2017), appreciating various opinions in a group, motivation broad mindedness (Mitchell et
al., 2015), and explaining to the workers that their points of view are regarded and valued (Hirak

et al., 2012). Radel et al. (2018) claim that by displaying particular leadership behaviors, inclusive
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leaders foster an environment where employees feel free to voice their thoughts, speak out, or

provide feedback.

Leader’s support for employees’ pro environmental behavior guarantees that they are
allowed to contribute in eco-friendly behaviors and create the pro environmental initiatives. Such
actions influence the psychology of the employees and they get motivated to showcase green
behaviors (Priyankara et al.,2018). Inclusive leadership effects creativity and innovativeness
(Amabile & Pratt, 2016; Carmeli et al., 2010; Choi et al., 2015; Javed et al., 2019) because such
type of leaders showcase the activities that make them available and accessible for the employees
(Carmeli et al., 2010), and support them so that they can propose new, out of the box and thoughtful
ideas (Altunoglu & Bulgurcu Gurel, 2015; Sanders et al., 2010). Inclusive leaders make sure to
provide all the organizational resources to the employees that promote the innovation (Hollander,
2012) and also help the employees in promoting and executing the new creative solutions (Afsar
et al., 2014). Inclusive leadership offers quality based relationship, subordinates are given rewards
that motivates them to complete their job, it also includes being creative at work (Sanders et al.,
2010). Creative behavior of the employees in different circumstances is promoted by inclusive
leadership (Amabile & Pratt, 2016; Carmeli et al., 2010; Choi et al., 2015). By setting a precedent
for others to follow and serving as significant influencers of organizational behavior, leaders can

promote pro-environmental thinking (Bass, 1960; Ones & Dilchert, 2012).

Thus, it can be said that GIL supports the employees, promotes the new green ideas,
communicates with the employees, takes care of the employees’ interests and facilitates them to
develop GCRT. The openness, availability and the ability of being accessible to the employees’
helps leaders to communicate with the employees in such way that their ability of seeking creative

pro-environment solutions to the ecological problems at work increases. Hence, it is proposed
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Hypothesis 1: Green inclusive leadership is positively linked with green creativity.

2.8.3 Green Inclusive Leadership and Green Knowledge Sharing

Green knowledge sharing refers to the degree to which an enterprise’s workforce share
green knowledge in order to improve the enterprise's environmental sustainability (Lin and Chen,
2017). Prior study has highlighted the significance of managing knowledge in the organization
(Lopes et al., 2017; Dezi et al., 2019). Knowledge management influences many performance
outcomes (Bhatti et al., 2022). Workmen can generate "collaborative" knowledge through the
sharing of their professional knowledge with colleagues (Teh & Yong, 2011; Jabbour & de Sousa
Jabbour, 2016; Song et al.,2020). Transferring facts, expertise, and know-how to solve problems;

establishing and implementing novel approaches, regulations, or practices (Chen et al., 2018).

Knowledge is regarded as the most precious asset and a resource of the organization, that’s
why sharing knowledge in order to enhance the efficiency of the firm is important for employees.
Knowledge is developed in the workplace when employees exchange it with other employees.
GIL, an example of inclusionary leadership, has been characterized as leadership methods that are
open, available, and capable of achieving environmental goals using these concepts as a basis
(Bhutto et al., 2021). When inclusive leaders develop a connection based on trust with people,
attend to their needs, and are always accessible to them, employees satisfy their need for affiliation
(Carmeli et al., 2010; Hollander, 2009; Nembhard & Edmondson, 2006). Knowledge sharing is

not automatic, it depends on the behavior of the leaders (Srivasta et al., 2006).

With the help of inclusive leaders, employees tend to raise their voice and brainstorm their
ideas, information, knowledge, experiences and suggestions (Jolly & Lee, 2021). Inclusive leaders

facilitate the integration of knowledge by encouraging the flexible opinions (Jolly & Lee, 2021).
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Only a right type of leaders can encourage knowledge sharing instead of enforcing it (Staples

&Webster 2008; Sheehan 2016).

Hence, it is assumed that knowledge sharing needs an affinitive situation that encourages
diversity and promotes social networking (Brachos et al., 2007). When the leader exhibits
interpersonal capabilities, it benefits the development of such open environment and GIL is an
example of such leadership that is open to diversity and asks the employees to share the
information they have to fulfill the environmental organizational objectives. From the above-
mentioned arguments, it is proposed that GIL is necessary for the knowledge sharing in the

workplace to cope with the environmental issues. So,

Hypothesis 2: Green inclusive leadership is positively linked with green knowledge sharing.

2.8.4 Green Inclusive Leadership and Green Human Resource Management

Leaders and HRM operations impact the behaviors and actions of the employees. When
there is green inclusive leadership in an organization the employees get more transparent and
detailed information about the ecological objectives and goals. Human resource management
connects the organization with employees. The advent of GHRM involves enhancing social (i.e.
work-life balance), economic (i.e. profit sustainability), and ecological issues (i.e. waste
reduction). GHRM has aided the revolutionary comprehension of the concept of 'triple bottom-
line'; that is, GHRM entails behaviors that coincide with the three principles of stewardship of
environment, social, and economic balance (Yusoff et al., 2015) and bring lasting advantages to
the organization (Wagner, 2013). GHRM hires employees in order to align with the environmental
objectives. Organization helps employees by providing the clues of environmental protection.

Green inclusive leadership helps in clarifying the organizational objectives with regard to
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environment. The operations of employee’s performance appraisals, salary design associate green
environment responsibility to employee conduct and salary, that will encourage the green
environmental protection practices that are promoted by green inclusive leadership (Quan, Tian &

Qiu,2022).

Green inclusive leadership helps to employees to develop clearer environmental objectives
in the organization. When the GHRM practices that are staff recruitment, training, compensation
designs, performance appraisals are implemented within the workplace, workers will be devoted
to preserve the environment by displaying protection clues to the environment. Both leadership
and management provide the environmental clues to the employees that stresses over the protection
of the environment. When there is green inclusive leadership, employees perceive the organization
as green. The leadership style determines the organizational image. Green Inclusive leadership
fosters the green and environmental protection culture of an organization. HRM and organizational

culture are intertwined (Al-Bahussin & Garaihy,2013).

Hence from the above-mentioned arguments it is indicated that GIL leads to the
implementation of GHRM that results in green behavior of employees (green creativity, green

knowledge sharing). So,

Hypothesis 3: Green inclusive leadership is positively associated to green human resource

management.

2.8.5 Green Human Resource Management as Mediator

Not only the leaders have the power to influence the subordinates but human resource
management system have the responsibility to recruit, select, evaluate and promote employees so

that the polices developed by human resource management can affect the conduct and action of
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the workers at work. When the HR department of the organization makes the pro-environment
policies and emphasizes on giving attention to eco- friendly development then the employees will
give importance to the green principals implemented by the organization. The operations of
employee conduct appraisals, salary design link green environment responsibility to employee
performance and salary, that will encourage the green environmental protection practices that are
promoted by green inclusive leadership (Quan, Tian & Qiu,2022). Green creativity expresses the
environmental awareness and the connected employee behavior. The organizations that have the
awareness about the environmental issues should encourage GC. The researchers argue that the
firms may promote green human resource management to encourage GC (Jia et al., 2018; Ogbeibu
et al., 2020). Prior work has established that eco-friendly training is an essential element that is
used to make the employees aware and motivated towards enhancing their responsibilities in
conserving the environment that ultimately leads to motivate them to learn equivalent expertise
(Kim et al., 2020; Ren et al., 2018). Employees get familiar with their responsibility of protecting
the environment through training and development. GHRM links the rewards, compensation and

appraisals with green behavior of the employees (Kim et al., 2020; Renwick et al., 2016).

Green creativity is expressed as pro-environment behavior (Mittal & Dhar, 2016).so it is
supposed that GHRM has effects on GC. Many researchers have discussed the fundamentality of
green creativity for sustainability of the workplaces and achieving competitiveness (Provasnek,
Sentic, & Schmid, 2017; Saeed et al., 2019). However green creativity is now used as a new term
in the context of organizational operations that involves the responsible behavior (Chen
&Chang,2013). GHRM practices like training and development; rewards for pro-environment

behavior, recruitment and selection processes help the employees to align their actions and
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behaviors towards pro-environment practices. They will consider such organizations as ethical and

morally right and will suggest unique and novel solutions (Ahmad, Donia, & Shahzad, 2019).

Researchers understand the vitality of managing knowledge in the organizations (Dezi et
al., 2019). Knowledge sharing is one of the main elements of knowledge management. When
workers exchange the knowledge with others it happens at individual level and it develops synergic
knowledge in the workplace (Teh & Yong, 2011). Employees may share environmental
information and involve in GKS (Lin & Chen, 2017). Employees are indulged in distributing
environmental apprehension and knowledge, extending learning opportunities, and inspiring
others to seek and develop new green knowledge with the goal to contribute in GKS (Rubel et al.,

2021a).

HRM emphasizes on enhancing the capabilities, apprehension and expertise of the
employees, it helps the employees to utilize their skills and contribute towards the organization.
HRM most evidently determines how employees transfer their information (Bhatti et al., 2020).
This research associates HRM with GKS. According to the research there exists a positive link
betwixt HRM and knowledge sharing (Fong et al., 2011). Recent studies (Aklamanu et al., 2016;

Sammarra et al., 2017) advocate this assumption.

Based on these above-mentioned studies, it is hypothized that

Hypothesis 4: Green human resource management is positively linked with green creativity.

Hypothesis5: Green human resource management is positively linked with green knowledge

sharing.

Hypothesis6: Green human resource management mediates the relationship between green

inclusive leadership and green creativity.
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Hypothesis7: Green human resource management mediates the relationship between green

inclusive leadership and green knowledge sharing.

2.8.6 The Moderating role of Environmental Consciousness

Environmental consciousness is defined as a multidimensional concept that is a part of a
person's belief system and consists of cognitive, attitudinal, and behavioral elements
(Schlegelmilch et al., 1996). According to the studies leaders at the higher phase of consciousness
are good in facilitating the organizational learning (Baron & Cayer 2011). They have the tendency
to re-examine the problems and question the perceptions of that problem. Managers who have the
strategist stage of consciousness have the capability to convince the employees to see, think and
act in different ways (Merron et al. (1987). Such leaders cooperate with the employees so that they
can explore their ideas and develop cognitive frameworks (Fisher and Torbert.,1991). Such leaders
are able to develop shared understanding about the realities. Conscious leaders are considered
more effective and productive (Harris and Kuhnert.,2008). Furthermore, the consciousness of the
leader improves the leader-member relationships (Reb et al.,2014). Consciousness of the leader
improves the employee outcomes. A conscious leader knows exactly how to lead the workers
(Saragih et al., 2020). According to Mazzi et al. (2016) the alignment of GHRM with ecological
administration is important because it motivates workmen to generate knowledge and attitude that

helps in environmental knowledge.

A worker’s consciousness regarding the environmental concerns motivates them to display
specific actions that helps in protecting the environment (Yucedag et al.,2018). Employees who
are eager and well informed about the ecological concerns like climate change, global warming

and contamination of the environment are expected to take the most needed actions in order to
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protect the environment (Cheema et al., 2020; Testa et al., 2016). Such employees can promote

the green behaviors.

Since GIL and GHRM are proposed to be co-related so it is also proposed that

environmental consciousness strengthens the link between the two of them.

Green creativity is the core element in the protection of the environment. According to Kim
(2017) “in case of ecological policies the dormant way of management inclines towards the less
feedback of the environment and by time they tend to ignore the ecological issues, so for the
development of innovativeness green creativity is an important factor for environmental

conservation. So, it is proposed that environment consciousness strengthens the green creativity.

Studies say that conscientious individuals are tended to be more responsible, stable,
trustworthy, hard-working and success oriented (Barrick & Mount, 1991). It has positive impact
on work performance. Individuals with higher conscientiousness show more organizational
citizenship (Organ & Ryan, 1995). Knowledge sharing is one of the elements of organizational
citizenship that includes dutiful consideration to the organizational perspectives and the group
norms that are the attributes of conscientiousness. Conscientious individuals know what are their
duties towards society. They have the responsibility consciousness that enhances their interest for
environmental sustainability and since conscientiousness is related to environmental
consciousness so it is proposed that environmental consciousness strengthens green knowledge

sharing (Kaynak& Eski, 2014).

From the above-mentioned arguments, it is proposed that:
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Hypothesis 8: The positive relationship between green inclusive leadership and green human

resource management is moderated by Environmental consciousness such that the relationship is

stronger at higher levels of Environmental consciousness.

Hypothesis 9: Environmental consciousness moderates the link between green human resource

managemnt and green creativity.

Hypothesis 10: Environmental consciousness moderates the relationship between green human

resource management and green knowledge sharing.

2.9 Chapter Summary

This chapter discussed the existing work of the variables of this study in detail. The chapter
started with the discussion about leadership and its types. This chapter focused on the inclusive
leadership style. The chapter also discussed green creativity and green knowledge sharing. GHRM
and its practices were also discussed in this chapter. This chapter shed light on environmental

consciousness as well.
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CHAPTER 3

RESEARCH METHODLOGY
3.1 Introduction

Research methodology is a structured and scientific method use to explore the clarification
of the issue. Research methodology facilitates researchers find the suitable research methods and
other techniques to collect data. Researcher must be aware of the relevant techniques for the data
collection. Kothari (1990) says that the idea behind the research model should be insightful and
reasonable. Research methodology contains apprehension about research types, research approach,
sample size, modes of collecting the data, analysis techniques for the data and the interpretations

of the data (Hair et al., 2006; Kumar, 2005).

According to Jonker and Pennink (2010) research methodology holds the significance in
research. According to them developing the questionnaire, collecting responses from limited
participants and analyzing it is not enough. It should include the nature of the research questions
and theoretical opinions and approaches. Three causes highlight the significance of selecting the
research methodology (Easterby-Smith et al., 2012). Firstly, it facilitates the researchers to
acknowledge the research methods and the plan of action for the research. Secondly, researcher
evaluates the modes of research and selects the most appropriate method. Thirdly, the researcher

uses the method that he never been adopted previously.

This chapter also discusses the philosophy, framework of the research, prior work on

research, data collection, sampling processes and modes of data analysis.
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3.2 Research Philosophy

There are two research views or philosophies in social science research. One is positivism
and the second is social constructivism. The basis of positivism is impartiality and external
framework. According to Jonker and Pennink (2010) the researcher designs the research questions
by observing the phenomena from their own point of view. Positivist view is quantitative in nature.
The positivist approach emphasizes that there is a need to study social world as natural. Positivist
view says that the starting point of the research is hypothesis development and the data collection

occur.

The second philosophy is social constructivism. It says that social world and natural world
are very different from each other. It further says that social world should not be studied or
investigated scientifically because everyone has its own behavior, thinking and personality. It is

subjectivity based. It is qualitative in nature.

The philosophy of this study is positivism because it starts with hypothesis development
between predictor and outcome variables with presence of mediating and moderating variables,

followed by data collection and data analysis processes.

3.3 Research Approach

Selection of research approach is the next step after research philosophy. According to
Saunders, Lewis and Thornhill (2009), there exist two types of research approaches that are

inductive approach and deductive approach.

Inductive approach moves from specific to general. Data is collected in order to develop a
theory. It helps in theory building. On the contrary, deductive approach goes from generic to

specific. Researcher develops hypothesis in this approach and then the theory is tested by planning
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the proper research strategies (Shah,2015). For example, green inclusive leadership helps
developing green creativity and green knowledge sharing. There are several features of deductive

approach (Saunders et al.,2016).

The features are as mentioned:

e There is a causal association among variables.
e The researcher is independent of the observations.
e Concepts are functionalized in such a way that the facts are analyzed quantitatively.

e There must be generalization of the results.

Based on these features, this study is based on deductive approach.

3.4 Research Design

Positivist view says that social and business world should be investigated or treated
scientifically and researchers should follow a structured research design. There are four types of

research designs (Sekaran, 2003).

Exploratory research is used when there exists no enough information or knowledge about
the same problem. Qualitative studies are done in such research design. There are not clearly

mentioned strategies to find the solution in this research (Hair et al., 2006).

Descriptive research is called “ex post facto research” (Kothari, 1990). There is no control
on the variables of the researcher. It is used to find the scientific and structured problem and its
solution (Ghauri & Gronhaug,2005). Descriptive research focuses on questions like what, when,

where, who and why (Hair et al.,2006; Bloch,2013).
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The third research design is causal research. It explains the reasons for change in a variable.
The causal method says that one construct causes another variable (effect). It is used to study a

causal relationship among variables (Sekaran, 2003).

The correlational research is the last research design. Sekaran (2003) says said that when
researcher attempts to find out the predominance of the variables involved in the problem, this
design is used. It is very complexed because the researcher finds out the relationship and nature of

such relationships among variables (Sekaran, 2003; Shah, 2015).

This study is correlational because it finds the relationships between green inclusive
leadership, green human resource management, green creativity, green knowledge sharing and
environmental consciousness. This research has been done cross-sectionally. In this type of
research data is collected at one single point of time from the various fragments of the population

(Saunders et al., 2009). There are no time arrangements in this type of research.

3.5 Nature of the study

The researcher must be diligent in the selection of research type because it effects the
findings and significance level of the research model (Cryer, 2000; Kumar 2005). According to
Sekaran (2003) there are two types of research 1: quantitative 2: qualitative. Meanwhile Creswell
(2009) said there are three types of researches i.e., qualitative, quantitative and mixed. He said that
quantitative research included correlational and less diligent analysis. Surveys and experiments
are two sub-modes in such research. Questionnaires and structured interviews are conducted in
such research to collect data about the problem from the sample. Experiments are done to find the

effect of one variable over another.
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Contrarily, qualitative research is based on narrative research, phenomenological research,
ethnographical research, grounded theory and case studies (Creswell, 2009). Ethnographical
research is used when the research is based on a specific cultural group and the data is collected
through observations and interviews over a long duration. While grounded theory is used to
generate the supposition. The term “grounded” means that the supposition does not exist all of a
sudden but it is generated. The narrative researcher is done when the researcher finds out the events
or the stories of the people participating in the research and then these events are organized and
explained in chronological order. According to Creswell (2007), a narrative study entails
autobiographies, biographies, life history or the history about research variable’s life. While case
study is an extensive study of the nature issues in organizations. It finds the solution of the problem
and theory development (Sekaran,2003). In phenomenological studies, the lived experiences of
particular event in a participant’s life are given meaning. The universal quintessence is generated

from the person’s experience regarding that particular phenomenon (Creswell, 2007).

Mixed method is used when the researcher experiences some biases with respect to above
mentioned methods. The mix method strategy has not been fully utilized (Creswell,2009). There
are three categories of mix methods. Sequential mixed method is used researcher doing the
qualitative research follows the quantitative strategies as well or when research starts
quantitatively but ends up using the qualitative strategy. In concurrent method, both qualitative
and quantitative methods are combined. Transformative assorted modes develop a layout for

problems, modes collecting the data and the results of the research.

Since quantitative research is suitable where positivism exists, data is gathered in numeric values
and the theory is tested via hypothesis and deductive approach is used. This research matches the

criteria of quantitative research so it’s done quantitatively.
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3.6 Population of the Research Study

The researcher selected the software houses operating in Rawalpindi and Islamabad as the

population of the study.

3.7 Unit of Analysis

Unit of analysis is basically the main parameters that are investigated in a research study.
It deals with “who” and “what” to be investigated. In this research the unit of analysis is the

employees (software developers).

3.8 Sampling Procedures

Sampling is a technique that is used to choose enough number of items from the population
in order to apprehend the features or attributes of the chosen questions and to broaden such
attributes of the population (Sekaran,2003). Sekaran also said that extreme care must be kept in
mind so that each element of the population can get equal depiction. According to him two

categories of sampling exist i.e., probability and non-probability.

All these sampling methods have their own pros and cons. The sampling design was
selected based on the population and nature of the research. Sekaran (2003) said that simple
random sampling is applicable, it describes the whole population. Thus, simple random sampling

is used in this study.

3.9 Simple Random Sampling

It is called simple or chance sampling (Kothari,1990). Each item gets the equal opportunity
to get selected for data collection. The researcher randomly selected the software developers

working in above mentioned software houses.
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3.10 Sample Size

There are several references of sample size techniques. This study follows the 10-factor
rule of thumb. The rule of thumb says that “sample size should be 10 times of the number of
weights” (Abu-Mostafa, 1995; Baum and Haussler, 1988; Haykin, 2009). The questionnaires of
the number 700 were distributed among the respondents with different interval of time. 480 usable

questionnaires were received.

3.11 Data Collection

The author contacted the software house through emails/contact number given on the
websites. After receiving the approval from the focal person, the questionnaires were distributed.
Before asking them to fill the questionnaires, the objective of the research was conveyed to the
participants. The author also told them the definitions of the variables studied in the research for
giving them the understanding. Data collection took three months and 480 usable questionnaires

were processed for further analysis.

3.12 Research Instruments

The questionnaire consisted of six sections. The sections were

a) Information about the demographics b) green inclusive leadership c¢) green human resource
management practices d) green creativity e) green knowledge sharing f) environmental

consclousness.

3.13 Demographic information

This section included information regarding the gender, age, education, work life

experience and monthly income estimation of the respondents.
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3.14 Green Inclusive Leadership Scale

All the scales were evaluated on five-point scale (1= strongly disagree, S=strongly agree).
The scales were unidimensional. GIL was measured by using the adapted version of 9 items
developed by Carmeli et al., (2010) with 0.94 Cronbach alpha. It was also used by Bhutto et al.,

(2021) with Cronbach alpha 0.90.

3.15 Green Human Resource Management Scale

The study measured four GHRM practices by adopting the scale utilized by Masri & Jaaron
(2017). 18 items regarding the particular practices were extracted from this scale. The reliability

in that study was 0.97.

3.16 Green Creativity Scale

To gauge green creativity a six-item scale created by Chen and Chang (2013) with 0.913
reliability was used and some other researchers validated this scale (Li et al., 2020; Mittal & Dhar,
2016) but GC6 lowered the reliability of the scale so this item was detained. According to Li et al,

(2020) the reliability of the scale was 0.892 while it was 0.949 according to (Mittal & Dhar, 2016).

3.17 Green Knowledge Sharing Scale

Five items of green knowledge sharing were evaluated by utilizing the scale created by

Rubel et al., (2021a). The validity of the scale ranged from 0.77 to 0.91 in that study.

3.18 Environmental Consciousness Scale

Environmental consciousness was measured by using the scale utilized by Kautish and
Sharma (2021) with 0.89 reliability. It was adapted from Mishal et al., (2017); Schlegelmilch et

al. (1996); Sharma and Bansal (2013); Wimmer (1992). The reliability of the scale was 0.841
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according to (Schlegelmilch et al.,1996). The reliability of the scale was 0.4874 according to

(Mishal et al.,2017).

3.19 Reliability and Validity of the instruments:

To conduct the sound measurement of the variables and the instruments it is very important
to measure the reliability and validity. Reliability deals with the precision and correctness of the
processes while the validity is the degree to which a certain statistical test measures what we

actually want to measure (Kothari, 1990).

3.19.1 Reliability

When an instrument gives the same results by repeating the same process again and again

it is called reliability (Sekaran, 2003). It is measured by finding the Cronbach alpha of the items.
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Table 1. Reliability of the variables

Variable Cronbach Alpha No. of Items
Green Inclusive Leadership 0.941 9

Green Human Resource Management 0.967 18

Green Creativity 0.891 5

Green Knowledge Sharing 0.907 5
Environmental Consciousness 0.939 5

3.19.2 Validity

Just the reliability is not enough, validity is also important. It is basically the precision of
the measurement scale (Shah,2015). Validity is basically a process of drawing meaningful

inferences from scores on instruments.

Following are the forms of validity that were used in this research.
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3.19.2.1 Content Validity

The non-numerical validity of the items or the variables is called content validity. It is not
expressed in statistical results (Flynn et al.,1990; Kothri,1990). But the competent and expert

authorities can measure it. It is evaluated with the help of previous work (Sekaran,2003).

3.19.2.2 Construct Validity

When a variable displays an expected correlation with other variables or hypotheses it is
said to have a construct validity (Kothari,1990). When a proposed relationship between variables
is supported by a theory it is said to have construct validity. Factor analysis measures the construct

validity (Davis,Allen & Cosenza, 1988). There are two types of construct validity:

3.19.2.3 Convergent Validity

When the items of a construct that are supposed to be related, are actually related it is called
convergent validity (Hair et al., 2006). Variance extracted of constructs, composite reliability and
standardized factor loading measures the convergent validity (Hair et al., 2006). The variance
extracted of 0.5 or above, composite reliability of 0.7 or above is the most used rule of thumb for
valid convergence. Convergent validity of this study was measured with the help of average

variance extracted and composite reliability.

3.19.2.4 Discriminant Validity

It basically shows a differentiation among the constructs. When the constructs have no
relationship among them only then it occurs (Hair et al., 2006). There are four ways to measure it
(Farrell & Rudd,2009). These methods are the paired-construct test, chi-square difference test,

implied correlation matrix and multi-trait multi method techniques. In this study the AVE of each
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construct has been compared with shared variance between them. If AVE is higher than shared

variance, discriminant validity exists.

3.20 Data Analysis

Pedhazur (1997) said that statistical processes are based on presumptions that should be
kept in mind for the accurate relationship among the variables therefore some of tests were run

before the actual data analysis.

3.21 Normality Test

Among various methods, the normality of the data was tested by checking the skewness
and kurtosis of the data that is proposed by Meyer, Gamst & Guarino (2006). The data was normal

because the values of skewness and kurtosis were in range.

3.22 Multicollinearity Test

Multicollinearity is another statistical problem of the data. When the variables are strongly
co-related, multicollinearity exists. To check this problem variance inflation factor (VIF) and
tolerance tests were used. Tolerance value near to 1 means less multicollinearity and the value near
to 0 means high multicollinearity. According to Hair et al., (2006) the VIF value up to 5.0 shows

less multicollinearity that has been used in this study as well.

3.23 Homoscedasticity Test

There must homoscedasticity in the data instead of heteroscedasticity (Hair et al., 2006).
Regression standardized residual p-p plot was run to measure homoscedasticity of the data in this

study.
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3.24 Normal distribution of Error Terms Test

It is necessary to know if it is logical to presume that random errors present in the process
have been taken from normal distribution or not. This is done with the help of histogram

(Tabachnick, & Fidell, 2007).

3.25 Descriptive Statistics

It is not easy to collect and make a proper record of the research data. Descriptive statistics
are used to arrange and interpret the attributes of the data (Sekaran,2003). So to arrange the data
some descriptive statistical tests frequency distribution, arithmetic mean, standard deviation was

used in this study (table 2).

Table 2. Descriptive Statistics

GIL GHRM GKS EC GC
N Valid 480 480 480 480 480
Missing 0 0 0 0 0
Mean 35.1583 59.825 18.1167 18.3938 19.075
Std. Deviation 3.90438 12.9445 3.94679 4.37076 4.71069
Minimum 27 33 11 12 11
Maximum 44 85 25 25 28

Note: GIL=Green inclusive leadership, GHRM= Green human resource management, GC=Green

creativity, GKS= Green knowledge sharing, EC=Environmental consciousness

3.26 Structural Equation Modeling

Structural equation modeling (SEM) is a model that is used to investigate and measure the
proposed relationship among the variables. There are two steps in SEM. First, it runs series of
structural equations (regression) to explain the causal processes of the study. Second it

conceptualizes theory (Byrne, 2012). According to Hair et al., (2006) it efficiently manages
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numerous relationships. It extensively quantifies the relationships among factors and helps moving

from exploratory to confirmatory analysis.

SEM helps in finding the goodness of fit between the actual information and the expected model
of research. Goodness of fit tells about the resolute quality of the proposed relationships among
the variables (Byrne, 2012). There are two stages of SEM: measurement model and structural
model. Measurement model defines the relationship between observed and latent factors. This
process helps in assessing the accuracy of the observed variables. Numerous goodness of fit indices
is available to validate the measurement model. After getting the model fit, research attempts to

validate the structural model.

Confirmatory factor analysis (CFA) measures the suitability for each variable’s model.
Comparative fit index (CFI), Goodness of fit index (GFI), chi square (%2), Root Mean Square Error
of Approximation (RMSEA and Root Mean Square Residual (RMR) were used to measure the
parameter. The value of CFI should be greater or equal to 0.90 but value near to 1 display the best
fit. Such value tells that given model can reproduce the covariance in the data (Fan, Thompson, &

Wang, 1999).

Root Mean Square Error of Approximation measures the inconsistency per degree of
freedom, the best model fit exists when the value is under 0.05 but value upto 0.08 is suitable

(Chen et al.,2008).

Good of fit index (GFI) explains the overall degree of fit. Its value ranges from 0 to 1.

According to Byrne (2013) the value of GFI higher than 0.90 gives best fit.

Another parameter estimation method is Root Mean Square Residual (RMR). “It evaluates

the square root of the mean of squared residuals and the average of the residuals between observed
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and estimated input indices” (Hair et al,2006). It ranges from 0 to 1. Value below 0.05 is a good

(Hair et al,2006) but value up to 0.08 is also suitable (Hu & Bentler,1999).

Chi-square value compares the observed variable and the anticipated results and also tells
if its significant or not. Fit index CMIN/DF is the chi-square value divided by degree of freedom

and its value ranges between 2 and 5 for a good fit (Marsh & Hovecar,1985).

The Tucker Lewis index (TLI) is another fit index that ranges between 0 to 1 and talks
about the model fit (Hu & Bentler, 1999). Similarly, the value of Normed Fit index (NFI) between

0.9 and 0.95 explains good fit (Portela,2012).

Validation of the structural model explains the causal association among latent constructs.
It also tells the explicit and implicit effect of latent variables (Byrne,2013). This explanation is
based on “A simultaneous regression of the endogenous variables in the hypothesized structural
model on the predicted antecedents” (Cheng,2001). Since SEM is used for large number of

participants so this study used the SEM technique.

3.26.1 Moderation Analysis

The moderating role of environmental consciousness was checked by the interaction of
independent and moderating variables in PLS4. After that, Baron and Kenny (1986) three equation

model were used to check the role of moderating variable.

y=o+Blyl +& - Eq. 1

Equation 1 indicates the association between predictor and outcome variables and was used
to find the relationship between green inclusive leadership, green creativity and green knowledge

sharing.
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y=o+BlZ1 + & -—-——----- Eq.2

Equation 2 indicates the association between catalyzing and outcome variables. It showed

the influence of environmental consciousness on GC and GKS.

y=a+BIylZ + & v Eq.3

Equation 3 indicates the association of the interaction of predictor and catalyzing variables

with outcome variables.

3.7 Statistical Software

The use of statistical software for data analysis is highly predominant. It helps in research
investigation by giving the factual results of the factors. These soft wares help in data analysis in
no time. So, the software SPPSS 25 and PLS4 were used in this research to find the link between
the variables. Smart PLS helps to develop, measure and validate research models in management
sciences. Smart PLS tells the link between variables and their indicators by developing the path
models. It is used for at least 200 or more responses. It uses reflective and formative models. There

is flexibility in Smart PLS that helps in validating the models (Hair et al., 2013).

3.8 Chapter Summary

This chapter discussed the research methodology in detail. The chapter started with brief
introduction of research methodology, philosophy of the research, research approach, nature of the
research, population, sample techniques and sample size. This chapter also discussed the data

analysis methods.
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CHAPTER 4

DATA ANALYSIS
4.1 Introduction

This chapter encompasses the data analysis of the collected data. The analysis using the
statistical techniques makes the study more systematic, universal, undeniable and academic

(Rahman, 2012). This chapter discusses the data analysis in detail.

4.2 Initial Assumptions

Before analyzing the data, the researcher needs to satisfy some of the assumptions about
the data. The variables and the data create the assumptions of the statistical techniques (Osborne
&Waters,2002). Therefore, it is necessary to satisfy such assumptions to fix the problems and
respond to the research questions, otherwise it will cause spurious results. Some of the assumptions

are mentioned below. Their results are also discussed briefly.

4.3 Normality of the Data

Data normality is evaluated by measuring the skewness and kurtosis of the data. Skewness
measures the symmetry of the data and kurtosis measures if the data is heavy tailed or light tailed
in relation to the normal distribution. Skewness ranges between -1 and +1 and the value of kurtosis

lies between -3 and +3 (Hair et.,2006). The distribution of the data is normal (table 3).
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Table 3. Normality of the data

GIL GHRM | GKS EC

Valid 480 480 480 480 480
N Missing | 0 0 0 0 0
Skewness Skewness 0.075 -0.307 |-0.127 |-0.125

Std. Error of Skewness Std. Error of Skewness | 0.119 0.119 0.119 0.119

Kurtosis Kurtosis -0.361 | -0.594 |-1.05 -1.262

Std. Error of Kurtosis Std. Error of Kurtosis | 0.238 0.238 0.238 0.238

Note: GIL=Green inclusive leadership, GHRM= Green human resource management, GC=Green
creativity, GKS= Green knowledge sharing, EC=Environmental consciousness.

4.4 Homoscedasticity

Another assumption of the statistical techniques is homoscedasticity. Homoscedasticity is
“Variety in scores for one continuous variable which is roughly the same at all values of another
continuous variable” (Tabachnick & Fidell,2001). The data should satisfy this assumption (Hair et
al.,2006). P-P plot of regression standardized residual was measured to fulfil this assumption. The
figures in Appendix-A shows the homoscedasticity among the variables. This assumption was

satisfied.

4.5 Normal Distribution of Error Term

Another assumption is normal distribution of error terms (Kothari, 1990). Before running
the regression analysis, this assumption must be satisfied (Osborne &Waters,2002). The
distribution of the curves was bell-shaped and it was not skewed so the assumption was fulfilled.

The figures in Appendix-A displays the same assumption.
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4.6 Multicollinearity

There are some conflicts regarding the value of multicollinearity. Some researchers argue
that it must be less than 10.0 and some say it should be less than 5.0. If the value of VIF is less
than 5.0 than the multicollinearity does not exist (Hair et al.,2006). When the tolerance value is >
1 then less multicollinearity exists and when tolerance value is near to 0 then high multicollinearity
exists (Shah,2015). Table in appendix reveals the Tolerance and VIF values of green inclusive
leadership, GHRM, green creativity, green knowledge sharing and environmental consciousness

and they all are within the range that means there’s no multicollinearity

4.7 Factor Analysis

Factor analysis should also be sorted out before regression. Factor analysis measures
whether the data is adequate and suitable or not. Social Sciences use the KMO (Kaiser-Meyer-
Olkin) and Barlett’s (p-value) tests to find the adequacy and suitability of the sample. KMO value
above 0.5 shows that the data is adequate (Kaiser, 1974). The Bartlett sphericity (p) value has to
be less than 0.05 for the data to be suitable (George &Mallery, 2003). Table 4 displays the KMO,

p values of the variables that are in given range.

Table 4. Factor Analysis

Variable KMO p-Value
Green Inclusive Leadership 0.923 0
Green Human Resource 0.867 0
Management

Green Creativity 0.798 0
Green Knowledge Sharing 0.845 0
Environmental Consciousness | 0.856 0
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4.8 Demographical Information of the participants

The demographic information in terms of five items was asked from the respondents. It
included gender, age, qualification, working experience (in years) and estimated monthly income.
Table 5 displays the demographic information about the 480 respondents from different software
houses in Islamabad and Rawalpindi. It includes the frequency and the percentage of the

respondents.
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Table 5. Demographic information of respondents

Items

Gender

Age

Qualification

Working Experience in years

Monthly Income

Male
Female
Total
18-25
26-35
36-45
Total

Bachelor’s Degree
Master’s Degree
MPhil

Doctorate

Total
0-5
6-10
11-15
Total

Rs. 15,000 to 34,000

Rs. 35,000 to Rs. 49,000

Rs. 50,000 to Rs. 74,000

Rs. 75,000 to Rs. 99,000

100,000 and Above

Total

Frequency

268
212
480
247
188

45
480

323
86
60

11

480
358
98
24
480

37

71

198

40

134

480

Percent

55.8
44.2
100
525
39.2
9.4
100

67.3

17.9

12.5

2.3

480
74.6
20.4

100

7.7

14.8

41.3

8.3

279

100
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4.9 Descriptive Statistics

Descriptive statistics helps in transforming the raw data into systematic data so that the
variables are given useful meanings (Sekaran,2003). Table 2 describes the mean and the standard
deviation of the variables. The greater the mean value the lower the standard deviation displays

the agreement between respondents and the questions asked from them.

4.10 Measurement Model

Goodness of fit between data and hypothesis is checked through measurement model. The
variables of the research model are checked separately and then collectively (Rahman,2012). So,

it is important to measure the variables individually through confirmatory factor analysis (CFA).

4.10.1 CFA for Green Inclusive Leadership

Green inclusive leadership is one of the exogenous variables of this study. The CFA for
this variable was conducted. The value of RMR should be equal or less than 0.08 demonstrates
good model fit (Hu &Bentler,1999). The value of GFI equal or less than 1.00 demonstrates good
model fit (Joreskog & Sorbom,1984). The value of CFI should be equal or less than 1.00
demonstrates good model fit (Bentler,1990; McDonald &Marsh,1990). The value of RMSEA
should be equal or less than 0.08 (Brown & Cudeck, 1993). The value of GFI was 0.968, CFI
=0.968, RMR=0.023 and RMSEA=0. 074.So the model was accepted with acceptable values of

goodness of fit (figure 2 and appendix A).
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Figure 2. Measurement Model of GIL

4.10.2 CFA for Green Human Resource Management

Green Human Resource Management is another exogenous variable of this research. The
CFA of this variable was run and the value of GFI was =0.926, CFI=0.980, RMR=0.041,

RMSEA=0.08. The values were in range and the model was accepted (figure 3 and appendix A).

88



Figure 3.Measurement Model of GHRM
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4.10.3 CFA for Green Creativity

Green creativity is the outcome variable in this research. The CFA of GC was checked.
The value of GFI was =0.885, CFI=0.897, RMR=0.91, RMSEA=0.272. The values were not in

the range so the model was rejected initially (figure 4 and appendix A).

Figure 4.Measurement Model of GC
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4.10.4 Revised CFA for Green Creativity

The revised CFA for green creativity was checked. The covariance was drawn between
error terms el-e2 and e2-e3. The value for GFI was=0.992, CFI=.996, RMR=0.012,

RMSEA=0.066 The model was in range and was accepted (figure 5 and appendix A).

Figure 5. Revised Measurement Model of GC
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4.10.5 CFA for Green Knowledge Sharing

Another variable of this research is green knowledge sharing. The CFA was checked for
this variable and the value of GFI was 0.997, CF1=0.999, RMR=0.009, RMSEA=0.071 and Degree

of freedom was 1. The model was accepted based on the values (figure 6 and appendix A).

Figure 6.Measurement Model of GKS

4.10.6 CFA for Environmental Consciousness

Environmental consciousness is another variable of this study. The CFA of this variable
was measured. The value of GFI was 0.921, CFI=0.903, RMR=0.029, RMSEA=0.208 but the

value of RMSEA was not within the range. So, the model was rejected (figure 7 and Appendix A).

92



Figure 7.Measurement Model of EC

4.10.7 Revised CFA for Environmental Consciousness

Environmental consciousness is the moderator in this study and the revised CFA was
checked for this variable as well. The covariance was drawn between error terms e2-e4 and e3-e4.
The value of GFI was=0.999, CFI=1, RMR=0.004, RMSEA=0.00. The model was accepted

(figure 8 and appendix A).

Figure 8. Revised Measurement Model of EC
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4.11 CFA for overall measurement model, reliability and validity

After checking the CFA for the variables individually, the CFA for overall model was
measured using the maximum likelihood method. It depicted that data and the model fit
reasonably. The values of the goodness of fit indices confirmed that the overall measurement
model was accepted. The value of GFI was 0.921, CFI=0.938, RMR=0.043, P value=0.00,
RMSEA= 0.079, NFI=0.90, TLI= 0.91and Degree of freedom was 749. The model was in
acceptance level according to (Hair et al.,2006b) and model fit was excellent (figure 9 and table

6).

The convergent validity occurs when the constructs that are supposed to be related are
actually related (Hair et al.,2006a). Composite reliability and values of variance extracted measure
the convergent validity (Hair et al.,2006a). The value of variance extracted should be 0.5 or higher
and the composite reliability should be 0.70 or higher (Hair et al.,2006a). According to this
standard the values of composite reliability (CR) and average variance extracted (AVE) were

acceptable (table 7).

Discriminant validity was measured through the Fornell and Larcker (1981) method.
According to them the value of AVE has to be higher than shared variance extracted. The

discriminant validity was established (table 8).
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Figure 9. Overall CFA Measurement Model
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Table 6. Calculations for overall CFA Measurement Model

Goodness of fit

Acceptable
level

Calculated

measure

Status

Remarks

RMR

GFI

CFI

RMSEA

CMIN/DF

NFI

TLI

< 0.05 shows
good fit, But
acceptable <
0.08 or equal
to 0.08

Less or equal
to 1.000

Less or equal
to 1.000

Best fit when
= 0.05,
acceptable up
to < 0.08 or
equal to 0.08

Between 2 to
5

Between 0.9
and 0.95

Between 0
and 1

0.043

0.921

0.938

0.079

2.76

0.91

Acceptable

Acceptable

Acceptable

Acceptable

Acceptable
Acceptable

Acceptable

Acceptable
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Table 7. Convergent Validity

Variables CR AVE

EC 0.934 0.757
GHRM 0.945 0.609
GC 0.842 0.615
GHRM 0.945 0.609
GIL 0.924 0.634

Note: GIL=Green inclusive leadership, GHRM= Green human resource management, GC=Green

creativity, GKS= Green knowledge sharing, EC=Environmental consciousness.

Table 8. Discriminant Validity

EC GC GHRM GIL GKS
EC 0.87
GC -0.047 0.784
GHRM 0.188 0.081 0.781
GIL -0.054 0.276 -0.04 0.796
GKS 0.102 0.038 -0.035 -0.071 0.821

Note: GIL=Green inclusive leadership, GHRM= Green human resource management, GC=Green
creativity, GKS= Green knowledge sharing, EC=Environmental consciousness.

4.12 Structural Equation Modeling

Structural equation modeling is a two-phase process, after measuring the CFA, SEM is
evaluated to validate the hypotheses. Structural model examines the direct and indirect
relationships between the constructs. It links the independent variable to dependent variable

(Schreiber et al., 2006; Hair et al., 2010).
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4.12.1 Testing of direct and indirect hypothesis through mediation

SEM helps in measuring the complexed models where multiple paths are used (Wood et
al.,2008). SEM is used to measure the mediated relationships. It is a better method on the

theoretical and statistical basis (Iacobucci, Saldanha, & Deng, 2007).

“Mediation exists when a predictor impacts a criterion variable indirectly through atleast
one intervening variable” (Preacher & Hayes, 2008). It basically tells how an independent variable
impacts the dependent variable through a mediator. Preacher and Hayes (2008) recommended the
bootstrapping technique for mediation. According to them “Bootstrapping is a nonparametric
procedure that does not impose the assumption of normality of the sampling distribution. It is
highly intensive process that repeatedly samples from the data set and estimates the indirect effects
in each resampled data set”. By doing this process the  values, t values and p values are obtained.
If the p< 0.05 and t > 2 then the mediation is significant and positive (Argote et al.,2016).  value
only indicates the relationship between the variables but it does not tell whether the relationship is
significant or not. Hypothesis are accepted or rejected on the basis of t-values (Naru &
Rehman,2020). In this study 2000 bootstrapping samples with confidence interval 95% were
measured. The t value and p values were within the range. Figure 10 explains the above-mentioned

values.
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Figure 10. Structural Equation Model

4.12.2 Direct Relationships

The inner model was measured to evaluate the direct relationship between the variables of
the study. The direct relationship between dependent and independent variable was evaluated to
test hypothesis 1 and 2. The direct relationship between independent and mediator was evaluated
to test hypothesis 3. Direct relationship between mediator and dependent variable was analyzed to

test hypothesis 4 and 5.

Table 9 shows the beta coefficient, t value and p values of the above-mentioned hypotheses.
The values for H1 (f=0.312, t=5.55, p=0.000) showed the significant and positive relationship

between GIL and GC. The values for H2 (f=0.303, t=5.458, p=0.000) showed the significant and
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positive relationship between GIL and GKS. The values for H3 (f=0.215, t=4.215, p=0.002)
showed the significant and positive relationship between GIL and GHRM. The values for H4
(B=0.181, t=3.35, p=0.039) showed a significant and positive relationship between GHRM and
GC. The values for H5 (B=0.131, t=2.42, p=0.040) showed a significant and positive relationship

between GHRM and GKS.

Table 9. Total direct effects

B (M) STDEV t Value p values
GHRM - 0.181 0.181 0.054 3.35 0.039
GC
GHRM ->
GKS 0.131 0.131 0.054 242 0.04
GIL->GC 0314 0.314 0.054 5.774 0
GIL ->
GHRM 0.215 0.215 0.051 4.215 0.002
GIL
GKS 0.303 0.302 0.056 5.458 0

Note: GIL=Green inclusive leadership, GHRM= Green human resource management=Green
creativity, GKS= Green knowledge sharing, EC=Environmental consciousness

4.12.3 Mediated Relationships

GHRM was used as the mediator in this study that showed effects on dependent variables
that are GC and GKS. The first mediating effect of GHRM was between GIL and GC. The values
for H6 (= 0.345, t=5.000, p=0.000) showed that GHRM mediated the relationship between GIL
and GC significantly and positively. The values for H7 (=0.345, t=5.000, p=0.000) showed that

GHRM mediated the relationship between GIL and GKS significantly and positively (table 10).
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Table 10. Total indirect effects

B M) (STDEV)  t- value p values
GIL -> GHRM ->GC  0.345 0.345 0.069 5 0
GIL -> GHRM -> GKS 0.345 0.345 0.069 5 0

Note: GIL=Green inclusive leadership, GHRM= Green human resource management, GC=Green
creativity, GKS= Green knowledge sharing, EC=Environmental consciousness.

4.12.4 Moderation Analysis

Environmental consciousness was the moderator in this study. To analyze the moderated
relationship of EC with independent, mediator and dependent variables the moderation analysis

was done using the Hayes Process in SPSS. Hayes model 58 was used for this test.

For HS, the relationship between GIL, EC and GHRM was tested. The model summary
showed that (p=0.000, R-sq.=0.5497) there is a significant relationship between green inclusive

leadership and environmental consciousness (table 11).

The effect of GIL on GHRM showed that (t=4.0873, p=0.0001, LLCI=0.1423,
ULCI=0.4269). The values showed the relationship to be positively significant since the LLCI and
ULCI showed the positive signs. The effect of EC on GHRM showed that (t=2.2122, p=0.0421,
LLCI=0.0037, ULCI=0.2435) the relationship was positively significant. The interaction term GIL
x EC showed (t=4.7733, p=0.0001, LLCI=0.1685, ULCI=0.4680) that EC moderates the

relationship between GIL and EC significantly and positively. So H8 was supported (table 12).

For HY, the relationship between GHRM and EC was tested to find the effect on GC. The

model summary showed that (p=0.000, R-sq.=0.556) the relationship between GHRM and EC is
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significant. The effect of GIL on GC was (t=4.837, p=0.000, LLCI=0.145, ULCI=0.456)

significant and positive (table 13).

The effect of GHRM on GC (t=3.63, p=0.000, LLCI=0.126, ULCI=0.456) was also
significant and positive. The effect of EC on GC (t=2.423, p=0.011, LLCI=0.0035, ULCI=0.2564)
was positive and significant. The interaction term GHRM x EC showed (t=2.550, p=0.011,
LLCI=0.002, ULCI=0.016) that EC moderates the relationship between GHRM and GC. So H9

was supported (table 14).

For H10, the relationship between GHRM and EC was tested to check their impact on
GKS. The model summary showed that (R-sq.=0.5416, p=0.000) the relationship between GHRM

and EC -to impact GKS was significant (table 15).

The effect of GIL on GKS showed (t=4.1967, p=0.0001, LLCI=0.1435, ULCI=0.4267)
that the relationship was positive and significant. The effect of GHRM on GKS showed that
(t=4.1654, p=0.0001, LLCI=0.145, ULCI=0.4075) the relationship is positive and significant. The
effect of EC on GKS was (t=3.1682, p=0.0001, LLCI=0.0054, ULCI=0.246) positive and

significant.

The interaction term GHRM x EC showed that (t=2.6666, p=0.0111, LLCI=0.004,
ULCI=0.018) EC moderates the relationship between GHRM and GKS so H10 was supported
(table 16).

Table 11. Model summary for interaction term GIL x EC
R R- sq MSE F df1 df2 P

0.7413 0.5497 0.1507 118.3257 | 4 465
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Table 12. Effects of GIL and EC on GHRM

Coeff Se t P LLCI ULCI
Constant 68.962 29.039 2.375 0.018 11.9 126.025
GIL 0.2947 0.0721 4.0873 0.0001 0.1423 0.4269
EC 0.125 0.0565 2.21223 0.0421 0.0037 0.2435
Int 1 0.358 0.075 4.7733 0.0001 0.1685 0.468
Note: GIL=Green inclusive leadership, EC=Environmental consciousness
Table 13. Model summary for interaction term GHRM x EC
R R-sq MSE F dfl df2 p
0.746 0.556 0.1278 96.1766 4.000 465.000 0.000
Table 14. Effects of GHRM and EC on GC
Coeff Se t P LLCI ULCI
Constant 21.683 4.645 4.668 0 12.555 30.812
GIL 0.267 0.055 4.837 0 0.145 0.426
GHRM 0.159 0.048 3.63 0 0.126 0.456
EC 0.126 0.052 2.423 0.011 0.0035 0.2564
Int 1 0.009 0.004 2.55 0.011 0.002 0.016
Note: GIL=Green inclusive leadership, GHRM= Green human resource management,

EC=Environmental consciousness

Table 15. Model summary for interaction term GHRM x EC

R

R- sq.

MSE

F

dfl

df2

0.736

0.5416

0.1185

98.167

3

466
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Table 16. Effects of GHRM and EC on GKS

Coeff Se t P LLCI ULCI
Constant 15.589 3.859 4.04 0 8.007 23.172
GIL 0.256 0.061 4.1967 0.0001 0.1435 0.4267
GHRM 0.287 0.0689 4.1654 0.0001 0.145 0.4045
EC 0.1356 0.0428 3.1682 0.0001 0.0054 0.2452
Int 1 0.008 0.003 2.6666 0.011 0.004 0.018

Note: GIL=Green inclusive leadership, GHRM= Green human resource management,
EC=Environmental consciousness

Table 17. Summary of hypotheses status

Hypothesis Status

H1 Accepted
H2 Accepted
H3 Accepted
H4 Accepted
H5 Accepted
H6 Accepted
H7 Accepted
HS8 Accepted
H9 Accepted
H10 Accepted

4.13 Chapter Summary

This chapter discussed the data analysis of the gathered data in detail. The chapter
discussed the preliminary assumptions of the data, confirmatory factor analysis and structural

equation modeling of the proposed hypothesis. The hypotheses were tested in this chapter.
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CHAPTER 5

DISCUSSION

This chapter entails the discussion and conclusion achieved by the data analysis. The
theoretical and practical implications are also discussed in this chapter. This chapter highlights the
limitation faced by the author during this study and suggests the future research avenues. This
research was based on several purposes. One of the purposes was to investigate the direct effect of
green inclusive leadership on green creativity and green knowledge sharing. The other objective
was to find the link betwixt green inclusive leadership and the mediator green human resource
management. The effect of the mediator on green creativity and green inclusive leadership was
another aim of the study. The study was meant to find out the impact of the moderator that is

environmental consciousness on the independent and dependent variables.

This study claimed that green inclusive leadership positively impacts green creativity.
According to literature leader’s support for employees’ pro environmental behavior guarantees
that they are allowed to contribute in eco-friendly behaviors and create the pro environmental
initiatives. Such actions influence the psychology of the employees and they get motivated to
showcase green behaviors (Priyankara et al., 2018). Inclusive leadership effects creativity and
innovativeness (Amabile & Pratt, 2016; Carmeli et al., 2010; Choi et al., 2015; Javed et al., 2019)
because such type of leaders showcase the activities that make them available and accessible for
the employees (Carmeli et al., 2010), and encourage them so that they can propose new, out of the

box and thoughtful ideas (Altunoglu & Bulgurcu Gurel, 2015; Sanders et al., 2010).

The relationship between these two variables was measured in SEM and the values were
(t=5.775, p=0.000) which were in the range so the HI was supported and it was in line with the

literature that green inclusive leadership is positively linked with green creativity.
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According to this study green inclusive leadership is significantly linked to green
knowledge sharing. Prior literature says that knowledge management is known to influence many
performance outcomes (Bhatti et al., 2022). Employees can generate "collaborative" knowledge
through the sharing of their professional knowledge with colleagues (Teh & Yong, 2011; Jabbour
& de Sousa Jabbour, 2016; Song et al.). Exchanging facts, expertise, and know-how to solve
problems; establishing and implementing novel approaches, regulations, or practices (Chen et al.,
2018). Knowledge is developed in the workplace when employees exchange it with other
employees. GIL, an example of inclusionary leadership, has been characterized as leadership
methods that are open, available, and capable of achieving environmental goals using these
concepts as a basis (Bhutto et al., 2021). when inclusive leaders develop a connection based on
trust with people, attend to their needs, and are always accessible to them, employees satisfy their
need for affiliation (Carmeli et al., 2010; Hollander, 2009; Nembhard & Edmondson, 2006).
Knowledge sharing is not automatic, it depends on the behavior of the leaders (Srivasta et al,2006).
The relationship between these two variables was in line with the literature that gave (t=5.458,

p=0.000). So H2 was supported.

The hypothesis was claimed by this research that GIL and GHRM are positively linked.
Past studies say that in an organization, leaders and HRM practices impact the behaviors and
actions of the workmen. When there is green inclusive leadership in an organization the employees
get more transparent and detailed information about the ecological objectives and goals. Human
resource management connects the organization with employees. Green inclusive leadership helps
to employees to develop clearer environmental objectives in the organization. When the green
human resource practices that are staff recruitment, training, compensation designs, performance

appraisals are implemented within the organization, employees will be committed to preserve the
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environment by displaying protection clues to the environment. Both leadership and management
provide the environmental clues to the employees that stresses over the protection of the
environment. When there is green inclusive leadership, employees perceive the organization as
green. The leadership style determines the organizational image. Green Inclusive leadership fosters
the green and environmental protection culture of an organization. HRM and organizational culture
are intertwined (Al-Bahussin & Garaihy,2013). The values for H3 were (t=4.215, p=0.002) that

depicts that the statistical data and literature were aligned.

Four hypotheses were claimed about the mediator GHRM. According to these claims
GHRM is positively linked with both the dependent variables that are GC and GKS. GHRM also
mediates the relationship between GIL and GC, GIL and GKS respectively. When the HR
department of the organization makes the pro-environment policies and emphasizes on giving
attention to eco- friendly development then the employees will give importance to the green
principals implemented by the organization. The operations of employee performance appraisals,
salary design link green environment responsibility to employee performance and salary, that will
encourage the green environmental protection practices that are promoted by green inclusive

leadership (Quan, Tian & Qiu,2022).

The organizations that have the awareness about the environmental issues should encourage GC.
The researchers argue that the workplaces can promote GHRM to encourage GCRT (Jia et al.,
2018; Ogbeibu et al., 2020). Past studies have established that green training is an essential element
that is used to make the employees aware and motivated towards enhancing their responsibilities
in conserving the environment that ultimately leads to motivate them to learn equivalent expertise
(Y. J. Kimet al., 2020; S. Ren et al., 2018). HRM emphasizes on enhancing the skills, knowledge

and expertise of the employees, it helps the employees to utilize their skills and contribute towards
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the organization. HRM most evidently determines how employees transfer their knowledge (Bhatti

et al., 2020). This research associates HRM with GKS.

Not only the leaders have the power to influence the subordinates but human resource
management system have the responsibility to recruit, select, evaluate and promote employees so
that the polices developed by human resource management can affect the attitude and action of the
employees at work. The hypotheses H4, HS, H6, H7 supported the literature because the values

were as follows (t=3.35, p=0.039), (t=2.42, p=0.040), (t=5.000, p=0.000), (t=5.000, p= 0.000).

Three hypotheses claimed the moderating role of EC. H8 claimed that EC has a moderating
role between GIL and GHRM. H9 claimed that EC moderates the relationship between GIL and
GC. H10 claimed that EC moderates the relationship between GIL and GKS. According to the
literature conscious leaders are considered more effective and productive (Harris and
Kuhnert.,2008). Furthermore, the consciousness of the leader improves the leader-member
relationships (Reb et al.,2014). Consciousness of the leader improves the employee outcomes. A
conscious leader knows exactly how to lead the employees in the organization (Saragih et al.,
2020). According to Mazzi et al. (2016) the alignment of GHRM with ecological administration
is important because it motivates employees to develop knowledge and attitude that helps in
environmental knowledge. According to Kim (2017) “in case of ecological regulations the dormant
way of management inclines towards the less feedback of the environment and by time they tend
to ignore the ecological issues, so for the development of innovativeness green creativity is a vital

factor for ecological conservation.

Conscientious individuals know what are their duties towards society. They have the responsibility

consciousness that enhances their interest for environmental sustainability and since
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conscientiousness is related to environmental consciousness so it is proposed that environmental

consciousness strengthens green knowledge sharing (Kaynak& Eski, 2014).

The values for H8 (t=4.7733, p=0.0001, LLCI=0.1685, ULCI=0.468) supported the
hypothesis and proved that this hypothesis was in line with the literature. Similarly, the values for
H9 (t=2.550, p=0.011, LLCI=0.002, ULCI=0.016) showed that the hypothesis was in alignment
with the literature. The value for H10 (t=2.6666, p=0.011, LLCI=0.004, ULCI=0.018) showed that

the result was in line with the literature.

5.6 Theoretical Implications

This study contributes scholarly in which the organizational sustainability has been discussed.
It discusses the areas of sustainability that have not been given much attention. Prior studies have
discussed GHRM practices that help in better employee conduct (Mishra et al., 2014; Ramus et
al., 2007) but this study discusses such phenomena in context of developing countries like Pakistan
where the concept of GHRM is still not explored enough. Human Resource is an under-researched
filed in Pakistan (Aycan et al.,2000); Rahman ,2012). The theoretical implications of this study

are as follows:

e This study uses the term creativity in context of sustainability because there was a need to
explain this term in other contexts as it has always been used arbitrarily (Saleh &
Brem,2023). This study improves the apprehension of the term creativity in the context of
sustainability. It increases the theoretical understanding of creativity.

o [t has been noticed that green inclusive leadership is linked with creativity and knowledge
sharing with variable such as perceived GOC and green service recovery performance

(Aboramadan , Crawford &Tiirkmenoglu,2022) but they have not been studied with the
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relation of environmental consciousness. This study links environmental consciousness
with green inclusive leadership.

Another observation is that environmental consciousness has been studied with green
consumption (Lin & Niu,2018), intellectual capital management (Huang & Kung, 2011),
and behavioral intentions (Martinez, Herrero & Gomez, 2018) but consciousness has not
been studied with green inclusive leadership and GHRM, so this study closes this gap to
find the relationship between these three variables.

The research work about consciousness in leaders has not gain much attention (Saragih et
al., 2020). So, this study expands the understanding about the consciousness in leaders
with the support of social exchange theory.

Since the combined relationship of GIL, GC and GKS have been study in European (Italy)
context (Aboramadan, Crawford &Tiirkmenoglu,2022). While in Pakistan the effect of
GIL on knowledge sharing has been studied only in academic context (San, Latif &Vaio

,2022). So, this study discusses the relationship in Pakistani IT industry.
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5.7 Practical Implications

This study has the following managerial implications:

Organizations need to plan the execution of the green inclusive leadership. They need to
enhance the knowledge of the leadership regarding the environmental protection. They need
to allow the leaders so that they can accept different and novel ideas about the environmental
protection. Leaders should also improve their way of communicating with the employees. This
study helps in understanding the role of leader and what can he do to help his subordinates.
Organizations need to adopt GHRM in developing countries like Pakistan that are suffering
from disastrous climate change so that the green behaviors of the employees must be
encouraged. Organizations need to learn how to align their HRM practices with environmental
protection policies and this study helps in this matter.

Selection and recruitment need to be done on the basis of employee’s environmental values.
Training and development should be incorporated in GHRM practices about how to display
and develop pro-environmental behavior. Rewards and compensations should be based on the
environmental performance. Performance management and appraisals should consider the
green practices of the employees.

This study helps in establishing concepts of green consciousness and pro-environmental
concepts among employees that helps employees participate in green operations such as green
creativity and green knowledge sharing.

Organizations need to encourage the knowledge sharing about environmental concerns.
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5.8 Limitations and Future Research

This study has some limitations that can be resolved by future researchers. The first
limitation is that this study concentrates only on how GIL effects the individualistic behavior of
the employees. It only takes account the individual perspective. Future studies must concentrate
on the group perspective and how does green inclusive leadership effect employee’s team

behavior. It should be studies on organizational level as well.

Second, the questionnaire has certain limitations. It had a limited scope. The future
researchers should increase the demographic information and the number of representatives to

generalize the findings.

Third limitation is that this study did not consider the cultural elements that facilitate the
motivation for displaying the green behavior so future studies should expand this study into the
cultural factors. Values, belief system, education, collectivism and individualism are the main
factors of the culture. They affect the way a person thinks. People with conservative belief system
may not encourage creativity and knowledge sharing but people who believe in experiments and
innovation may encourage green behaviors. Education also plays an important role in shaping the
mindset of a person. Similarly, collectivism and individualism impact the way people collaborate

with each other and it also affects they create and share ideas.

Fourth limitation is that this study did not consider the demographic characteristics and

their effect on green behavior so the future studies should focus on this aspect.

Future researchers should study other green behaviors such as green work values (Hameed

et al., 2020) and green self-efficacy (Chen et al., 2014).
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Sixth limitation is that this study is cross-sectional that studied the behavioral aspect at one
point in time so future researchers are suggested to replicate this study on longitudinal or

experimental basis so that the changes in behavior can be assessed.

5.9 Conclusion

This research was aimed to find the repercussions of green inclusive leadership on
employee behavior such as green creativity and green knowledge sharing. Green human resource
management was used as the mediator while environmental consciousness was used as the
moderator. The hypotheses were based on social exchange theory that says that the social exchange
between people causes them to reciprocate. Similarly, when the organization or the management
provides the resources to the employees, they feel the sense of reciprocity so that they can pay
back something to the organization. The data was collected from various software houses because
the study wanted to examine the impact of the above-mentioned variables in the IT industry. The
preliminary assumptions about the data that included reliability, validity, homoscedasticity,
multicollinearity, normal distribution was checked before factor analysis. To check if the model is
in alignment with the data Structural Equation Modeling was done in SmartPLS4 that displayed
the explicit and implicit associations between independent, dependent and mediator. Moderation
analysis was done in SPSS using the Hayes process. Green creativity is the dependent variable of
this study that is developing the novel ideas about the green and ecofriendly operations and
procedures. When the leader encourages new ideas and promotes the green and pro- environment
notions it stirs up the workmen to discuss their thoughts and it develops green creativity among
the employees. Similarly, when the leader encourages and appraises the employees for their green
ideas, they tend to share it with other co-workers that leads to green knowledge sharing. GKS is

another dependent variable of this study. Not only the leaders but the human resource policies are
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also responsible for creating green creativity and green knowledge sharing. The green human
resource policies such as recruitment and selection, training and development, appraisals, rewards
and compensation associated green responsibility to the salary and performance of the employees
then it develops the green behaviors among employees such as green creativity and green
knowledge sharing and such policies are only developed when there is a green inclusive leadership.
Environmental consciousness plays an important role as a moderator. When the leader is aware of
the environmental duties, he encourages the GHRM in the organization and similarly the mindful
employees follow the GHRM policies to pay their contributions towards the conservation of the
environment. The study showed that the IT industry in Pakistan is trying to pay its part towards

the protection of the environment.

5.10 Chapter Summary
This chapter discussed the findings of the analysis and drew a conclusion based on these
findings. The practical and theoretical implications were discussed in this chapter as well. This

chapter highlighted the limitations.
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Multicollinearity

Variable

Tolerance

VIF

Green Inclusive Leadership

Green human resource management

Green Creativity

Green Knowledge Sharing

Environmental Consciousness

0.992

0.993

0.995

1.01

1.01

1.01
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CFA calculation for GIL

Goodness of fit

Acceptable
level

Calculated

measure

Status

Remarks

RMR

GFI

CFI

RMSEA

CMIN/DF

<0.05
shows good
fit, But
acceptable <
0.08 or equal
to 0.08

Less or
equal to
1.000

Less or
equal to
1.000

Best fit
when = 0.05,
acceptable
up to <0.08
or equal to
0.08

Between 2
to 5

0.023

0.968

0.968

0.074

2.568

Acceptable

Acceptable

Acceptable

Acceptable

Acceptable

Acceptable
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CFA calculations for GHRM

Goodness of fit Acceptable level Calculated Status Remarks
measure
< 0.05 shows good fit,
RMR But acceptable < 0.08 or 0.041 Acceptable
equal to 0.08
GFI Less or equal to 1.000 0.926 Acceptable Acceptable
CF1 Less or equal to 1.000 0.98 Acceptable
Best fit when = 0.05,
RMSEA acceptable up to < 0.08 or 0.08 Acceptable
equal to 0.08
CMIN/DF Between 2 to 5 2.649 Acceptable
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CFA calculation for GC

Goodness of fit Acceptable level C;l;;ls;gd Status Remarks
< 0.05 shows good fit, But Not
RMR acceptable < 0.08 or equal 0.91 1
to 0.08 acceptable
GFI Less or equal to 1.000 0.885 Not
acceptable
Not Not
CF1 Less or equal to 1.000 0.987 acceptable acceptable
Best fit when = 0.05, Not
RMSEA acceptable up to < 0.08 or 0.272
acceptable
equal to 0.08
CMIN/DF Between 2 1o 5 1.34 Not
acceptable
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Revised CFA calculations for GC

Goodness of fit Acceptable level Calculated Status Remarks
measure

< 0.05 shows
good fit, But

RMR acceptable < 0.012 Acceptable
0.08 or equal to
0.08

GFI Less or equal to 0.992  Acceptable
1.000 '
Less or equal to

CFI1 1.000 0.996 Acceptable Acceptable
Best fit when =
0.05, acceptable

RMSEA up to < 0.08 or 0.066 Acceptable
equal to 0.08

CMIN/DF Between 2 to 5 2.832 Acceptable
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CFA calculations for GKS

Goodness of fit Acceptable level Calculated Status Remarks
measure

< 0.05 shows good
fit, But acceptable

RMR <0.08 or equal to 0.009 Acceptable
0.08
Less or equal to

GFI 1.000 0.997 Acceptable

CF1 Less or equal to 0.999 Acceptable
1.000 ) p Acceptable
Best fit when =
0.05, acceptable

RMSEA up to < 0.08 or 0.077 Acceptable
equal to 0.08

CMIN/DF Between 2 to 5 3.105 Acceptable
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CFA calculations for EC

Goodness of fit

Acceptable
level

Calculated

measure

Status

Remarks

RMR

GFI

CFI

RMSEA

CMIN/DF

< 0.05 shows
good fit, But
acceptable <
0.08 or equal
to 0.08

Less or equal
to 1.000
Less or equal
to 1.000

Best fit when =
0.05,
acceptable up
to <0.08 or
equal to 0.08

Between 2 to 5

0.029

0.921

0.903

0.208

3.11

Acceptable

Acceptable

Acceptable

Not
acceptable

Acceptable

Not
Acceptable
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Revised CFA calculations for EC

Goodness of fit

Acceptable level

Calculated

measure

Status

Remarks

RMR

GFI

CFI

RMSEA

CMIN/DF

< 0.05 shows
good fit, But
acceptable <
0.08 or equal to
0.08

Less or equal to
1.000

Less or equal to
1.000

Best fit when =
0.05, acceptable
up to < 0.08 or
equal to 0.08

Between 2 to 5

0.004

0.999

3.11

Acceptable

Acceptable

Acceptable

Acceptable

Acceptable

Acceptable
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Appendix B

RESEARCH QUESTIONAIRE

QUAID-I-AZAM UNIVERSITY, ISLAMABAD

SCHOOL OF MANAGEMENT SCIENCES

Dear Participant,

I am a researcher in the field of Management Sciences; my area of specialization is Human
Resource Management. As a part of my MPhil thesis, I am conducting research on the impact of
green inclusive leadership on employee green creativity and knowledge sharing through GHRM
practices

I will be grateful if you help me by filling out the following questionnaire. I assure you that
your responses will be kept confidential and will only be used for educational purposes. I
appreciate your responses that best reflect your experiences in your job. Your responses will be
valuable for my research. I thank you in advance for your time and cooperation.

Regards,

Vaniza Ahmad

Quaid-i- Azam School of Management Sciences,

Quaid-i-Azam University, Islamabad.
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SECTION-1

Demographic Information

Gender Male Female
Age Group 18-25 26-35 36-45 46-50 50-
Above
Qualification | Bachelor’s Master’s MPhil Doctorate’s
Degree Degree Degree
Experience | 0-5 6-10 11-15 16-20 21-25 25-
years Above
Income less Rs. Rs. Rs. 100,000
than 35,000 to 50,000 75,000 to and
Rs. Rs. to Rs. Rs. Above
15,000 49,000 74,000 99,000
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SECTION-2

@,

« To what extent do you agree/disagree with the following statements regarding the behavior of
manager/supervisor in your organization? (1 = strongly disagree, 2 = disagree, 3 = neutral, 4 =
agree, 5 = strongly agree)

1. | The supervisor is open to hearing new environmental and | 1 2 3 4 5
green ideas

2. | The supervisor is attentive to mnew environmental | 1 2 3 4 5
opportunities to improve work process.

3. | The manager is open to discuss the desired goals and new | 1 2 3 4 5
ways to achieve them.

4. | The supervisor is always ready to listen to my environmental | 1 2 3 4 5
requests and suggestions.

5. | The supervisor is accessible for discussing emerging | 1 2 3 4 5
environmental problems.

6. | The manager is available for consultation on problems. 1 2 3 4 5

7. | The manager is an ongoing ‘presence’ in this team-someone | 1 2 3 4 5
who is readily available.

8. | The manager is available for professional questions I would | 1 2 3 4 5
like to confirm with him/her.

9. | The manager is accessible for discussing emerging | 1 2 3 4 5
problems.

+» To what extent do you agree/disagree with the following statements regarding the HR practices
in your organization? (1 = strongly disagree, 2 = disagree, 3 = neutral, 4 = agree, 5 = strongly
agree)

10.| In my organization, job description specification includes | 1 |2 |3 4 |5
environmental concerns.
11.| Environmental performance of the company attracts highly | 1 |2 |3 4 |5
qualified employees.
12.| My organization selects applicants who are sufficiently aware | 1 |2 |3 4 |5
of greening to fill job vacancies.
13.| Organization's recruitment messages include environmental | 1 |2 |3 4 |5
behavior/commitment criteria.
14.| Jobs positions are designed to focus exclusively on|1 |2 |3 4 |5
environmental management aspects of the organizations.
15.| My organization provides environmental training to the | 1 |2 |3 4 |5
organizational —members to increase environmental

awareness.

16.| My organization takes into account the needs of |1 |2 |3 4 |5
environmental issues when training requirement is analyzed.

17.| The organization follows induction programs that emphasize | 1 |2 |3 4 |5

environmental issues concerns.
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18.

Environmental training is a priority when compared to other | 1 | 2
types of company training.

19.

All training materials are available online for employee to | 1 | 2
reduce paper cost.

20.

My organization links suggestion schemes into reward system | 1 | 2
by Introducing rewards for innovative environmental
initiative/performance.

21.

The company offers a non-monetary and monetary rewards | 1 | 2
based on the environmental achievements (sabbatical, leave,
gifts, bonuses, cash, premiums, promotion).

22.

Environmental performance is recognized publicly (awards, | 1 | 2
dinner, and publicity) in my organization.

23.

Employees know their specific green targets, goals and | 1 |2
responsibilities.

24.

Environmental behavior/targets and Contributions to | 1 |2
environmental management are assessed and include in
Performance indicators/appraisal and recorded.

25.

Roles of manages in achieving green outcomes included in | 1 | 2
appraisals.

26.

The organization provides regular feedback to the employees | 1 | 2
or teams to achieve environmental goals or improve their
environmental performance.

27.

The company incorporates environmental management | 1 | 2
objectives and targets with the performance evaluation
system of the organization.

+» To what extent do you agree/disagree with the following statements regarding your behavior in

your organization? (1 = strongly disagree, 2 = disagree, 3 = neutral, 4 = agree, 5 = stron

ly agree)

28.| I suggest new ways to achieve the environmental goals of my | 1 2 3 4 5
organization.

29.| I propose new green (ie, environmentally-oriented) ideas to improve the | 1 2 3 4 5
environmental performance of my organization.

30.| I promote and champion new green ideas (ie, environmentally-oriented) | 1 2 3 4 5
to others at work.

31.| I rethink and revise green (ie, environmentally-oriented) ideas at work. | 1 2 3 4 5

32.| I find creative solutions to environmental problems at work. 1 2 3 4 5

33.| I make adequate plans for the implementation of new green ideas 1 2 3 4 5

+ To what extent do you agree/disagree that the following statements are true? (1 = strongly
disagree, 2 = disagree, 3 = neutral, 4 = agree, 5 = strongly agree)

34.| 1 enjoy sharing environment-friendly knowledge with colleagues. 1 2 3 4 5

35.| I always share green knowledge obtained from newspapers, magazines, | 1 2 3 4 5
journals, television and other sources.

36.| In my organization, people share expertise from work experience with | 1 2 3 4 5
each other.

37.| Sharing my knowledge with colleagues is pleasurable. 1 2 3 4 5

38.| I believe that knowledge sharing can benefit all parties involved. 1 2 3 4 5
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+ To what extent do you agree/disagree that the following statements regarding yourself are true?
(1 = strongly disagree, 2 = disagree, 3 = neutral, 4 = agree, 5 = strongly agree)

39.| I am pleased to purchase green products. 1 2 3 4 5

40.| 1 believe consuming green product is really good for environment. 1 2 3 4 5

41.| Overall feeling I get about green products is always satisfying. 1 2 3 4 5

42.| Overall feeling I get about green products put me in environmentally safe | 1 2 3 4 5
mode.

43.] I feel good about green products. 1 2 3 4

Dear Participant, Thank you for your valuable responses.
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