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Antecedent to Green Creativity 
and the Moderating  Role of 

Green Intrinsic Motivation  and 
Green Autonomy

Abstract
Concern about the green environment has increased significantly in recent years. 

Regulators now have strict policies and regulations for firms to reduce pollution by 
recycling water and other industrial waste. However, policies and regulations may not 
reduce environmental decay unless all the stakeholders, including employees and 
management of the firms, actively contribute to making the environment sustainable. 
Given its importance, the study has focused on Pakistan’s chemical sector, which 
significantly contributes to environmental decay. The study has three independent 
variables (i.e., green intrinsic motivation, green transformation leadership, and green 
innovation climate), one dependent variable (i.e., green creativity), and two moderators 
(i.e., green extrinsic motivation and green autonomy). The study collected a sample of 
460 from the target sector and found that our results support five hypotheses but do 
not support one. The results show that “green intrinsic motivation and green innovation 
climate significantly affect green creativity.” However, “green innovative climate 
insignificantly affects green creativity.” We also found that “green transformational 
leadership positively affects green creativity and  green intrinsic motivation.” The study 
also documents that “green extrinsic motivation moderates green intrinsic motivation 
and green creativity.” Moreover, “green autonomy moderates the green innovation 
climate and green creativity.” 
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Introduction 
Various theories, including Resource-Based Theory, underscore the pivotal role of 

business entities’ future in adopting and practicing policies and procedures related to a 
sustainable environment (Panda, 2023). As per the Paris Accord, the global community 
has committed to phasing out manufacturing units that harm the green environment 
(Qin & Yu, 2023). Consequently, such units will be transformed into green firms (Zuhaida 
& Alkazahfa, 2023). Numerous researchers advocate that green production enhances 
efficiency and reduces environmental pollution (Ren et al., 2022). Green creativity 
refers to developing innovative green products and environmentally friendly services 
(Ogbeibu et al., 2021). Several factors influence green creativity, including green passion 
(Shah et al., 2023), green intrinsic motivation, green extensive motivation (Faraz et al., 
2021), and green autonomy (Tian et al., 2020). 

Notably, many scholars argue that green visionary leaders contribute significantly 
to developing and marketing green products (Begum et al., 2022). For instance, the 
CEO of Good Energy’s green vision translated into supplying 100% electric devices 
and equipment in Britain (Maitlo et al., 2022). Moreover, the CEO of Tesla has shared 
his green vision with the employees. As a result, it launched innovative green products, 
including electric cars and solar energy solutions for homes and offices (Townsend, 
2018). In contrast, leaders in developing Asian countries are less green visionary than 
those in developed countries (Tian et al., 2020). 

The Theory of Creativity postulates that individuals’ positive attitude toward 
green sustainability promotes green creativity (Shah et al., 2023). Thus, we argue that 
organizational climate stimulates employees’ green-creative behavior, especially if they 
are motivated and have relevant skills (Abualigah et al., 2023). Extant literature maintains 
that a green-innovative climate empowers employees and gives them the freedom to 
practice and implement green innovation (Tuan, 2023). Building on the Creative Theory, 
we argue that a green-innovative climate is an important precursor of green innovative 
activities (Ogbeibu et al., 2021). Besides other benefits, a green-innovative environment 
rewards employees for creative ideas and provides all the necessary resources to support 
green creativity (Mansoor et al., 2021). 

The literature also argues that organizations that adopt green creativity and 
innovation will have a competitive edge over firms that do not practice them. 
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Supporting these discussions, we argue that firms that practice green practices would 
positively affect their brand image (Qayyum et al., 2023). Thus, we also argue that green 
visionary leaders promote an environment that motivates and inspires employees to 
create environmentally friendly products (Luu, 2023). Extending this argument, we 
believe that transformational leaders promote green creative behavior, a precursor of 
environmental sustainability (Samad et al., 2023). Although green transformational 
leadership is instrumental in promoting a green environment, its success significantly 
depends on the intrinsic and extrinsic motivation of the employees (Awan et al., 2023).

Given the above discussion, the study examines the “impact of green intrinsic 
motivation, green transformational leadership, and green innovation climate on green 
creativity.” It also examines the effect of green transformational leadership on green 
creativity and green intrinsic motivation. Furthermore, it also examines the moderating 
role of green intrinsic motivation and green autonomy on green creativity.    

Literature Review and Hypotheses Development 

Green Intrinsic Motivation and Creativity 
Employees’ motivational orientation is not uniform. It varies from employee to 

employee (Hu et al., 2022). Researchers believe that intrinsically motivated individuals 
find work assignments interesting. Therefore, they take more interest in job-related 
assignments (Fishbach & Woolley, 2022). Such employees develop new skills, resulting in 
high motivation and engagement (Bougie & Ichise, 2020; Haddad et al., 2023). Moreover, 
creative, challenging, and interesting jobs increase intrinsic motivation (Baluarte et 
al., 2023). Furthermore, extant literature highlights that intrinsic motivation positively 
correlates with green creativity (Yesuf et al., 2023).

 	 We found no empirical evidence on the relationship between green intrinsic 
motivation and green creativity (Emami et al., 2023). However, past studies based 
on theoretical support have inferred that green intrinsic motivation promotes green 
creativity. For example, extending motivation and creativity theories, many researchers 
argue that individuals with a high orientation toward the environment are green-
creative (Tuan, 2023). Moreover, many researchers assert that employees with low 
passion and interest in the green environment have low attitudes and behaviors toward 
the green environment (Shah et al., 2023). Furthermore, many researchers argue that 
green-intrinsic-motivated employees are passionate about green environments and 
often have hobbies related to green plantations and gardening (Conrad & Fehlings, 
2023).
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H1. Green intrinsic motivation “positively affects green creativity.”

Green Transformational Leadership and Green Creativity 
Transformational leaders guide employees to achieve firm vision (Awan et al., 

2023). Such leaders motivate and inspire employees by treating all employees fairly 
and without discrimination (Cui et al., 2023). They also empower employees and are 
concerned about their well-being (Pham et al., 2023). As a result, it enhances employees’ 
creativity and promotes  “inspirational motivation, intellectual stimulation, charisma, and 
individualized consideration” (Odugbesan et al., 2023). Similarly, Hameed et al. (2022) 
argue that leaders enhance employee creativity through inspirational motivation. As 
a result, employees solve job-related and personal problems by looking at them from 
different perspectives. Leaders with charismatic personalities are concerned about the 
employees. They also share their vision and expectations with the employees, enhancing 
employee commitment (Zhang et al., 2020. Ahmad, Ullah, & Khan, 2022).

 	
As Begum et al. (2022) emphasize, Green transformational leaders are at the forefront 

of promoting environmental sustainability. They motivate and inspire employees to 
be more green-creative, focusing on green environmental goals and encouraging the 
generation of novel ideas for environmental sustainability (Mansoor et al., 2021). Arici 
and  Uysal (2022) further assert that these leaders must guide, inspire, and motivate 
employees to adopt and practice green creativity, as supported by the works of Ahmad 
et al. (2022), Çop et al. (2021), and Pham et al. (2023). 

 	
H2. Green transformational leadership “positively affects green creativity.”

Green Innovation Climate and Green Creativity 
Organizational climate is the perception and attitudes of individuals about an 

organization (Abbas & Khan, 2023). Song, Wang, and Ma (2020) assert that in an 
innovative organizational climate, management encourages employees to share their 
creative ideas with the management and other employees of the organization (Peng & 
Jia, 2023). Similarly, the employees in green organizations receive explicit and implicit 
signals from the management about focusing on green creativity (Shah et al., 2023). 
When employees receive these signals, they often respond positively by sharing 
their creative ideas with management, resulting in increased self-satisfaction of the 
employees (Alyahya et al., 2023). 

Many researchers believe that the three components of organizational climate 
are support for innovation (Önhon, 2019), search for creative innovative ideas, and 
resource supply (Shafiq et al., 2023). Support for innovation allows employees to 
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work independently (Allan & Meckling, 2023). Search for creative and innovative ideas 
(Abualigah et al., 2023), enable employees to understand the diversity of work in an 
organization (Shafiq et al., 2023). Resource supply provides employees with materials, 
information, and finances for creative and innovative ideas (Abualigah et al., 2023). 
Moreover, extant literature documents that employees in those organizations are more 
creative, where they receive bonuses and rewards for creativity, than the employees of 
the organizations that do not reward employees for creativity and innovation (Allan & 
Meckling, 2023). 

Extending the concept of organizational climate, researchers have developed the 
concept of green organizational climate (Zafar et al., 2023). A green organizational 
climate allows employees to focus on green products and practices (Ma et al., 2023). 
Moreover, such an organization provides materials and finances to the employees for 
developing green products and practices, resulting in green creativity (Jayaraman et al., 
2023). Similarly, Aftab et al. (2024) cite that many studies have examined the association 
between green organizational climate and green creativity in different domains and 
found a positive correlation between them. Furthermore, Usman et al. (2023) assert that 
when employees receive support and encouragement from the management about 
developing and implementing green practices, their motivation for green products and 
services increases significantly.

H3. A green, innovation  climate “promotes green creativity.”

Green Transformational Leadership and Green Intrinsic Motivation
Intrinsically motivated individuals are obsessed with work and are least bothered 

about rewards (Awan et al., 2023). Similarly, other researchers believe that intrinsic 
employees’  love and passion for work keep them focused on work, promoting creative 
behavior (Du & Yan, 2022). Many researchers believe that green intrinsic motivation stems 
from green motivation  (Faraz et al., 2021).  These researchers argue that intrinsically 
motivated green employees are more concerned about a sustainable environment 
than others (Farrukh et al., 2022). Moreover,extant literature documents that compared 
to other leaders, green transformational leaders promote intrinsic motivation in 
employees by sharing their professionalism and green vision (Rizvi & Garg, 2021). 

Furthermore, researchers believe idiosyncratic leadership is an essential precursor 
of green intrinsic motivation (Odugbesan et al., 2023). However, past studies have 
mainly focused on identifying the association between transformational leadership 
and intrinsic motivation and found they are positively associated (Hameed et al., 2022). 
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While reviewing the past literature, we found limited studies on the association of “green 
transformational leadership and intrinsic motivation.” (Tosun et al., 2022). Thus, we argue 
that green transformational leadership intrinsically motivates employees to adopt 
green environmental behavior (Pham et al., 2023). Moreover, researchers maintain that 
green transformational leaders encourage and motivate employees to focus on a green 
environment, enhancing green intrinsic motivation (Xi, Fang,  & Feng, 2023). Similarly, 
Zhu et al. (2022) believe such leaders significantly increase employees’ love and passion 
for pro-environmental issues. 

�H4: Green transformational leadership “promotes green intrinsic motivation.”

Green Extrinsic Motivation as a Moderator 
Extrinsically motivated employees’ job satisfaction and commitment significantly 

depend on monetary rewards, including salaries and bonuses (Li et al., 2020). At the 
same time, researchers believe that contingent rewards decrease the intrinsic interest 
of the employees (Saether et al., 2020). Similarly, many studies found that employees’ 
motivation decreases when leaders regulate their behavior with extrinsic rewards  
(Zhang & Liu, 2022). In the same context, Yang et al. (2023) argue that intrinsic motivation 
decreases when leaders focus more on extrinsic rewards. Similarly, extant literature also 
cites that individuals with higher green extrinsic motivation exhibit pro-environmental 
behavior if they believe they will be appropriately rewarded (Ojo, 2022). However, 
such rewards may decrease the intrinsic motivation of the employees. Moreover, many 
researchers maintain that external factors, including tangible rewards, punishments, 
and negative feedback, are inversely associated with employees’ creativity (Saintilan 
& Schreiber, 2023). In the same context, many researchers believe excessive control 
adversely affects employees’ self-determination and creative behavior (Huyghebaert‐
Zouaghi et al., 2023). Thus, we argue that extrinsic motivation has a varying effect on 
green motivaton and green creativity.

H5: Green extrinsic motivation moderates green intrinsic motivation and green creativity. 

Green Autonomy as a Moderator  
Green autonomy refers to empowering employees to perform green tasks (Alsetoohy 

et al., 2020). In this context, the Self-Determination Theory postulates that the need for 
autonomy refers to individuals’ inherent desire for psychological and physical freedom 
to carry out their routine activities at work (Haw (2022). Thus, many researchers believe 
autonomy allows employees to be creative and innovative (Shakil et al., 2023). They 
also argue that a conducive autonomy-supported environment increases employees’ 

129

Market Forces
College of Management Sciences

Volume 19, Issue 1
June 2024



intrinsic motivation. As a result, they become more creative at work (Santiago-Torner, 
2023).

On the contrary, reducing employee empowerment may adversely affect their 
creativity (Aulia et al., 2024). Similarly, many scholars maintain that the low empowerment 
of the employees may reduce their innovative and creative behavior (Zhang et al., 
2023). Thus, we argue that extending green autonomy to employees may enable them 
to be creative in green performance (Shafiq et al., 2023). Moreover, scholars argue that 
a “positive relationship exists between green innovation climate and green creativity” 
(Arici & Uysal, 2022). Furthermore, many researchers believe green autonmy has a 
varying effect on the relationship between green innovation climate and creativity 
(Abbas & Khan, 2023).

H6: Green autonomy “moderates the green innovation climate and green- creativity.”

Conceptual Framework
Given the above discussion, the study proposes a model depicted in Figure 1. It has 

three independent variables, one dependent variable, and two moderating variables. 
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Figure 1:  Conceptual Framework

Methodology

Research Design 
Research design is the road map for achieving the research objectives (Nayak 

& Singh, 2021;. Molina-Azorin & Fetters, 2022). The approach used in this study is 
deductive since, based on the theory, we proposed a model containing six hypotheses, 
which we empirically tested using Smart PLS (Mello, 2021).  The number of elements or 
individuals refers to a population. The target population for this study is the chemical 
sector in Pakistan. The study has focused on this sector as it contributes significantly to 
pollution and environmental decay. Additionally, it is a key sector of Pakistan’s economy, 
and its contribution towards GDP is about 3%. Moreover, it significantly contributes to 

131

Market Forces
College of Management Sciences

Volume 19, Issue 1
June 2024



employment generation. 

Population and Sample Size 
Collecting data from the whole population is time-consuming and inefficient. 

Therefore, the researchers suggest drawing a sample for the study. Researchers also 
believe that the drawn sample would represent the population provided researchers 
draw an appropriate sample size and use the right sampling technique (Nayak & Singh, 
2021). The study calculated the minimum sample size following Hair Jr. et al. (2017) 
suggestion. The researchers mentioned above suggest using five to thirty cases for each 
indicator variable. The number of indicators in this study is 29. Therefore, a sample of 
435 (29 indicator variables X 15 cases) will be appropriate for the study. According to the 
Pakistan Stock Exchange, there are 24 listed chemical industries in Pakistan. Of this total, 
we randomly selected ten chemical industries and distributed 50 in each. However, we 
received 460 complete questionnaires.  

Ethical Consideration 
Before collecting the data from the employees of targeted chemical industries, 

we obtained permission from the management. Subsequently, we approached the 
employees non-randomly since the management did not provide us with a sample frame. 
We also told the respondents that they had no compulsion to fill out the questionnaires. 
We also explained the study’s objectives and informed them that we would use the 
collected data only for academic purposes. We also told  the respondents that we would 
not share the data with any third party. 

Scale and  Measures
The study has adopted the questionnaire from past studies. The questionnaire 

used in the study has two sections. Section one relates to demographics, containing 
five questions based on a nominal scale. The second part of the questionnaire has six 
variables and 29 indicators. The study measured the response of the target population 
using the Five Point Liker Scale, with one suggesting low agreement and five indicating 
high agreement. Table 1 exhibits a summary of the constructs used in the questionnaire.  

Table 1: Scales and Measures
Constructs	  Sources	 Items
Green  Creativity 	 Chen and Chang (2013)	 6
Green Transformational Leadership	 Chen and Chang (2013)	 6
Green Intrinsic Motivation  	 Amabile et al. (1994)	 6
Green Extrinsic Motivation 	 Amabile et al. (1994)	 5
Green Innovation Climate  	 Maitlo et al. (2022)	 3
Green Autonomy 	 Maitlo et al. (2022)	 3
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Results

Respondents Profile
The respondents’ profile, besides other aspects, helps readers and future researchers 

ascertain the generalizability of a study. This study has focused on the chemical sector, 
and Table 2 exhibits the respondents’ classification and frequency in percentage terms. 

Table 2: Respondents Profile 
Demographic 	 Classification 	 Percentage
Gender 	 Male	 65%
	 Female	 35%
Age Group 	 Below 30	 30%
	 30-35	 25%
	 36-40	 20%
	 41-50	 15%
	 50 & Above	 10%
Education	 Intermediate	 16%
	 Graduate	 65%
	 Masters & Above	 16%
	 Diploma/Others	 3%
Employment Structure 	 Non-Management Cadre        	 81%
	 Middle Management  Cadre                 	 13%
	 Upper Management  Cadre 	 6%
Income Range	 Less than Rs 35,000                    	 32%
	 Rs.36,000 – 50,000                	 29%
	 Rs. 51,000 – 75,000	 16%
	 Rs 76,000 – 90,000	 19%
	 Rs 91,000 – 120,000	 4%

Measurement Model 
Researchers suggest using two stages in Smart PLS (Hair Jr et al., 2020). Following the 

advice of the researchers mentioned above in step one, we developed a measurement 
model (Hair et al., 2019) for results related to reliability (Spuling et al., 2020), validity (Hair 
Jr et al., 2020), and other statistical results. Figure 2 exhibits the measurement model.   
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Figure 2: Measurement Model

Descriptive Analysis 
Descriptive analysis summarizes the results to draw meaningful conclusions (Nayak 

& Singh, 2021). It generally includes results related to internal consistency (Sarstedt et 
al., 2020), Mean, Skewness (Hair Jr et al., 2020), and Kurtosis (Nayak & Singh, 2021). Table 
3 exhibits the related results.   

Table 3: Descriptive Analysis 
 Constructs 	 Cronbach’s Alpha	 Mean 	 Std.Dev.	 Skewness 	 Kurtosis 
Gr. Autonomy  	 0.862	 3.863	 1.537	 1.708	 1.759
Gr. Extrinsic Motivation 	 0.894	 3.946	 1.006	 1.363	 1.517
Gr. Intrinsic Motivation	 0.848	 3.954	 2.062	 2.145	 2.105
Gr. Creativity 	 0.882	 3.878	 2.188	 1.233	 2.175
Green Innovation Climate 	 0.843	 3.722	 1.766	 2.481	 1.717
Green Transformational Leadership 	 0.896	 3.723	 1.417	 2.123	 1.902
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Hair Jr et al. (2020) suggest that Cronbach’s values of the latent variables must “be 
at least 0.70 for internal consistency.” Our results align with the recommendations of 
the researchers above. Our results also show that the latent variables have adequate 
univariate normality (Sarstedt et al., 2020) since “Skewness and Kurtosis values are 
between ±3.5.”

Convergent Validity
 Hair et al. (2019) suggest using composite reliability and AVE values for convergent 

validity analysis. Table 4 summarizes the results exhibiting composite reliability and AVE 
values.

Table 4: Convergent Validity
 Constructs 	 rho_A	 Composite	 Average Variance 		
		  Reliability	 Extracted (AVE)
Gr. Autonomy  _	 0.874	 0.900	 0.643
Gr. Extrinsic _Motivation _	 0.895	 0.919	 0.654
Gr. Intrinsic Motivation_	 0.853	 0.908	 0.768
Gr. _Creativity 	 0.885	 0.914	 0.682
Green Innovation Climate  	 0.853	 0.894	 0.679
Green Transformational Leadership 	 0.898	 0.928	 0.763

Spuling et al. (2020) suggest that for convergent validity, the “composite reliability 
must be at least 0.70, and AVE values must be more than 0.60.” The results are within 
the recommended suggestions, which endorse acceptable convergent validity for the 
constructs used in the study.   

Discriminant Validly 
Discriminant validity determines whether the variables used in the study are “unique 

and distinct.”  The study ascertained discriminant validity using the criteria of Fornell 
and Larcker (1981). Table 5 exhibits the results related to discriminant validity.   

  
Table 5: Discriminant Validity
 Constructs 	 GA	 GEM	 GIM	 GC	 GIC	 GTL
Gr. Autonomy  	 0.802					   
Gr. Extrinsic Motivation 	 0.635	 0.809				  
Gr. Intrinsic Motivation	 0.53	 0.451	 0.876			 
Gr. Creativity 	 0.695	 0.618	 0.606	 0.826		
Green Innovation Climate  	 0.369	 0.383	 0.233	 0.359	 0.824	
Green Transformational Leadership 	 0.453	 0.424	 0.506	 0.653	 0.309	 0.873
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The results in Table 5 show that “AVE square root values exceed Pearson Correlation 
Values.” Thus, it is safe to assume the “constructs used in the study are unique and 
distinct”(Fornell & Larcker, 1981).

Discriminant Validity using HTMT Criterion
Many researchers, including Ab Hamid, Sami, and Sidek (2017), believe that 

discriminant validity based on Fornell Larcker’s (1981) criteria has certain limitations. 
Therefore, they suggest using two methods for ascertaining discriminant validity. 
Following the advice of the researchers above, the study used the HTMT criterion for 
discriminant validity in addition to Fornell and Larcker’s (1981) criterion. Table 6 shows 
results related to the HTMT criterion.   

Table 6: Discriminant Validity (Heterotrait and Montrait Ratio)
 Constructs 	 GA	 GEM	 GIM	 GC	 GIC	 GTL
Gr. Autonomy  						    
Gr. Extrinsic Motivation 	 0.719					   
Gr. Intrinsic Motivation	 0.614	 0.516				  
Gr. Creativity 	 0.776	 0.694	 0.698			 
Green Innovation Climate  	 0.418	 0.439	 0.271	 0.409		
Gr. Transformational Leadership 	 0.494	 0.466	 0.572	 0.731	 0.347	

 The results show that all HTMT values are below the threshold of  “0.850, suggesting 
that the constructs used in the study are unique and distinct.”   

Predictive Power of the Model 
One of the benefits of using Smart PLS is that it gives “the predictive power of the 

measurement model” (Wong, 2013). Table 7 shows that all the “R square values are 
greater than 0.20, and Q square values are greater than zero.” Thus, we have inferred 
that the “measurement model has adequate predictive power.”  

Table 7: R Square Value and Q Square Value  
Constructs	 R Square	 R Square Adjusted	 SSO	 SSE	 Q² (=1-SSE/SSO)
Gr. Autonomy  	 0.281	 0.280	 5990	 4935.213	 0.176
Gr. Intrinsic Motivation	 0.324	 0.323	 3594	 2709.313	 0.246
Gr. Creativity 	 0.677	 0.675	 5990	 3262.557	 0.455
Green Innovation Climate  	 0.136	 0.135	 4792	 4370.234	 0.088

Fit Indices 
The results in Table 8 show that the “SRMR value is less than 0.08, and  NFI value is 



137

Market Forces
College of Management Sciences

Volume 19, Issue 1
June 2024

greater than 0.800,”  suggesting the model has adequate fitness. 

Table 8: Fit Indices 
	 Saturated Model	 Estimated Model
SRMR	 0.065	 0.752
NFI	 0.808	 0.802

Structural Model 
The study generated a structural model for the results related to the hypotheses. The 

structural model in Figure 3 shows that all the t-values are greater than ± 1.96, except 
Hypothesis 3, which suggests that “green innovation climate positively affects green 
creativity.” Thus, we have accepted all the hypotheses except Hypothesis 3.  

 

Figure 3: Structural Model  
 

Hypothesis Results
In Table 9, we have presented results related to articulated hypotheses. 
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Table 9: Hypotheses Results
Hypotheses	 Β	 T Statistics	 P Values	 Results
Gr. Intrinsic Motivation_ -> Gr. Creativity (H1)	 0.187	 8.388	 0.000	 Accepted
Green Transformational Leadership  -> Gr. Creativity (H2)	 0.325	 13.863	 0.000	 Accepted
Green Innovation Climate   -> Gr. Creativity (H3)	 0.027	 1.463	 0.072	 Rejected 
Green Trans. Leadership  -> Gr. Intrinsic Motivation (H4)	 0.383	 16.261	 0.000	 Accepted
Gr. Extirnsic Mot. * Gr. Ext, Mot. -> Gr.Creativity (H5)	 0.078	 4.304	 0.000	 Accepted
Gr. Autonomy* Gr, Innov. Climate-> Gr. _Creativity (H6)	 -0.069	 3.624	 0.000	 Accepted

The results presented in Table 9 show that our study has supported all the hypotheses 
except Hypothesis 3 (β= 0.027, t=1.463>0.05) which  states, “Green innovative climate 
positively affects green creativity. “ 

Discussion and Conclusion

Discussion 
The study supported Hypothesis 1 (β= 0.187, t=8.388<0.05), stating, “Green intrinsic 

motivation positively affects green creativity.” Extant literature highlights that intrinsic 
motivation positively correlates with green creativity (Yesuf et al., 2023). We found no 
studies empirically proving that intrinsic motivation promotes green creativity (Emami 
et al., 2023). However, past studies based on theoretical support have inferred that green 
intrinsic motivation promotes green creativity. For example, extending motivation and 
creativity theories, many researchers argue that individuals with a high orientation 
toward the environment are green-creative (Tuan, 2023). Moreover, many researchers 
assert that employees with low passion and interest in the green environment have low 
attitudes and behaviors toward the green environment (Shah et al., 2023). Furthermore, 
many researchers argue that green-intrinsic-motivated employees are passionate about 
green environments and often have hobbies related to green plantations and gardening 
(Conrad & Fehlings, 2023).

The study supported Hypothesis 2 (β= 0.325, t=13.863<0.05), stating, “Green 
transformational leadership positively affects green creativity.”   Hameed et al. (2022) 
argue that leaders enhance employee creativity through inspirational motivation. As 
a result, employees solve job-related and personal problems by looking at them from 
different perspectives.  Leaders with charismatic personalities are concerned about 
the employees. They also share their vision and expectations with the employees, 
enhancing employee commitment (Zhang et al., 2020; Ahmad, Ullah, & Khan, 
2022). Green transformational leaders are concerned about the sustainability of the 
environment, and they motivate and inspire employees to be more green-creative 
(Begum et al., 2022). Such leaders motivate employees to focus on green environmental 
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goals and encourage them to generate novel ideas for environmental sustainability 
(Mansoor et al., 2021). Extending this argument, Arici and  Uysal (2022) assert that 
green transformational leaders must guide, inspire, and motivate employees to adopt 
and practice green creativity (Ahmad et al., 2022; Çop et al., 2021; Pham et al., 2023). 

The study rejected  Hypothesis 3 (β= 0.027, t=1.463>0.05 ), stating, “Green innovation 
climate positively affects green creativity.” The employees in green organizations 
receive explicit and implicit signals from the management about focusing on green 
creativity (Shah et al., 2023). When employees receive these signals, they often respond 
positively by sharing their creative ideas with management, resulting in increased self-
satisfaction of the employees (Alyahya et al., 2023). Many researchers believe that the 
three components of organizational climate are support for innovation (Önhon, 2019), 
search for creative innovative ideas, and resource supply (Shafiq et al., 2023). Support for 
innovation allows employees to work independently (Allan & Meckling, 2023). Search for 
creative and innovative ideas (Abualigah et al., 2023), enable employees to understand 
the diversity of work in an organization (Shafiq et al., 2023). 

Resource supply provides employees with materials, information, and finances for 
creative and innovative ideas (Abualigah et al., 2023). Furthermore, extant literature 
documents that employees in green  organizations are more creative, where they receive 
bonuses and rewards for creativity, than the employees of the organizations that do 
not reward employees for creativity and innovation (Allan & Meckling, 2023). Extending 
the concept of organizational climate, researchers have developed the concept of 
green organizational climate (Zafar et al., 2023). A green organizational climate allows 
employees to focus on green products and practices (Ma et al., 2023). Moreover, such 
an organization provides materials and finances to the employees for developing green 
products and practices, resulting in green creativity (Jayaraman et al., 2023). Similarly, 
Aftab et al. (2024) cite that many studies have examined the association between green 
organizational climate and green creativity in different domains and found a positive 
correlation between them.

The study accepted Hypothesis 4 (β= 0.383, t=16.261< 0.05), stating, “Green 
transformation leadership positively affects green creativity.” Researchers believe 
idiosyncratic leadership is an essential precursor of green intrinsic motivation 
(Odugbesan et al., 2023). However, past studies have mainly focused on identifying the 
association between transformational leadership and intrinsic motivation and found 
they are positively associated (Hameed et al., 2022). While reviewing the past literature, 
we found limited studies on the association of  “green transformational leadership and 
intrinsic motivation.” (Tosun et al., 2022). Thus, we argue that green transformational 
leadership intrinsically motivates employees to adopt green pro-environmental 
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behavior (Pham et al., 2023).  Moreover, researchers maintain that green transformational 
leaders encourage and motivate intrinsically motivated employees to focus on a green 
environment, enhancing green intrinsic motivation (Xi, Fang,  & Feng, 2023). Similarly, 
Zhu et al. (2022) believe such leaders significantly increase employees’   love and passion 
for pro-environmental issues. 

The study accepted  Hypothesis 5  (β= 0.078, t= 4.304< 0.05 ), stating, “ Green extrinsic 
motivation moderates green motivation and green creativity.” Many studies found that 
employees’ motivation decreases when leaders regulate their behavior with extrinsic 
rewards  (Zhang & Liu, 2022). In the same context, Yang et al. (2023) argue that intrinsic 
motivation may decrease when leaders focus more on extrinsic rewards. Similarly, 
extant literature also cites that individuals with higher green extrinsic motivation exhibit 
pro-environmental behavior if they believe they will be appropriately rewarded (Ojo, 
2022). However, such rewards may decrease the intrinsic motivation of the employees. 
Moreover, many researchers maintain that external factors, including tangible rewards, 
punishments, and negative feedback, are inversely associated with employees’ 
creativity (Saintilan & Schreiber, 2023). In the same context, many researchers believe 
excessive control adversely affects employees’ self-determination and creative behavior 
(Huyghebaert‐Zouaghi et al., 2023).

The study accepted  Hypothesis 6  (β= -0.069, t= 3.634< 0.05), stating, “ Green autonomy 
moderates the green innovation climate and green creativity.” Many researchers believe 
autonomy allows employees to be creative and innovative (Shakil et al., 2023). They also 
argue that a conducive autonomy-supported environment increases employees’ intrinsic 
motivation. As a result, they become more creative at work (Santiago-Torner, 2023). On 
the contrary, reducing employee empowerment may adversely affect their creativity 
(Aulia et al., 2024). Similarly, many scholars maintain that the low empowerment of 
the employees may reduce their innovative and creative behavior (Zhang et al., 2023). 
Thus, we argue that extending green autonomy to employees may enable them to be 
creative in green performance (Shafiq et al., 2023). Furthermore, scholars argue that a 
“positive relationship exists between green innovation climate and green creativity” 
(Arici & Uysal, 2022). Many researchers believe green motivation has a varying effect on 
the relationship between green innovation climate and creativity (Abbas & Khan, 2023).

Conclusion 
Concerns about global warming and environmental decay have significantly 

increased in recent years. Besides other industries, the textile, leather, and chemical 
sectors profoundly contribute to environmental decay. Given its importance, the 
study has focused on Pakistan’s chemical sector. The study has examined the impact of 
green intrinsic motivation, transformation leadership, and innovative climate on green 
creativity. The impact of green transformational leadership on green intrinsic motivation. 
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It also examined the moderating effect of green extrinsic motivation and green 
autonomy on green creativity. The study collected a sample of 460 from the target sector 
and found that our results support five hypotheses but do not support one. The results 
show that green intrinsic motivation and green transformation leadership significantly 
affect green creativity. Green innovation climate insignificantly affects green creativity. 
Green transformational leadership positively affect  green  creativity and green intrinsic 
motivation. Green extrinsic motivation moderates green intrinsic motivation and green 
creativity. Green innovation climate moderates the green innovation climate and green 
creativity.

Implications 
To develop a green image and contribute towards a green environment, the firms 

must incorporate factors such as green transformation leadership, green creativity, 
and green innovation in their long-term corporate strategies. The firms should have a 
green vision, which they should share with all the stakeholders, including employees, 
management, and supply chain members. The firms must empower the employees to 
share their views on green ideas with the management and other employees. We also 
suggest that HRM focus on rewarding the employees who contribute towards green 
products and services. Management must also organize seminars and counseling 
sessions for all the firm’s stakeholders, including employees, management, and suppliers. 
Firms may also make it mandatory for the employees to share the green creative ideas 
with the management. Some ideas may not be viable, but a few could be viable and 
implementable. Firms must also provide financial and other resources to employees to 
experiment with green products and services. 

Limitations and Future Research
This study has focused on the chemical sector in Pakistan. Other studies may extend 

their scope to the textile, spinning, and leather sectors, as they also significantly 
contribute to pollution and environmental decay. Besides the manufacturing sector, 
future studies may also explore service sectors such as hotels and tourism. We focused 
on all the employees of the target chemical industries. However, we advised others to 
collect the data from research and development departments of the target industries. 
We collected the data using cross-sectional. Future studies may use longitudinal and 
multilevel approaches to understand the discussed phenomenon. Quantitative studies 
have several limitations. Therefore, we recommend that others adopt the mixed 
methodology. This study used extrinsic motivation and green autonomy as moderators; 
other studies may use them as mediators. Demographics often have varying effects 
on antecedents and dependent variables. Therefore, we recommend that others use 
demographics as moderators. 
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Annexure 1
Constructs and Items Used in the Questionnaire
Green Intrinsic Creativity 
GIC1. I suggest new ways to achieve environmental goals.
GIC2. I propose new green ideas to improve environmental performance. 
GIC3. I promote and share green ideas with others.
GIC4. I develop adequate plans for the implementation of new green ideas.
GIC5. I developed new skills for green creativity.
GIC6. I would find creative solutions to environmental problems.
Green Transformational Leadership
GTL1. The leader provides a clear environmental vision for the employees to follow.
GTL2. The leader inspires employees with environmental plans.
GTL3. The leader gets the employees to work together for the same environmental 
goals.
GTL4. The leader encourages employees to achieve environmental goals.
GTL5. The leader acts by considering the environmental beliefs of the employees
GTL6. The leader stimulates employees to think about green ideas.
Green Intrinsic Motivation 
GIM1. I enjoy coming up with new green ideas.
GIM2. I enjoy trying to solve environmental tasks on the job.
GIM3. I enjoy tackling completely new environmental tasks.
GIM4. I enjoy improving existing green ideas at my job.
GIM5. I feel excited when I hear new green ideas.
GIM6. I engage myself in developing green ideas.
Green Extrinsic Motivation
GEM1. My motivation increases when I receive recognition from my organization.
GEM2. Salary and promotion increase my motivation.
GEM3. I want others to know how good I am at environmental tasks.
GEM4. I feel that I am earning something for my environmental tasks.
GEM5. I am concerned about how other people will react to my environmental ideas.
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Green Innovation Climate
JIC1. My organization encourages employees to give feedback on improving green 
performance.  
JIC2. My organizations adopt green policies and procedures used by other industries. 
JIC3. My organization is willing to implement policies and procedures related to a 
sustainable environment.   
Green Autonomy
GSC1. My organization gives full autonomy to develop green products and practices. 
GSC2. My organization allows employees to exchange and share policies related to 
green products.
GSC3. My organization allows employees to criticize policies that are not aligned with 
a sustainable environment.



144

Market Forces
College of Management Sciences

Volume 19, Issue 1
June 2024

References

Ab Hamid, M. R., Sami, W., & Sidek, M. M. (2017) Discriminant validity assessment: Use 
of Fornell & Larcker criterion versus HTMT criterion. In Journal of Physics: Conference 
Series (Vol. 890, No. 1, p. 012163). IOP Publishing.

Abbas, J., & Khan, S. M. (2023). Green knowledge management and organizational 
green culture: an interaction for organizational green innovation and green 
performance. Journal of Knowledge Management, 27(7), 1852-1870.

Abualigah, A., Koburtay, T., Bourini, I., Badar, K., & Gerged, A. M. (2023). Towards sustainable 
development in the hospitality sector: Does green human resource management 
stimulate green creativity? A moderated mediation model.  Business Strategy and 
the Environment, 32(6), 3217-3232.

Acquah, I. S. K., Baah, C., Agyabeng‐Mensah, Y., & Afum, E. (2023). Green procurement and 
green innovation for green organizational legitimacy and access to green finance: 
The mediating role of total quality management. Global Business and Organizational 
Excellence, 42(3), 24-41.

Aftab, J., Abid, N., Cucari, N., & Savastano, M. (2023). Green human resource management 
and environmental performance: The role of green innovation and environmental 
strategy in a developing country. Business Strategy and the Environment, 32(4), 1782-
1798.

Ahmad, I., Ullah, K., & Khan, A. (2022). The impact of green HRM on green creativity: 
Mediating role of pro-environmental behaviors and moderating role of ethical 
leadership style. The International Journal of Human Resource Management, 33(19), 
3789-3821.

Allan, B. B., & Meckling, J. O. (2023). Creative learning and policy ideas: The global rise of 
green growth. Perspectives on Politics, 21(2), 443-461.

Alsetoohy, O., Al-Abyadh, M. H. A., Döngül, E. S., Agina, M. F., & Elshaer, A. (2022). How 
humble leadership affects voluntary green behavior and green performance? 
the roles of job autonomy and green supporting climate in hotels.  Problemy 
Ekorozwoju, 17(2), 230-242.



145

Market Forces
College of Management Sciences

Volume 19, Issue 1
June 2024

Alyahya, M., Aliedan, M., Agag, G., & Abdelmoety, Z. H. (2023). The antecedents of hotels› 
green creativity: the role of green HRM, environmentally specific servant leadership, 
and psychological green climate. Sustainability, 15(3), 1-17.

 Arici, H. E., & Uysal, M. (2022). Leadership, green innovation, and green creativity: A 
systematic review. The Service Industries Journal, 42(5-6), 280-320.

Aulia, D. I., Muhyi, H. A., Raharja, S. U. J., & Tahir, R. (2024). An Employee Creativity Model 
for Facing the Management Revolution. Review of Integrative Business and Economics 
Research, 13(2), 391-410.

Awan, F. H., Dunnan, L., Jamil, K., & Gul, R. F. (2023). Stimulating environmental 
performance via green human resource management, green transformational 
leadership, and green innovation: a mediation-moderation model. Environmental 
Science and Pollution Research, 30(2), 2958-2976.

Baluarte, Z., Tocmo, C. V., Pendang, M. L., Abiol, M. J., Hamoy, G., & Lee, R. (2023). Enhancing 
Workplace Performance: Exploring the Influence of Intrinsic and Extrinsic Motivation 
on Employees› Productivity in Iligan City›s Appliance Retail Industry. IMCC Journal 
of Science, 3(1), 8-14.

Begum, S., Ashfaq, M., Xia, E., & Awan, U. (2022). Does green transformational leadership 
lead to green innovation? The role of green thinking and creative process 
engagement. Business Strategy and the Environment, 31(1), 580-597.

Bougie, N., & Ichise, R. (2020). Skill-based curiosity for intrinsically motivated 
reinforcement learning. Machine Learning, 109, 493-512.

Chen, Y. S., & Chang, C. H. (2013). Greenwash and green trust: The mediation effects of 
green consumer confusion and green perceived risk. Journal of Business Ethics, 114, 
489-500.

Conrad, H., & Fehlings, S. (2023). The Transformation of Green Zones in Yerevan, Armenia: 
Domestication of Nature, Times of Ruination and the Idea of›New Hanging 
Gardens›. Global Environment, 16(2), 291-324.

Çop, S., Olorunsola, V. O., & Alola, U. V. (2021). Achieving environmental sustainability 
through green transformational leadership policy: Can green team resilience 
help?. Business Strategy and the Environment, 30(1), 671-682.



22

Cui, R., Wang, J., & Zhou, C. (2023). Exploring the linkages of green transformational 
leadership, organizational green learning, and radical green innovation.  Business 
Strategy and the Environment, 32(1), 185-199.

Du, Y., & Yan, M. (2022). Green transformational leadership and employees› taking 
charge behavior: The mediating role of personal initiative and the moderating role 
of green organizational identity. International journal of environmental research and 
public health, 19(7), 1-18.

Emami, M., Rezaei, S., Valaei, N., & Gardener, J. (2023). Creativity mindset as the 
organizational capability: the role of creativity-relevant processes, domain-
relevant skills and intrinsic task motivation.  Asia-Pacific Jsournal of Business 
Administration, 15(1), 139-160.

Faraz, N. A., Ahmed, F., Ying, M., & Mehmood, S. A. (2021). The interplay of green 
servant leadership, self‐efficacy, and intrinsic motivation in predicting employees› 
pro‐environmental behavior.  Corporate Social Responsibility and Environmental 
Management, 28(4), 1171-1184.

Farrukh, M., Ansari, N., Raza, A., Wu, Y., & Wang, H. (2022). Fostering employee›s pro-
environmental behavior through green transformational leadership, green human 
resource management and environmental knowledge.  Technological Forecasting 
and Social Change, 179, 1216-1233.

Fishbach, A., & Woolley, K. (2022). The structure of intrinsic motivation. Annual Review of 
Organizational Psychology and Organizational Behavior, 9, 339-363.

Fornell, C., & Larcker, D. F. (1981). Evaluating structural equation models with unobservable 
variables and measurement error. Journal of Marketing Research, 18(1), 39-50.

Haddad, H., El Khatib, N., & Ashaal, A. (2023). The Nexus between Extrinsic Motivation 
and Employees› Retention; Do Compensation Packages and Flexible Working Hours 
Matter?. Open Journal of Business and Management, 11(2), 530-551.

Hair Jr, J. F., Howard, M. C., & Nitzl, C. (2020). Assessing measurement model quality in 
PLS-SEM using confirmatory composite analysis. Journal of Business Research, 109, 
101-110.

Hair, J. F., LDS Gabriel, M., Silva, D. D., & Braga, S. (2019). Development and validation 
of attitudes measurement scales: fundamental and practical aspects.  RAUSP 
Management Journal, 54, 490-507.

146

Market Forces
College of Management Sciences

Volume 19, Issue 1
June 2024



147

Market Forces
College of Management Sciences

Volume 19, Issue 1
June 2024

Hair Jr, J. F., Matthews, L. M., Matthews, R. L., & Sarstedt, M. (2017). PLS-SEM or CB-SEM: 
updated guidelines on which method to use.  International Journal of Multivariate 
Data Analysis, 1(2), 107-123.

Hameed, Z., Naeem, R. M., Hassan, M., Naeem, M., Nazim, M., & Maqbool, A. (2022). 
How GHRM is related to green creativity? A moderated mediation model 
of green transformational leadership and green perceived organizational 
support. International Journal of Manpower, 43(3), 595-613.

Haw, J. Y. (2022). The Roles of Need-Supportive Social Contexts and Autonomous Motivation 
in Teaching and Learning: A Self-Determination Perspective  (Doctoral dissertation, 
University of Hong Kong).

Hu, X., Khan, S. M., Huang, S., Abbas, J., Matei, M. C., & Badulescu, D. (2022). Employees› 
green enterprise motivation and green creative process engagement and their 
impact on green creative performance.  International Journal of Environmental 
Research and Public Health, 19(10), 1-19.

Huyghebaert‐Zouaghi, T., Morin, A. J., Ntoumanis, N., Berjot, S., & Gillet, N. (2023). 
Supervisors› interpersonal styles: An integrative perspective and a measure based 
on self‐determination theory. Applied Psychology, 72(3), 1097-1133.

Jayaraman, K., Jayashree, S., & Dorasamy, M. (2023). The effects of green innovations in 
organizations: Influence of stakeholders. Sustainability, 15(2), 1-16.

Li, W., Bhutto, T. A., Xuhui, W., Maitlo, Q., Zafar, A. U., & Bhutto, N. A. (2020). Unlocking 
employees› green creativity: The effects of green transformational leadership, green 
intrinsic, and extrinsic motivation. Journal of Cleaner Production, 255, 1202-1222.

Luu, T. T. (2023). Can green creativity be fostered? Unfolding the roles of perceived green 
human resource management practices, dual mediation paths, and perceived 
environmentally-specific authentic leadership. The International Journal of Human 
Resource Management, 34(6), 1246-1273.

Ma, C., Chishti, M. F., Durrani, M. K., Bashir, R., Safdar, S., & Hussain, R. T. (2023). The 
Corporate Social Responsibility and Its Impact on Financial Performance: A Case of 
Developing Countries. Sustainability, 15(4), 1-17.

Maitlo, Q., Wang, X., Jingdong, Y., Lashari, I. A., Faraz, N. A., & Hajaro, N. H. (2022). Exploring 
green creativity: The effects of green transformational leadership, green innovation 
climate, and green autonomy. Frontiers in Psychology, 13, 1-17.



22

Mansoor, A., Farrukh, M., Lee, J. K., & Jahan, S. (2021). Stimulation of employees› 
green creativity through green transformational leadership and management 
initiatives. Sustainability, 13(14), 1-17.

Mello, P. A. (2021).  Qualitative comparative analysis: An introduction to research design 
and application. Georgetown University Press.

Mittal, S., & Dhar, R. L. (2016). Effect of green transformational leadership on green 
creativity: A study of tourist hotels. Tourism Management, 57, 118-127.

Molina-Azorin, J. F., & Fetters, M. D. (2022). Books on mixed methods research: A window 
on the growth in number and diversity. Journal of Mixed Methods Research, 16(1), 
8-16.

Nayak, J. K., & Singh, P. (2021).  Fundamentals of research methodology problems and 
prospects. SSDN Publishers & Distributors.

Odugbesan, J. A., Aghazadeh, S., Al Qaralleh, R. E., & Sogeke, O. S. (2023). Green 
talent management and employees› innovative work behavior: the roles of 
artificial intelligence and transformational leadership.  Journal of Knowledge 
Management, 27(3), 696-716.

Ogbeibu, S., Jabbour, C. J. C., Gaskin, J., Senadjki, A., & Hughes, M. (2021). Leveraging 
STARA competencies and green creativity to boost green organisational innovative 
evidence: A praxis for sustainable development.  Business Strategy and the 
Environment, 30(5), 2421-2440.

Önhon, Ö. (2019). The relationship between organizational climate for innovation and 
employees› innovative work behavior: ICT sector in Turkey.  Vezetéstudomány-
Budapest Management Review, 50(11), 53-64.

Pham, H. T., Pham, T., Truong Quang, H., & Dang, C. N. (2023). Impact of transformational 
leadership on green learning and green innovation in construction supply 
chains. Engineering, Construction and Architectural Management, 30(5), 1883-1901.

Panda, D. K. (2023). Adoption of environmental corporate social responsibility (CSR) 
among small and medium enterprises (SMEs): an examination through behavioral 
leadership decision-making.  Journal of Environmental Planning and Management, 
1-23.

148

Market Forces
College of Management Sciences

Volume 19, Issue 1
June 2024



149

Market Forces
College of Management Sciences

Volume 19, Issue 1
June 2024

Qayyum, A., Jamil, R. A., & Sehar, A. (2023). Impact of green marketing, greenwashing and 
green confusion on green brand equity.  Spanish Journal of Marketing-ESIC,  27(3), 
286-305.

Qin, G., & Yu, H. (2023). Rescuing the Paris Agreement: Improving the Global 
Experimentalist Governance by Reclassifying Countries. Sustainability, 15(4), 1-15.

Ojo, A. O. (2022). Motivational factors of pro-environmental behaviors among information 
technology professionals. Review of Managerial Science, 16(6), 1853-1876.

Peng, L., & Jia, R. (2023). Exploring the interplay of the physical environment and 
organizational climate in innovation. Sustainability, 15(20), 15013.

Ren, S., Hao, Y., & Wu, H. (2022). How does green investment affect environmental 
pollution? Evidence from China. Environmental and Resource Economics, 81, 25-51.

Rizvi, Y. S., & Garg, R. (2021). The simultaneous effect of green ability-motivation-
opportunity and transformational leadership in environment management: the 
mediating role of green culture. Benchmarking: An International Journal, 28(3), 830-
856.

Saether, E. A. (2020). Creativity-contingent rewards, intrinsic motivation, and creativity: 
The importance of fair reward evaluation procedures.  Frontiers in Psychology,  11, 
1-19.

Saintilan, P., & Schreiber, D. (2023).  Managing Organizations in the Creative Economy: 
Organizational Behaviour for the Cultural Sector. Taylor & Francis.

Samad, A., Bashir, S., & Syed, S. (2023). Green Organizational Practices for Green 
Product Development: The Green Influence of Transformational Leadership. 
In  Entrepreneurship and Green Finance Practices: Avenues for Sustainable Business 
Start-ups in Asia (pp. 239-265). Emerald Publishing Limited.

Santiago-Torner, C. (2023). Ethical climate and creativity: the moderating role of work 
autonomy and the mediator role of intrinsic motivation. Cuadernos de Gestión, 23(2), 
93-105.

Sarstedt, M., Hair Jr, J. F., Nitzl, C., Ringle, C. M., & Howard, M. C. (2020). Beyond a tandem 
analysis of SEM and PROCESS: Use of PLS-SEM for mediation analyses!. International 
Journal of Market Research, 62(3), 288-299.



22

Setyaningrum, R. P., Kholid, M. N., & Susilo, P. (2023). Sustainable SMEs Performance and 
Green Competitive Advantage: The Role of Green Creativity, Business Independence 
and Green IT Empowerment. Sustainability, 15(15), 1-19.

Shafiq, M. A., Ramzan, M., Faisal, M. M., & Iqbal, S. (2023). Exploring the relationship 
between green human resource management and green creativity: The moderating 
influence of green behavioral intention. Pakistan Journal of Humanities and Social 
Sciences, 11(1), 426-439.

Shah, S. H. A., Fahlevi, M., Rahman, E. Z., Akram, M., Jamshed, K., Aljuaid, M., & Abbas, 
J. (2023). Impact of green servant leadership in Pakistani small and medium 
enterprises: Bridging pro-environmental behaviour through environmental passion 
and climate for green creativity. Sustainability, 15(20), 1-17.

Shakil, R. M., Memon, M. A., & Ting, H. (2023). Inclusive leadership and innovative work 
behaviour: the mediating role of job autonomy. Quality & Quantity, 57(Suppl 4), 707-
721.

Sobaih, A. E. E., Hasanein, A., Gharbi, H., & Abu Elnasr, A. E. (2022). Going green together: 
effects of green transformational leadership on employee green behaviour and 
environmental performance in the Saudi food industry. Agriculture, 12(8), 110-127.

Song, W., Wang, G. Z., & Ma, X. (2020). Environmental innovation practices and 
green product innovation performance: A perspective from organizational 
climate. Sustainable Development, 28(1), 224-234.

Spuling, S. M., Klusmann, V., Bowen, C. E., Kornadt, A. E., & Kessler, E. M. (2020). The 
uniqueness of subjective ageing: Convergent and discriminant validity. European 
Journal of Ageing, 17, 445-455.

Tian, H., Zhang, J., & Li, J. (2020). The relationship between pro-environmental attitude 
and employee green behavior: the role of motivational states and green work 
climate perceptions. Environmental Science and Pollution Research, 27, 7341-7352.

Tosun, C., Parvez, M. O., Bilim, Y., & Yu, L. (2022). Effects of green transformational 
leadership on green performance of employees via the mediating role of corporate 
social responsibility: Reflection from North Cyprus.  International Journal of 
Hospitality Management, 103, 103-127.

150

Market Forces
College of Management Sciences

Volume 19, Issue 1
June 2024



151

Market Forces
College of Management Sciences

Volume 19, Issue 1
June 2024

Tuan, L. T. (2023). Fostering green product innovation through green entrepreneurial 
orientation: The roles of employee green creativity, green role identity, 
and organizational transactive memory system.  Business Strategy and the 
Environment, 32(1), 639-653.

Townsend, S. (2018). Sustainability Leaders (Who Are Also Women). Forbes, 2018, 1.

Usman, M., Rofcanin, Y., Ali, M., Ogbonnaya, C., & Babalola, M. T. (2023). Toward a 
more sustainable environment: Understanding why and when green training 
promotes employees› eco‐friendly behaviors outside of work.  Human Resource 
Management, 62(3), 355-371.

Wong, K. K. K. (2013). Partial least squares structural equation modeling (PLS-SEM) 
techniques using SmartPLS. Marketing Bulletin, 24(1), 1-32.

Xi, M., Fang, W., & Feng, T. (2023). Green intellectual capital and green supply chain 
integration: The mediating role of supply chain transformational leadership. Journal 
of Intellectual Capital, 24(4), 877-899.

Yang, F., Chen, G., Yang, Q., & Huang, X. (2023). Does motivation matter? How leader 
behaviors influence employee vigor at work. Personnel Review, 52(9), 2172-2188.

Yesuf, Y. M., Getahun, D. A., & Debas, A. T. (2023). Factors affecting «employees› 
creativity»: the mediating role of intrinsic motivation.  Journal of Innovation and 
Entrepreneurship, 12(1), 31-34.

Zafar, H., Ho, J. A., Cheah, J. H., & Mohamed, R. (2023). Promoting pro‐environmental 
behavior through organizational identity and green organizational climate.  Asia 
Pacific Journal of Human Resources, 61(2), 483-506.

Zhang, Y., & Liu, S. M. (2022). Balancing employees› extrinsic requirements and intrinsic 
motivation: A paradoxical leader behaviour perspective.  European Management 
Journal, 40(1), 127-136.

Zhang, W., Xu, F., & Wang, X. (2020). How green transformational leadership affects 
green creativity: Creative process engagement as intermediary bond and green 
innovation strategy as boundary spanner. Sustainability, 12(9), 1-17.

Zhang, W., Zeng, X., Liang, H., Xue, Y., & Cao, X. (2023). Understanding How 
Organizational Culture Affects Innovation Performance: A Management Context 
Perspective. Sustainability, 15(8), 1-16.



22

Zhu, J., Tang, W., Zhang, B., & Wang, H. (2022). Influence of Environmentally Specific 
Transformational Leadership on Employees› Green Innovation Behavior—A 
Moderated Mediation Model. Sustainability, 14(3), 1828.

Zuhaida, A., & Alkazahfa, A. M. (2023). The Development of Financial Obligation 
Assistance in Inter-State Relations Regarding Environmental Protection: a Review 
of The Paris Agreement 2015. Padjadjaran Journal of International Law, 7(1), 62-86.

152

Market Forces
College of Management Sciences

Volume 19, Issue 1
June 2024


