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1. Introduction

Green human resource management, also recognized as GHRM, is a common strategy
among many hotels to interact with their employees, who are becoming more environmentally
conscious. Previous research (Alreahi et al., 2023) indicates that green human resource
management involves the deliberate and organized orientation of HRM practices with
organizational social and ecological objectives in various industries. It is widely accepted in the
contemporary discipline of HRM that green human resource management contributes to an
organization's broader environmental initiative, such as corporate social responsibility, by
incorporating social and ecological issues into HRM procedures and guidelines (Kanan et al.,
2023). Green HRM also places a premium on educating individuals about environmental goals
and establishing competitiveness based on ecological factors Zada, Khan, Saeed, Zada, and Jun
(2023). GHRM is especially crucial for firms whose ecological impact has been recognized as
problematic by most individuals in the past three decades (Swanson, Kim, Lee, Yang, & Lee,
2020).

The definition of "GHRM" has developed as a critical belief of environment-conscious HRM
strategies (AlZgool, Ahmed, Shah, Alkadash, & AlMaamary, 2021). Green HRM takes a moral
stance and strives to enhance a green business culture in the hopes of moving workers to
decrease the environmental impression of their actions (Paulet, Holland, & Morgan, 2021).
According to present green HRM regulations and ideas, the business organization promotes
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employee environmental behavior and tries to hire, appreciate, encourage personal growth, and
inform employees about the industry's specific goals (Islam, Hussain, Ahmed, & Sadiq, 2021).
GHRM s vital to the administration's commitment to ecologically responsive processes. It is an
essential element of the whole greening procedure because it impacts all aspects of the
association, including distribution networks, manufacturing, techniques, beliefs, customs, and
employee attitudes (Benevene & Buonomo, 2020). GHRM has a multifaceted impact, such as
reduced material, power consumption, and junk creation, as well as education of staff and
consumers on the significance of environmental preservation. The benefits of Putting GHRM into
an exercise in businesses extend beyond the traditional objective of financial gain to include
environmental protection and increased green human capital (Surya, Budarma, & Mudana,
2020).

Green creativity differs from conventional inventiveness because it focuses on
environmental protection and environmentally friendly products and offerings (Karatepe et al.,
2020). Furthermore, green innovation is essential for dealing with worldwide environmental
issues to establish a strategic benefit (Pham, Tuckova, & Jabbour, 2019). Separate actions are
the bedrock of long-term growth at the macro scale (Tuan, 2020). Prior literature on green
creativity has concentrated on the concept at the personal (Wan, Chan, & Huang, 2017) or
cooperative (Pham et al., 2019) levels only after integrating the two elements into a single
research. Furthermore, while environmentally friendly inventions can improve the conversation
about sustainable practices, most research has focused on environmentally friendly behavior
and attitude (Franke & Sarstedt, 2019), disregarding green creativity, a sharper kind of green
behavior. However, specific creativity can advance sustainability (Gabarda-Mallorqui, Fraguell,
& Ribas, 2018). Academic research focuses on alternative techniques that inspire
environmentally aware behaviors and practices in different sectors (Roscoe, Subramanian,
Jabbour, & Chong, 2019).

However, there is currently a shortage of GHRM studies. Few research papers Gill (2012);
Guerci, Longoni, and Luzzini (2016) address how to incorporate the green idea into organization
management operations and examine the connection between GHRM and environmentally
friendly growth at the organizational strategy and operation level. For instance, Guerci et al.
(2016); Jabbour, Santos, and Nagano (2008) discovered that case studies of industrial firms in
Brazil and Italy showed how GHRM supports organizational environmental success. Even so,
more studies must be done on how GHRM influences green creativity. The GHRM technique's
controlling elements are ignored in the meantime. Although some academics in China have
observed that TMT supports an organization's plan for environmental preservation and ecological
innovation, There isn't much talk of the effect of TMT on GHRM in (Cao & Chen, 2017; Peng &
Wei, 2015). The organization's plan should align with the current scenario and surroundings
correctly. Whether GHRM can advance the company's green creativity and accomplish its
sustainable development objectives is still being determined.

Moreover, because GHRM literature is fragmented and still regarded as an emerging
investigation sector (Aboramadan, Kundi, & Becker, 2022), our investigation seeks to fill this
gap by investigating how and when GHRM help fosters the growth of green creativity.
Furthermore, inquiry into the causes and consequences of green workforce participation is
limited (Karatepe, Aboramadan, & Dahleez, 2020). Workers with greater green workforce
participation are more committed to green activities and can help the organization's green
development through environmentally responsible behavior (Luu, 2019). The mediating effect
of the motivational construct has to be examined to adequately understand the relationship
between green human resource management and green creativity thus, directed by the job
demands-resources theory, (Bakker & Demerouti, 2017), Our research investigates the influence
GHRM on green creativity through the mediating role of individual green values and green
psychological climate, green behavioral intention moderates the effect of GHRM on green
creativity.

.1 Research Questions
What is the impact of GHRM on IDV
What is the impact of GHRM on GPC
What is the impact of GHRM on GC
What is the Impact of IGV on GC
What is the Impact of GPC on GC
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o What is the impact of GBI in the relationship of GHRM and GC.

2. Literature Review
2.1. Impact of Green Human Resource Management on Individual Green values
Dumont, Shen, and Deng (2017) investigated the connection between GHRM and in-role
and other behavior, utilizing individual green values as a moderator and psychological green
climate as a mediator. Because of this, more studies are required to explore the impact of other
emotional and situational variables on the GHRM-green results connection (Hameed, Khan,
Islam, Sheikh, & Naeem, 2020; Pham, Thanh, Tuckova, & Thuy, 2020; Tanova & Bayighomog,
2022). Karadag and Kayabasi (2013) state that values are "what individuals accept to be
essentially either true or false." As a result, they are "similar to 'basic elements of behavior' in
that they provide the groundwork for perceptions, which in essence offer grounds for movement"
(Schminke, Arnaud, & Taylor, 2015). Individuals' environmental suspicion has a powerful effect
on their behavior (Chou, 2014). IGVs are essential in creating creative concepts for industry
advancement and continuous innovation focused on organizational success (Chou, Chen, &
Wang, 2012).

H1, GHRM positively influences IGV.

2.2. Impact of Green Human Resource management on Green Psychological Climate

It is becoming extremely relevant as the healthcare system becomes more focused on
ecological safety and the prevention of pollution (Agrawal & Puri, 2021). According to the present
situation, the organization's goals are associated with environmental objectives. Businesses
participate in improving and bringing about sustainability in society and the environment. Human
resource executives may affect the deployment and execution of green regulations and
processes (Yusliza, Othman, & Jabbour, 2017). GHRM has established considerable publicity (De
Stefano, Bagdadli, & Camuffo, 2018; Mastoi, 2022; Podgorodnichenko, Akmal, Edgar, & Everett,
2022). GHRM practices emphasize genetic issues adhering to important objectives and
assumptions via HR management. The general use of environmentally friendly human resource
practices has demonstrated that this structure encompasses various aspects (Tang, Chen, Jiang,
Paillé, & Jia, 2018). The concept of "psychological green climate" suggests that businesses need
to accomplish brief goals and aspirations by putting them into action a broad range of
ecologically responsible initiatives (Chou, 2014). The psychological green climate instinctively
influences employees' green attitude (Dumont et al., 2017). Likewise, workers are encouraged
to gather job information, and ecologically sound processes can create a psychologically green
climate (Nisar et al., 2021). The climate influences employee behavior (Dumont et al., 2017;
Pham, Hoang, & Phan, 2020). Considering green human resource procedures allows for
continuous improvement in environmental effectiveness.

H2, GHRM positively influences GPC.

2.3. Green Human Resource Management directly influences Green Creativity

GHRM is essential in changing workers' behavioral patterns, enabling the execution of
environmentally friendly proposals, and achieving green organizational results (Ahmad, Ullah, &
Khan, 2022; Islam et al., 2021; Roscoe et al., 2019). Green HR practices like green coaching,
green performance evaluation, and green incentive programs prove the organization values its
employees' environmentally aware actions and efforts to pollution prevention (Aboramadan et
al., 2022). Green training is a meaningful action that assists in increasing employees'
environmental consciousness, teaching them, according to many studies (Cop, Olorunsola, &
Alola, 2021; Kim, Kim, Choi, & Phetvaroon, 2019; Schminke et al., 2015), new environmental
practices, and creating their green abilities and expertise. Moreover, by linking behavioral
intentions to job evaluation, promotion, compensation, and bonuses, GHRM may promote worker
behavioral intentions (Anwar et al., 2020).

Most studies on GHRM practices address ecological vitality (Renwick, Redman, & Maguire,
2013). Green employee participation is required by GHRM practices, which inspire firms to
establish green policies in their activities to accomplish ecofriendly strategic planning (Shen,
Dumont, & Deng, 2018). Prior research (Dumont et al., 2017; Hameed et al., 2020) confirmed
that GHRM practices have the potential to impact people's conduct, like environmental issues
(Ren, Tang, & E Jackson, 2018), environmentally friendly conduct (Hameed et al., 2020), as well
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as sustainable innovativeness (Singh, Del Giudice, Chierici, & Graziano, 2020). Managers may
give new and significant ideas to build eco-friendly goods and offer since green creativity is the
key driving factor behind innovation (Jia, Liu, Chin, & Hu, 2018). Prior studies claimed that AMO
is critical to fostering employees' green innovation (Bos-Nehles, Renkema, & Janssen, 2017;
Mastoi, 2022). According to the AMO theory, GHRM performs impact individuals' green creativity
by improving their skills (via green education and expansion) to participate in eco-friendly
exercises, empowering their inspiration (via incentives and remuneration based on green
objectives), and creating incentives (via green employee empowerment) to carry out eco-
friendly responsibilities in a beneficial manner (Singh et al., 2020). Empirical evidence (Jia et
al., 2018) confirms our contention that GHRM practices are significantly associated with green
creativity.

Previous research has found that GHRM is associated with a psychological green climate
(Dumont et al., 2017), eco-friendly acts connected to tasks (Chaudhary, 2019), green
experience and understanding actions Rubel, Kee, and Rimi (2021), workers' efficient and
environmental actions (Kim et al., 2019), green speech actions (Aboramadan et al., 2022),
environmental engagement activities (Aftab, Abid, Cucari, & Savastano, 2022; Pham et al,,
2019). The Ahmad et al. (2022) research is one of the few aspects of the GHRM and green
activities relationship. They observed a connection between ecological inventiveness and green
human resource management. Considering AMO theories and models and the prior explanations.

H3: Green HRM directly influences green creativity

2.4. The moderating role of Green Behavioral Intention on the impact of Green

Human resource Management and Green Creativity

According to the TPB, behavioral intention is a reliable substitute for actual conduct.
Employees' commitment to acting ecologically responsible is their "green behavioral intention"
(Norton, Parker, Zacher, & Ashkanasy, 2015). An individual's personality, moral preferences,
and attitude toward the behavior all influence the attraction to participate in certain activities.
Through shaping attitudes, perceived standards, and seeming behavioral intentions, green
actions, including hiring, exercise, routine, and worker involvement in green HRM, essentially
put weight on staff. Initiatives are favorably correlated with management support behaviors and
environmental policy considerations. Employees can be successfully aligned with the company's
environmental plan through HR policies (Renwick et al., 2013). Green HRM practices assist
businesses in identifying possibilities that might boost energy management effectiveness and
improve interaction with a wide range of ecological elements.

Green HRM enormously inspires workers to fulfill their sustainability objectives. Business
environmental management initiatives, programs, and actions must establish green marks,
goals, and accountability must be found; the employee should be encouraged to take part in
green activities; inform new employees more about the company's environmental activities;
inspire them to practice green relational residency; and regularly provide advice to the staff or
teams (Saeed et al., 2019). The two primary objectives of GHRM, following Cheema, Afsar, and
Javed (2020), are to create environmentally aware individuals and employment and effort places
that inspire workforces to acquire about the environment. Nishii, Lepak, and Schneider (2008)
argue that a company's human resources management methods influence employees' attitudes,
intentions, and behaviors. Management would inspire more environmentally conscious workers
to develop novel approaches and environmentally sound solutions to challenging staff.
Employees would also use creative thinking to create ideas that would help reshape procedures
to be more ecologically friendly. It will be safer for employees to identify with such a responsible
organization, improving their sense of themselves as responsible citizens. Employees will feel
more confident that their company is more accountable and ethical (Farooq, Payaud, Merunka,
& Valette-Florence, 2014).

Additionally, since people would think that such moral organizations do not criticize but
rather promote and provide incentives, they will share their original notions (such as green
innovation) without worrying about bad outcomes (Ahmad, Donia, & Shahzad, 2019). Green
HRM inspires a worker's motivation to behave sustainably, influencing their green innovation
degree.

H4: GBI moderates the connection between GHRM and GC.
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2.5. Impact of Individual Green Values on Green Creativity

Cheema et al. (2020) state that individual green values influence in-role and extended
behaviors. Good environmental management emerges when business and personal green ideals
are perfectly aligned. According to Cohen (1988), individual values are still important in creating
and developing innovative concepts for organizational effectiveness. People that have more pro-
environmental (green) beliefs are most likely to enhance the bond among Human Resource
management (culture and productivity motivation) (Gilal, Ashraf, Gilal, Gilal, & Channa, 2019).
According to Dumont et al. (2017), green values reinforce the connection between green
employees' perceptions and extra-role green performance. According to (Afsar & Umrani, 2020),
workers' psychological needs appear to be met when a company implements ecologically
responsible initiatives. The main conclusions of the theory of supply value fit (Edwards, 1996)
will thus complement a structure inside this investigation in that a business provides an
atmosphere compatible with its employees' values. Consequently, the workers' green values
matched the company's. Employees may be more inclined to demonstrate environmental,
behavioral purpose, and innovation.

H5: IGV directly affects GC.

2.6. Green Psychological Climate positively Impacts on Green Creativity

So many psycho-social factors influence green behavior, including mindset, command
structure, opinions, and a sustainable administrative structure (Dumont et al., 2017; Norton et
al., 2015). Researchers have specifically investigated GPC in this sense to verify its effect on
environmentally conscious and innovative behavior in the workplace. For instance, Tahir, Athar,
and Afzal (2020) stated GPC's favorable impact on green employee industrial behavior. Similarly,
Zhou, Zhang, Lyu, and Zhang (2018) argued that workers' impressions of their company's green
atmosphere directly impacted their ecological activities. Khan, Jianguo, Ali, Saleem, and Usman
(2019) claimed that GPC's positive attitudes inspired staff to participate in pro-environmental
activities such as reduction and reuse, generating power, and waste minimization efforts.
Alternatively, employees who believe their organization's procedures and guidelines do not
endorse responsible, environmentally conscious behavior will participate in fewer green
behaviors (Luu, 2019). GCRT is a perfectly all-right representation of green employee behavior
(Mittal & Dhar, 2016); favorable perceptions of the travel and hotel industry, GPC, will positively
affect employee creativity. Because the industry is a provider, employees can engage in
ecological habits fueled by a positive perception of the firm's ecologically aware operations and
processes.

H6: GPC directly affects GC.

3. Conceptual Framework

Individual
Green
Values
Green Human Green
Resource Psychologic Green Creativity
al Climate
Management o

I
1
1
1
1
1
1
1
L

Green Behavioral
Intention

Figure: 1
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4. Research Methodology

The positivist technique used to analyze and authorize the particular hypothesis resulted
in the current learning's quantitative nature. Data is obtained and statistically appraised to
acquire responses to study hypotheses using a variety of mathematical and statistical
methodologies. Cross-sectional time was utilized in this investigation. A cross-sectional time
horizon only gathers data from participants once, unlike a longitudinal time horizon. The current
study is quantitative because of the positivist analysis and validation method. The data is
acquired and statistically analyzed using a variety of mathematical and statistical approaches to
respond to the study hypotheses. Cross-sectional time was considered in this study. Unlike a
longitudinal time horizon, a cross-sectional time horizon only collects participant data once.

4.1. Sample and Data Collection

The investigator uses a random sampling non-probabilistic convenience sampling
approach to establish the sample size for this study. Since a complex community description,
this study relied on Roscoe's Rule of Thumb to control the perfect example size. According to
this guideline, a quantitative analysis should have a sample size of 30 and 500 individuals. 415
people made up the study sample used to perform this research.

4.2. Instrument Development

In this investigation, the items measurements were employed, adapted from previous
research GHRM was measured by Ragas, Tantay, Chua, and Sunio (2017) (Thirteen Items). The
GBI scale was created using Ajzen and Fishbein (2005) research. (Three Items). To quantify
IGV, three items were modified from (H. Chen & Jin, 2014) (Three Items). The GPC scale was
derived from Norton, Zacher, and Ashkanasy (2014) (Five items). The GC scale was created
using Y.-S. Chen and Chang (2013) data (Six Items).

4.3. Analysis

The suggested framework is assessed via exploratory factor analysis and structural
equation modeling. EFA starts by looking for information's hidden patterns. Second, SEM
evaluates the newest interaction paradigm for virtual environments. The statistical objective of
an SEM is to investigate a collection of interactions that represent various solutions, as opposed
to regression analysis or other dependency studies, which seek to explain relationships using
mathematics (Hair, Black, Babin, Anderson, & Tatham, 2006). We will use the apps from the
research in SmartPLS 4 and SPSS (version 26).

5. Data Analysis
5.1. Respondent's Profile

Men and women make up the population; the results reveal the sampling frequency and
proportion of each gender that participated in the study. Male respondents comprised 55.34%
of the total 222 respondents, while female respondents comprised 46.50% of the survey. The
findings indicate the respondents' age distribution. The age range of 18 to 24 years makes up
30.12% of the entire sample, while the range of 25 to 34 years makes up 40.96%. Ages 35 to
44 comprise 13.25% of the population, and 44 and older comprise 15.67% of the 415-person
sample. The proportion of participants by educational level is seen in the results. Students in
the intermediate or lower grades make up 31.68% of the sample, while those with bachelor's
degrees make up 45.12%, and those with master's degrees or more make up 23.2%.

5.2. Reliability Analysis

An instrument's dependability is defined as how little random error it contains. Using a
customer-reliable instrument increases the likelihood of error-free results (Kirby, Guerrero, &
Urbano, 2011).

Table: 1 Reliability Testing

Variables Cronbach's Alpha Composite Reliability AVE Mean SD

GHRM .942 .950 0.729 3.77 1.36
IGv .845 .907 0.646 4.24 1.29
GPC .857 .898 0.592 4.18 1.41
GBI .814 .890 0.638 4.56 1.31
GC .890 916 0.764 4.67 1.15
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The investigator employs intrinsic integrity (Cronbach's Alpha) tests run on the
instruments for the current investigation. Between.845 and 0.942 was Cronbach's alpha value
for IGV and GHRM, respectively. The reliability of the GPC is.857, GBI is .814, and the reliability
of the GC is.890. Scale reliability is higher when Cronbach's alpha values are close to 1.00,
Based on Hair et al. (2006), an Alpha value must be at least 0.6. Mean, standard deviations
(SD), correlation, and reliability of constructs are explained. The mean standard deviation of
GHRM (m= 3.77, SD = 1.36), IGV (m= 4.24, SD= .129), GPC (m= 4.18, SD= 1.41), GBI (m=
4.56, SD= 1.31) and GC (m= 4.67, SD= 1.15).

5.3. Correlation Analysis

In the current investigation, significant associations were found at p.05 and larger
than.10. According to bivariate correlation, GHRM strongly associates itself (r = 41, p.01). Green
HRM and IGV had a substantial relationship (r =.72, p.01). GPC and GHRM exhibit a positive
connection (r =.74, p.01). GBI and GHRM positively connect (r =.69, p.01). Green HRM and GC
have a positive relationship (r =.59, p.01). Similarly, IGV shows a strong positive connection
with GPC (r =.72, p.01), GBI (r =.71, p.01), and GC (r =.62, p.01). GPC exhibits a favorable
connection with GBI (r =.68, p.01) and GC (r =.65, p.01). GBI is found to have a good solid
connection with GC (r =.67, p.01).

Table: 2 Correlation Analysis

Construct 1 2 3 4
GHRM

IGV J721%*

GPC 743%* J21%*

GBI .690** 710%* .681%*

GC .597** .625%* .657%* .679%*

5.4. Structural Equation Model

This section uses a structural equation model to evaluate and analyze the theoretically
advanced theories. The structural model in PLS made use of the highest possible likelihood
estimation. The parameter values listed below exhibit good data fit: Full structural model
showing main and basic mediating effects. The current chart, as seen in the builder of SmartPLS
4, is shown below. Standardized regression values on trails and signs represent values of
importance. Model Fit: fit x2 = 677.09; df = 350; p < .000; x2/df = 1.93; CFI = .91; GFI=.94;
NFI=.92; TLI=.91and RMSEA=.43.
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Figure: 2 Structural Equation Model
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Table: 3 SEM Results-Regression Coefficients

Hypothesis Path Beta P-value Results
1 GHRM ———> IGV .92 .000 Supported
2 GHRM —>GPC .86 .000 Supported
3 GHRM ———> GC .59 .000 Supported
4 IGV —> GC 44 .000 Supported
5 GPC —> GC .22 .000 Supported
6 GHRM*GBI ——GC 31 .000 Supported

5.5. Discussions

H1: GHRM was linked to individual green values. Results of SEM described that GHRM
self-reported was strongly related to self-report IGV. The previous study by Dumont et al.
(2017); Gilal et al. (2019) showed that the impact of GHRM on IGV was positive. Earlier
outcomes of the investigation of Islam et al. (2021) support the results of our research that
GHRM impacts IGV. H2: GHRM is associated with psychological climate. Results of SEM described
that GHRM self-reported was strongly related to self-report GPC. A previous study by Pham et
al. (2019); Yusliza et al. (2017) shows that GHRM helps restore GPC. Earlier findings of Ali,
Nisar, Abidin, Qammar, and Abbass (2022); Li et al. (2023) substantiate the beneficial effects
of GHRM on GPC. H3: Green human resource management had certainly related to green
creativity. Results of SEM described that Green human resource management self-reported was
strongly associated with self-report green creativity. A previous study by Al-Hawari, Quratulain,
and Melhem (2021) displayed that the impact of GHRM on GC was positive. Earlier outcomes of
the study of Malik, Ali, Kausar, and Chaudhry (2021) support our study's results that GHRM
impacts GC. H4: Green behavioral intention positively moderates the influence of GHRM and GC.
Results of SEM described that GBI positively moderates the association between GHRM and GC.
A previous study by Al-Ghazali and Afsar (2021) showed that the GBI completely mediates the
impact of GHRM on GC. Green HRM may foster workers' morals and passions, encouraging them
to launch ecological innovations Saeed et al. (2019); Jia et al. (2018). H5: Individual green
values had certainly related to green creativity. Results of SEM described that IGV self-reported
was strongly linked to self-report green creativity. A previous study by Al-Ghazali and Afsar
(2021) supports our study's results that IGV impacts GC. H6: GPC had indeed correlated to
creativity. Results of SEM described that GPC self-reported was strongly related to self-report
creativity. The previous study by Dumont et al. (2017); Norton et al. (2015) showed that the
impact of GPC on GC was positive. Earlier outcomes of the study of Tahir et al. (2020) validate
our research outcome that GPC affects GC.

6. Conclusion

This study sought to determine the relationship between GHRM, IGV, GPC and GC. On
the other hand, the investigation looks at the inspiration of the GHRM on developing green
creativity and the mediating role of individual green values and psychological climate.
Information was gathered from staff members of different companies in various areas of Pakistan
using an online survey; for this persistence, the researcher admitted the quantitative research
design. We analyze the link of GHRM with IGV and green psychological climate on green
creativity in Pakistan depending on the investigation's findings relevant to the study's aim. This
study adds more information on green human resource management as a critical antecedent of
green creativity. Therefore, the mediating factor of individual values and green psychological
climate is crucial.

Furthermore, this research gives organizations valuable information about their
employee's green creativity. The current investigation promotes a new basis for analyzing green
creativity, which aids organizations in identifying their flaws and disadvantages in this area and
improving green creativity. Second, it provides a detailed plan for GHRM and assists managers
in creating appropriate activities to develop green creativity through the mediating role of IGV
and green psychological climate. Third, it is essential and applicable to businesses, organizations,
or associations.

6.1. Practical Implications

The research findings have significant practical implications for organizations operating
in developing countries like Pakistan. Some practical implications are First, GHRM methods
promotion: The research stresses how GHRM procedures beneficially promote green creativity.
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As a result, businesses need to employ GHRM strategies, including developing workers,
employee involvement in environmental initiatives, and sustainable performance appraisal
systems. This will enhance employees' green creativity and promote a sustainable and eco-
friendly work environment. Second, developing and promoting green values: According to the
study, personal green values are significant in moderating the link between green human
resource management and green creativity. Therefore, organizations should encourage and
develop green values among their employees. This can be done by incorporating green values
into the organization's mission, vision, and values statements, providing environmental
education and training, and promoting eco-friendly behaviors. Third, fostering a green
psychological climate: The study highlights that psychological condition influences creativity.
Therefore, organizations should create a work environment that motivates workers to participate
in environmental behaviors and activities. For instance, companies can encourage employees to
recycle, use eco-friendly products, and participate in environmental initiatives. Fourth,
Moderating green behavioral intentions: The study indicates that green behavioral intentions
moderate the connection between green human resource management and green creativity.
Therefore, organizations should develop strategies to enhance employees' green behavioral
intentions. For example, they can provide incentives for eco-friendly behaviors, recognize and
reward workers claiming to exhibit a dedication to the long-term viability and make it possible
for workers to participate in projects that benefit the wider community.

In summary, this study emphasizes the significance of GHRM strategies, personal green
values, psychological conditions, and green behavioral intentions in fostering green innovation.
Organizations can use these findings to develop and implement effective strategies to promote
sustainability and eco-friendliness in the workplace.

6.2. Limitations and Recommendations

This analysis has various limitations that limit the application of its results while giving
new options for future research. Despite the considerable sample size, it needed to be more
representative for the remaining demographic groups to be global. Another concern with this
research is the tiny sample size of 450 people who participated in the study. In contrast hand,
more extensive, randomized samples in future tests may generate more accurate results. This
research implemented a random sample method since everyone was equally likely to be
selected. Future research should include sophisticated sampling processes and qualitative
methodologies such as interviews and observations.

Moreover, even if the variables are factors, outcomes, or reasons, proposed studies may
need the inclusion of additional variables. Furthermore, whereas this research is restricted to
Pakistanis, it should help determine whether the outcomes are relevant to other nations. This
work will give the primary basis for a more profound analysis.
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