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Abstract. This study examines the link between green human resource management practices and pro-
environmental performance among employees in the hotel industry of Riyadh, Saudi Arabia. The survey
instrument included established scales measuring GHRM practices, green creativity, green
transformational leadership, and employee PEB. Data analysis involved assessing the reliability and
validity of the instrument, followed by a structural equation model to examine the theorized relationships.
The study used convenient sampling to collect data from 338 employees across different industries in
Riyadh, Saudi Arabia. The findings support a positive link between GHRM practices & task-related Pro-
environmental performance strong GHRM practices lead to increased environmental responsibility within
regular job duties. Surprisingly, GHRM practices did not significantly impact proactive PEP. However,
GHRM positively influences green creativity, which in turn positively impacts T-PEP Interestingly, GTLs
may weaken the relationship between GHRM practices and proactive PEP. This could be due to the

strong leadership already driving environmental initiatives, potentially reducing the need for specific
GHRM interventions. Overall, the study highlights the importance of a comprehensive method to
encourage employee PEP. Effective GHRM practices, coupled with green leadership and fostering
employee creativity, can empower a workforce to contribute to a more sustainable future. The study holds
strong implications for practitioners in the hoteling industry, researchers, and academia.

1. INTRODUCTION

GHRM (Green Human Resource Management) is a tactical approach through which organizations cultivate human
capital to bolster both their environmental achievements & eco-friendly behaviors in the Organization [1]. GHRM
encompasses the human resources elements of the management environment, characterized by HRM operations resulting
in beneficial environmental impacts [2]. The practices within GHRM are divided into three key areas: enhancing green skills
in employees, fostering motivation among environmentally conscious staff, and creating opportunities for green initiatives
[3]. Fostering a workforce’s green skills entails the infusion of sustainable thought processes into the organization through
different HR functions, such as hiring, selection, training & development, Appraisal performance evaluations, incentivization,
& leadership growth [4]. Following recruitment and training & development, employee motivation is sustained by
performance appraisals and incentive schemes designed around elevating environmental performance [3]. Numerous
academics have explored how GHRM practices influence corporate environmental [5]. Their findings suggest that GHRM
practices significantly propel environmental performance, notably through initiatives like waste reduction and enhanced
organizational efficiency [6].

Promoting PEBs (pro-environmental behavior) should be a primary goal of raising awareness of environmental [7]. It's
crucial to understand public perceptions of sustainability and their willingness to be involved in supportable practices.
Highlighting the significance of environmental awareness is the first step in mobilizing people to tackle environmental
challenges. General knowledge about the environment among the public plays a significant role in recognizing its
importance, which could lead to substantial changes in how humans interact with nature and make Earth a better place to
live. Understanding the adverse effects of environmental issues is vital for policymakers to address potential concerns
effectively through comprehensive solutions. Both individuals and communities must be aware of various environmental
issues, like pollution and waste management, and their effects on our planet [8] Secondly, transformational leadership,
which focuses on the ethical aspects of leaders' behaviors, may significantly impact the relationship between GHRM &
creative environmental outcomes. Managers with strong transformational leadership skills are likely to enhance these
outcomes [8]. Despite its potential, research in this area is still emerging. Previous studies have confirmed the importance
of leadership in fostering an organization's green initiatives [9].

In the direction of ensuring environmental goals are intertwined with GHRM, there has been a push to incorporate these
objectives within HRM happenings [10] [11]. The environment not only supports life but also imposes responsibilities on
countries aiming for sustainable development. For a country like Saudi Arabia, environmental issues are crucial, especially
considering its status as a leading oil exporter. Oil revenues make up 70% of the national budget, with projections showing
that a $10 increase in the price per barrel could boost the GDP by 14%[12]. Research emphasizes the insufficient
investigation into the relationship among Green Human Resource Management (GHRM) practices, green creativity, pro-
environmental behavior, and green transformational leadership. [13] and) [14] assert that the mediating and moderating
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effects of green creativity and green transformational leadership on the connection between GHRM and pro-environmental
behavior remain inadequately explored. The relationship among transformational leadership, GHRM practices, and green
innovation in enhancing pro-environmental performance in private enterprises in Saudi Arabia is insufficiently studied. This
study addresses the insufficient comprehension of how GHRM practices affect proactive task-related pro-environmental
performance through the mediating influence of green innovation and the moderating impact of transformational leadership.
This gap in the literature provides an opportunity to examine the interplay between GHRM practices, green innovation, and
transformational leadership.

2. LITERATURE REVIEW

2.1. Green Human Resource Management Practices

GHRM intentionally manages an administration's workforce to leverage competitive advantages effectively. It is planned
and structured to optimize employee contributions toward meeting an employer’s strategic objectives. Green HRM is
distinguished as HRM approaches, practices, and strategies tailored to promote sustainability within a business, focusing
specifically on avoiding environmentally harmful practices [1]. These practices aim to inspire ecological behaviors amongst
employees, fostering a Socially responsible and efficient workplace culture ) [2]. GHRM emphasizes educating employees
on ecological practices and bolstering their awareness and performance regarding environmental issues [3]. It is one of the
most effective ways to facilitate the adoption of eco-friendly programs within organizations by equipping employees to identify
and tackle environmental challenges [4]. GHRM significantly influences sustainable practices, affecting employee behaviors,
attitudes, and motivations [5]. Historical analysis links GHRM practices to environmental management, attributing to the
evolution of green and environmental HRM practices [6]. GHRM is regarded as an essential tool for businesses to advance
their environmental initiatives by fostering environmentally aware behaviors among employees, which enhances corporate
environmental outcomes [7]. The intensifying competition makes it challenging for HR professionals to generate lasting
benefits, emphasizing the need for effective HR strategies in environmental management [8]. Transitioning regular employees
into a green workforce through green HR initiatives has proven instrumental in meeting environmental targets [9],
underscoring the importance of GHRM practices in achieving environmental performance as outlined by previous studies
[10]. GHRM utilizes ongoing organizational processes to create systems aimed at environmental sustainability, engaging all
employees in this critical endeavor by enhancing their commitment to of environmental goals [11].

2.2. Social Cognitive Theory

Social Cognitive Theory (SCT) was introduced by Bandura in 1986 [12]. SCT comprises three primary components: individual,
behavior, and environment. An individual's positive behavior is shaped by their knowledge, attitude, and experiences. A
component of SCT, the Acceptance Model of human behavior incorporates a variety of theories, such as the Theory of Planned
Behavior and the Theory of Reasoned Action [13]. This study has investigated several aspects of SCT to evaluate its potential
applicability in analyzing HRM practices and corporate performance [14]. Social Cognitive Theory (SCT), as endorsed by Bandura
(1986)[12], functions within a triadic reciprocity framework and seeks to clarify the complex interplay of persons, their behaviors,
and the effects on the external environment. This theory posits that social-structural factors affect the reproduction of observable
behavior. These aspects are shaped by personal qualities, which denote an individual's intrinsic characteristics, and behavioral
responses, which arise from these characteristics. Additionally, the intrinsic characteristics of an individual have an impact on the
external environment, which encompasses the results and repercussions of their actions (Bandura, 1986)[12]. According to
Bandura's Social Cognitive Theory, humans are not wholly influenced by external factors nor are they exclusively motivated by
internal drives. Their contributions within a network of influences and interests shape their activities and development[15][13].

2.3. Proactive Pro-Environmental Performance

Proactive pro-environmental performance denotes the voluntary and initiative-driven actions employees engage in to advance
environmental sustainability inside their organizations. This concept is widely seen as vital for cultivating a culture of environmental
accountability and attaining organizational sustainability objectives. Studies demonstrate that employees' pro-environmental views
substantially influence their propensity to engage in proactive behaviors. [16]. discovered that employees with less favorable
environmental attitudes were more inclined to demonstrate proactive pro-environmental activity when experiencing positive
emotions like enthusiasm and excitement[16]. This corresponds with the broaden-and-build idea, which asserts that good
emotions can increase individuals' likelihood of participating in constructive actions, including those advantageous to the
environment [16]. Consequently, cultivating a pleasant emotional atmosphere in the workplace can be essential in promoting
proactive environmental actions. Furthermore, the significance of environmental information cannot be overstated. Rajapaksa et
al. established that elevated environmental knowledge is favorably associated with pro-environmental behaviors [17]. This
conclusion indicates that firms ought to prioritize environmental awareness programs to provide employees with the essential
knowledge for making educated decisions that bolster sustainability initiatives. By augmenting employees' comprehension of
environmental issues, firms can foster a workforce that is more actively involved in proactive pro-environmental initiatives.
Leadership significantly influences employees' pro-environmental habits. Robertson and Barling emphasized that leaders who
exemplify pro-environmental behaviors can substantially impact their employees' conduct [18]. When leaders foster an
organizational atmosphere that incentivizes eco-friendly actions, employees are more inclined to embrace analogous practices.
This highlights the significance of leadership dedication to environmental sustainability as a catalyst for proactive pro-
environmental performance.

2.4. Task-Related Pro-Environmental Performance (TPEP)

Task-related pro-environmental performance (TPEP) includes the behaviors and actions undertaken by individuals in their
job roles that positively impact environmental sustainability. This notion is increasingly acknowledged as essential for firms seeking
to improve their environmental performance while achieving their operational objectives. GHRM methods have been shown to
have both direct and indirect effects on the environmentally sustainable performance behaviors of employees, which comprise
both task-related and voluntary actions. [19] [17]. These approaches foster a psychological green climate that motivates
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employees to incorporate environmental considerations into their regular activities. Employees may be incentivized to fulfill their
job duties in ecologically sustainable manners, such as minimizing waste or conserving energy [20]. The creation of such an
environment is essential, as it harmonizes organizational objectives with individual actions, promoting a culture of
sustainability[21].

The correlation between organizational support and task-related pro-environmental behaviors is substantial. Studies
demonstrate that perceived organizational support increases employee participation in TPEP by fostering a sense of connection
and dedication to the organization's environmental objectives[22] [23]. Employees who perceive organizational support are more
inclined to implement ecologically sustainable activities at work, enhancing overall environmental performance [22] [16]. This
connection underscores the significance of company culture in promoting TPEP, as a conducive atmosphere can enhance
employee motivation and proactive actions [24] . Furthermore, the significance of personal attitudes and psychological elements
must not be disregarded. Research indicates that employees possessing favorable pro-environmental attitudes are more inclined
to participate in task-related pro-environmental behaviors [16]. This indicates that firms should not only adopt GHRM procedures
but also prioritize fostering a positive environmental mindset among personnel. Training and awareness initiatives can effectively
augment employees' comprehension of the significance of their roles in environmental sustainability, thus elevating their
involvement in TPEP [21].

2.5. GHRM, Proactive Pro-and Task Related Pro-Environment Performance

GHRM includes several strategies designed to enhance environmental sustainability in firms, including recruitment, training,
performance, workers & management participation in environmental activities. Nurulfadhilah and Emilisa determined that GHRM
positively affects both task-related pro-environmental behavior (TPEB) and proactive pro-environmental behavior (PPEB), hence
enhancing environmental performance [25] . This indicates that firms that proficiently execute GHRM policies can develop a
workforce that is not only adherent to environmental norms but also actively endeavors to enhance environmental results through
inventive and proactive strategies. Additionally, the research conducted by [26]supports the correlation between GHRM and
proactive pro-environmental performance, as it demonstrated that GHRM has a substantial impact on both task-oriented and
proactive pro-environmental behaviors in small tourism enterprises [26]. It is crucial to emphasize that their investigation did not
identify a substantial direct impact of GHRM on the overall environmental performance. This implies that, despite the fact that
GHRM influences behaviors, the relationship to performance outcomes may be more complex.

The significance of leadership in fostering proactive pro-environmental habits is paramount. Wu et al. highlighted that leaders
who actively endorse and exemplify pro-environmental actions can markedly affect their employees' participation in these
practices (Wu et al., 2021) [24]. When leaders foster a favorable environmental climate, employees are more inclined to view their
firm as dedicated to sustainability, thereby encouraging them to engage in proactive behaviors that correspond with organizational
objectives. Moreover, the amalgamation of cognitive and non-cognitive elements is crucial for improving task-oriented pro-
environmental behaviors. Sabbir and Taufique assert that the establishment of favorable environmental attitudes via corporate
environmental policies can markedly improve employees' task-oriented green behaviors[27]. This suggests that firms must
prioritize not only formal GHRM procedures but also the cultivation of a culture that promotes environmental knowledge and
accountability among employees.

2.6. Green Creativity Mediator between GHRM and Proactive and Task Related Pro-Environment
Performance

Abualigah et al. (2023) [28] found that green work engagement mediates the association between GHRM and green creativity,
suggesting that employees who engage in green practices are more likely to present innovative solutions to environmental issues.
This is consistent with the Job Demands-Resources (JD-R) theory, which posits that employee engagement and creativity are
enhanced by supportive work environments. According to Muisyo et al. (2022) [29] (Patwary et al., 2023) [30], the relationship
between green outcomes and GHRM practices is mediated by employee green creativity (EGC), which encompasses proactive
pro-environmental behaviors and task-related pro-environmental behaviors. This suggests that GHRM not only encourages
employee engagement in environmentally favorable practices but also enhances their ability to develop and implement innovative
solutions that advance corporate sustainability. GHRM practices can facilitate increased employee innovation, which in turn can
promote environmental performance by fostering an eco-friendly culture within the organization. The significance of leadership is
paramount in this situation. Patwary et al. emphasized that green inclusive leadership substantially mediates the relationship
between proactive pro-environmental & GHRM [30]. Leaders who foster a sustainability and creativity culture can motivate staff
to engage in environmental initiatives, thereby improving both proactive and task-oriented pro-environmental performance. This
leadership influence is crucial for fostering an organizational environment that appreciates and incentivizes ecological creativity.
Moreover, Ahmed's research demonstrates that GHRM endorses green creative behavior by enhancing employees' involvement
in environmental efforts [1]. This engagement is essential for promoting a proactive stance on environmental issues, since
employees who perceive organizational support are more inclined to propose creative ideas and solutions.

2.7. Green Transformational Leadership Moderator Between Green Creativity, GHRM and Proactive
and Task Related Pro-Environment Performance

The objective of GHRM methodologies is to integrate environmental factors into HR operations, thereby encouraging
employees to adopt sustainable behaviors. Singh et al. demonstrate that green transformational leadership mediates the positive
impact of GHRM on green innovation and performance. [31]. This suggests that GTL can improve the implementation of GHRM
principles by encouraging employees to participate in environmental activities. Green transformational leadership is characterized
by leaders who foster a culture of sustainability within the organization by inspiring and motivating their adherents to achieve
environmental objectives. Shah et al. assert that GTL has a positive impact on environmental performance, underscoring its role
in both proactive and task-oriented pro-environmental behaviors [32]. Leaders who embody green transformational attributes have
the potential to effectively motivate their teams, fostering innovation and engagement in sustainable initiatives. In this setting, the
mediating function of green creativity is essential. Al-Ghazali et al. discovered that GTL promotes green innovation, which in turn
improves pro-environmental performance [33] [34]. This signifies that GTL not only inspires employees but also nurtures their
creative potential, allowing them to devise inventive solutions to environmental issues. The interplay between GHRM and GTL
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fosters an atmosphere in which employees are enabled to articulate their creativity in manners that advance sustainability.
Moreover, the correlation between GTL and green creativity is substantiated by Ding's findings, which indicate that GTL favorably
influences individual employee green performance via the mediation of green creativity [35]. This underscores the need to
cultivate a creative environment in which employees can investigate and execute innovative concepts that correspond with
company sustainability objectives. When leaders promote innovative thinking and problem-solving, employees are more inclined
to exhibit proactive behaviors that improve environmental performance. The moderating effect of GTL on the link between GHRM
and pro-environmental performance is substantial. Research by Cop et al. highlights that GTL can improve team resilience and
collaborative endeavors aimed at attaining environmental sustainability [36]. This resilience is essential for sustaining enthusiasm
and dedication to pro-environmental actions, especially under difficult situations.

2.8. Hypothesis

Hi: Green human resource management positively relates to proactive P-EP.

H2: Green human resource management positively relates to task-related P-EP.

Hs: Green creativity mediates the impact of Green human resource management on task-related P-EP.

Ha: Green creativity mediates the impact of Green human resource management on proactive P-EP.

Hs: Green transformational leadership moderates the impact of Green human resource management on green creativity.

He: Green transformational leadership moderates the impact of Green human resource management on task-related P- EP.
It has been

H7: Green transformational leadership moderates the impact of Green human resource management on proactive P-EP.

2.9. Model
G{een
Creativity Task related pro-
N environment
» performance

-
Green Human Recourses
management practices
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Figure 1: Conceptual framework.

3. RESEARCH METHODOLOGY

3.1. Research Design

The research design used was observational quantitative analytics has followed explanatory research design using a survey-
based data collection approach. The data of this study were obtained from the the employees working at the managerial or
supervisor level in the Hoteling industry of Riyadh Saudi Arabia and possessed more than a year at this level.

3.2. Research Target/Subject

The target population consisted of managers or supervisors working in the hotel industry of Riyadh Saudi Arabia with at least
one year of experience at this level. A convenience sampling approach was used to select 500 managers from industry websites.
Potential participants were contacted via email and followed up with phone calls to complete the online survey created using
Google Forms. The response rate was 338 out of 450, representing a 75 % response rate.

3.3. Instruments, and Data Collection Techniques

The survey utilized established, structured questionnaires with high reliability and validity. Adjustment of all instruments has
been done as per the framework of the study, and the reaching scale is 1 to 5 (Five Point- Likert scale) from strongly agree to
strongly disagree to check the reliability & validity of the items. Fifteen items adopted from [4] and [37] were used to evaluate
green human resource management practices. Six items were adopted from [38] which measured green creativity and green
transformational leadership. Three Item used by previous researchers [5]& [16], for employee task-related and proactive
environment performance.

4. RESULTS AND DISCUSSION
4.1. Introduction

Partial least squares” (PLS) and “Structural Equation Modeling” (SEM) were conducted so that the proposed theoretical
hypotheses with mediating effects of individual Leadership on Employee Empowerment and PEB Pro-environmental behavior in
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the workplace could be examined. PLS-SEM can retain more reflective items per dimension than other statistical methods (CB-

SEM). We adopted a two-step method to evaluate the gathered data
Table 1: Demographic analysis (N=338).
Variables Iltems No Percentage
Male 136 40%
Gander Female 202 60%
Total 338 100
20-30 33 9.8%
30-40 274 81.1%
40-50 26 7.7%
Age 50-60 4 1.2%
60-Above 1 0.3%
Total 338 100%
5-10 180 53.3%
10-15 88 26.0%
15-20 31 9.2%
Experience 20-25 26 7.75
25-Above 13 3.8%
Total 338 100%

Above table 1 provides a demographic breakdown of 338 survey participants. The majority (60%) of respondents were female,

while 40%

were male. In terms of age, the largest group (81.1%) was between 30 and 40 years old. Most patrticipants (53.3%)

had 5-10 years of experience, followed by those with 10-15 years (26%). This analysis reveals a predominantly female,
experienced cohort, primarily within the 30-40 age range
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Figure 2: Measurement model testing.

Table 2: Construct reliability and validity.

Variables Cronbach alpha Composite reliability Composite reliability Average variance extracted
GC 0.881 0.883 0.910 0.629
GHRM 0.939 0.947 0.946 0.543
GTL 0.868 0.871 0.899 0.559
P-PEP 0.700 0.774 0.818 0.606
T-PEP 0.871 0.873 0.921 0.795

Note: GC (Green creativity) GHRM (Green human resource management practices) GTL (Green transformation leader) T-PEP (Task related pro-
environment performance) P-PEP (Proactive pro-environment performance).
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Figure 3: Histogram diagram of Cronbach’ alpha.

The results of a reliability and validity analysis for five variables are presented in the table and figure 3. GHRM (Green Human
Resource Management Practices) and GC (Green Creativity) GTL (Green Transformation Leader) T-PEP (Task-related pro-
environmental performance) P-PEP (Proactive Environmental Performance) Cronbach's Alpha, Composite Reliability, and
Average Variance Extracted (AVE) were the three primary components of the analysis.In general, the results suggest that all five
variables are reliable and valid, as evidenced by Cronbach's Alpha values exceeding.70, Composite Reliability values
exceeding.80, and AVE values exceeding.50. These results indicate that the instruments employed to quantify these variables
are valid and reliable for further investigation.

Table 3: Heterotrait-monotrait ratio — matrix.

Variables GC GHRM GTL P-PEP T-PEP
GC

GHRM 0.437

GTL 0.517 0.738

P-PEP 0.252 0.151 0.116

T-PEP 0.604 0.552 0.589 0.258

Note: GC (Green creativity) GHRM (Green Human resource management practices) GTL (Green transformation leader) T-PEP (Task related pro-
environment performance) P-PEP (Proactive pro-environment Performance).

4.2. Discriminant Validity

The table 3 presents the Heterotrait-Monotrait Ratio (HTMT) matrix, which is used to assess discriminant validity. Discriminant
validity ensures that each construct (GC, GHRM, GTL, P-PEP, T-PEP) is distinct and not highly correlated with other constructs.
The HTMT values represent the correlation between two different constructs divided by the square root of the average of their
reliabilities. Ideally, HTMT values should be below 0.85 to indicate sufficient discriminant validity. In this case, most HTMT values
are below 0.85, suggesting that the constructs are sufficiently distinct from one another.

Table 4: R-square.

Variables R square Adjusted R square
GC 0.260 0.253
P-PEP 0.091 0.080
T-PEP 0.412 0.405

Note: GC (Green creativity) T-PEP (Task related pro-environment performance) P-PEP (Proactive pro-environment Performance.
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Table 5: Path coefficients.

Variables Original sample Sample mean Standard deviation T statistics P values
GC -> P-PEP 0.18 0.18 0.06 2.74 0.01
GC -> T-PEP 0.32 0.32 0.05 6.98 0.00
GHRM -> GC 0.20 0.20 0.07 2.71 0.01
GHRM -> P-PEP 0.09 0.09 0.07 1.25 0.21
GHRM -> T-PEP 0.24 0.24 0.06 3.77 0.00
GTL->GC 0.22 0.23 0.09 2.53 0.01
GTL -> P-PEP -0.17 -0.15 0.08 2.01 0.05
GTL -> T-PEP 0.15 0.16 0.07 2.23 0.03
MOD GTL, GHRM -> GC -0.12 -0.13 0.04 2.97 0.00
MOD GTL GHRM -> P-PEP -0.15 -0.12 0.07 2.27 0.02
MOD GTL GHRM -> T-PEP -0.07 -0.05 0.05 1.42 0.16

Note: GC (Green creativity) GHRM (Green Human resource management practices) GTL (Green transformation leader) T-PEP (Task related pro-

environment performance) P-PEP (Proactive pro-environment performance).

Above table shows the the paths coefficients in the table represent the standardized regression weights, which indicate the
strength and direction of the relationship between two variables. For example, GC has a positive and significant impact on both
T-PEP (0.32) and P-PEP (0.18). This suggests that organizations with higher levels of green creativity are more likely to exhibit

both task-related and proactive environmental performance.

Table 6: Final specific results.

Variables Original Sample  Standard T statistics P
sample mean deviation  (|JO/STDEV|) values Hypothesis  Results
(O) (M) (STDEV)

GHRM -> P-PEP 0.03 0.04 0.02 1.83 0.07 HI Not supported
GHRM -> T-PEP 0.06 0.06 0.02 2.56 0.01 H2 Supported
GHRM -> GC -> T-PEP 0.06 0.06 0.02 2.56 0.01 H3 Supported
GHRM -> GC -> P-PEP 0.03 0.04 0.02 1.83 0.07 H4 Not supported
MOD GTL, GHRM -> GC -0.12 -0.13 0.04 2.97 0.00 H5 Supported
MOD GTL, GHRM & GC -> T-PEP -0.04 -0.04 0.01 2.72 0.01 H6 Supported
MOD GTL, GHRM & GC -> P-PEP -0.02 -0.02 0.01 1.88 0.06 H7 Not supported

Note: GC (Green creativity) GHRM (Green Human resource management practices) GTL (Green transformation leader) T-PEP (Task related pro-

environment performance) P-PEP (Proactive pro-environment performance).

The Above table presents the results of a structural equation model (SEM) that examines the relationships between various
variables. The model focuses on the impact of Green Human Resource Management Practices (GHRM) and its interactions with
other variables on different aspects of environmental performance. The results show that GHRM has a significant positive impact on
task-related pro-environmental performance (T-PEP) and a significant indirect impact on T-PEP through its influence on green
creativity (GC). However, the direct impact of GHRM on proactive pro-environmental performance (P-PEP) and the indirect impact
through GC was not found to be significant. The interaction effects between GTL and GHRM on GC and T-PEP were found to be
significant, suggesting that the combined effect of these two factors is stronger than their individual effects. However, the interaction
effect on P-PEP was not significant. Overall, the results suggest that GHRM plays a crucial role in promoting task-related
environmental performance, especially when combined with green transformation leadership. However, its impact on proactive

environmental performance may be more limited.

4.3. Simple Slope Analysis (GTL Moderator)
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Figure 6:

Figure 4,5,6 indicates that the moderating effect of Green Transformational Leadership (GTL) on the relationship between
Green Human Resource Management (GHRM) & GC (Green Creativity) Pro-Environmental Performance (P-PEP) T-PEP (Task
related pro-environment performance).

5. DISCUSSION AND CONCLUSION

The aim of the study was Linking Green Human Resources Management Practices and PrO Environmental Behavior: The
Role of green creativity & Transformational Leadership of private companies in the Kingdom of Saudi Arabia. Data was collected
from the Hoteling industry of Riyadh province of Saudi Arabia for the data analysis and the total responded were 338. For
demographic analysis used SPSS & Excel which helped find the frequency of the data such as Gender, age, and experience,
which is presented above in tale 1. As explained the respondents, such as 59.8% (202) were male and 40.2 % (136) female. In
regards to age, most respondents were in the 30—40 years category (81%, 274). Reliability and validity assessments for various
constructs (GC, GHRM, GLT, P-PEP, T-PEP.) in a study. All constructs (GC, GTL, T-PEP, T-PEP) seem reliable (Cronbach's
alpha > 0.7) and capture their intended meaning well (AVE > 0.5).

The hypothesis testing results are as follows. GHRM -> T-PEP. These hypotheses suggest that GHRM practices have a
positive influence on T-PEP (task-related pro-environmental performance). In simpler terms, if an organization implements strong
GHRM practices, employees are more likely to take actions that minimize environmental impact within their regular job duties.
Consistent with previous research - and [10]. GHRM practices are considered a strategic step to enhance corporate environmental
performance, as managing human resources based on environmentally friendly principles enables the achievement of
environmental goals Proactive behavior requires more motivation: There's a key difference between T-PEP and proactive
environmental behavior. T-PEP involves following established procedures or protocols for environmental responsibility. These
actions often require less individual initiative compared to proactive behaviors. When organizations implement GHRM practices,
they are essentially embedding environmental considerations into how they manage their workforce. This can include training
employees on sustainable practices, integrating environmental goals into performance evaluations, or rewarding employees for
eco-friendly suggestions. These practices can raise awareness, equip employees with the necessary skills, and create a culture
that values environmental responsibility. As a result, employees are more likely to integrate these practices into their daily tasks,
leading to improved T-PEP.

Unexpectedly there were no statistically significant results in GHRM and P-PEP (Green Human Resource Management
Practices and Proactive Pro-environmental Performance. This means there is not a statistically significant correlation between
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green human resource management practices and proactive pro-environmental performance. P-PEP, however, necessitates
initiative and going the extra mile. Strong GHRM practices that emphasize environmental values and goals might be more effective
in motivating such proactive behaviors’ practices can empower creativity: Effective GHRM practices can foster a work environment
that encourages creativity and independent thinking. This, in turn, might empower employees to come up with new ideas for
proactive environmental initiatives (P-PEP). P-PEP behaviors involve going above and beyond regular duties. Strong GHRM
practices that emphasize environmental values and goals might create a stronger sense of purpose and inspire employees to
take initiative. GHRM practices can include clear guidelines and procedures for T-PEP, such as recycling protocols or turning off
lights when not in use. These might be easier for employees to adopt compared to taking proactive initiatives. This unexpected
finding highlights the need for further research into understanding how GHRM practices can be most effectively designed to not
only influence T-PEP but also cultivate a culture that encourages and supports proactive environmental behaviors within
organizations. Perhaps a combination of GHRM practices with additional factors, such as recognition programs or mentorship
opportunities specifically focused on P-PEP, could be the key to unlocking this potential.

Third the hypotheses suggest that GHRM practices also have an indirect effect on T-PEP through Green Creativity (GC).
But! did not find a significant indirect link between GHRM and Proactive pro-environmental performance through green creativity.
As study found GHRM can influence GC, which can influence on T-PEP. Strong GHRM practices, like environmental training or
rewarding green suggestions, can foster a work environment that encourages creative thinking. Employees feel empowered to
consider new approaches and develop innovative ideas to tackle environmental challenges. When employees are green creative
(GC), they're more likely to come up with ideas to minimize environmental impact in their daily tasks (T-PEP) or propose proactive
initiatives for sustainability (T-PEP). For instance, an employee might creatively redesign a product to use less material (T-PEP)
. organizations that implement green HR practices may be fostering a more creative workforce. greener employee’s creative are
also more likely to integrate environmental considerations into their daily tasks. However, less is known about GHRM practices &
their relationship with workers’ green creativity [11]. Researchers indicate the employee green behavioral Output for example GC
(green creativity) of GHRM in the situation of Pakistan. This suggests that strong GHRM practices, like environmental training or
rewarding green ideas, can cultivate a work environment that fosters creative thinking around environmental issues. Employees
feel empowered to explore new approaches and develop innovative solutions to tackle environmental challenges. When
employees are green creative (GC), they're more likely to propose ideas that minimize environmental impact in their daily tasks
(T-PEP) or suggest proactive initiatives for sustainability (P-PEP). For instance, an employee might creatively redesign a product
to use less material (T-PEP) or propose a new recycling program (P-PEP).

Also examine the Interaction between Green Transformation Leaders, Green Human resources management Practices &
Green Creativity, and Task-related pro-environment Performance): The p-value is 0.001, which is statistically significant. This
means there is a significant link effect among green transformation leaders, green human resource management practices, &
green creativity. This suggests that the relationship between green human resource management practices and green creativity
may be stronger for organizations with green transformation leaders. the previous scholars [47] [17] [48]. This new study
significantly expands this knowledge base by highlighting the crucial role of the interaction between these factors. This finding
holds substantial weight for organizations striving to enhance their environmental sustainability. By fostering a culture led by green
transformation leaders and implementing effective GHRM practices, organizations can empower their employees to generate
creative solutions that cover the way for the best future of sustainability.

Found that a Green Transformation Leader (GTL) moderates the link between GHRM practices & proactive pro-environmental
performance negative path coefficients, indicating that a GTL may weaken the positive relationships between GHRM and P-PEP.
In research, moderation occurs when a third variable influences the strength of the relationship between two other variables. Here,
the presence of a GTL might weaken the positive effects of GHRM practices on P-PEP. These findings are in different from the
previous study [48] [47] [17] which examined the influence of GHRM practices on workers’ green and non-green output through
different psychological & social procedures. This doesn't necessarily mean GTLs are bad for the environment. It means their
influence is complex and might depend on the specific situation. Perhaps a strong GTL sets a very clear vision and roadmap for
environmental sustainability within the organization. In such cases, specific GHRM practices designed to raise awareness might
become less important as everyone is already focused on the goals set by the leader. A strong GTL culture might already
encourage Proactive pro- environmental behavior (P-PEP) from employees. These findings highlight the multifaceted nature of
leadership and its influence on environmental performance. While GTLs are undoubtedly crucial for driving sustainability efforts,
their impact can be complex and situation-dependent. Organizations need to consider the specific context and leadership style
when designing their GHRM practices to ensure optimal effectiveness in fostering environmental responsibility among employees.
Further research is needed to fully understand the nuances of this moderating effect and how GTLs and GHRM practices can be
best combined to achieve peak P-PEP within organizations.

Overall, my results suggests that green HR practices, green transformation leaders, and green creativity all play an important
role in promoting pro-environmental performance among employees by implementing strong GHRM practices, organizations can
create a foundation for pro-environmental behavior. Green transformation leaders further amplify this effect by inspiring creativity
and setting a clear vision. Together, these elements create a synergistic environment where employees are not only aware of
environmental responsibilities but also empowered to find innovative solutions and take proactive steps to minimize environmental
impact. This research underscores the importance of a holistic approach to sustainability within organizations. By focusing on
GHRM practices, fostering green leadership, and nurturing green creativity, organizations can effectively harness the power of
their workforce to drive a more sustainable future.

6. RECOMMENDATIONS AND IMPLEMENTATION

This research sheds light on the intricate interplay between green human resource management (GHRM) practices, green
transformation leaders (GTLs), green creativity (GC), and pro-environmental performance (PEP) within organizations in Saudi
Arabia. Implement robust GHRM practices that integrate environmental considerations throughout the employee lifecycle
(recruitment, training, performance evaluation).Training programs should equip employees with the knowledge and skills
necessary to minimize environmental impact in their daily tasks (T-PEP). Consider incorporating green performance metrics into
employee evaluations to reinforce environmentally responsible behavior. Identify and cultivate green transformation leaders who
can champion environmental sustainability within the organization. Provide GTLs with the necessary resources and support to
effectively communicate the organization's environmental vision and goals. Encourage GTLs to foster a culture of creativity and
innovation around environmental solutions. Foster a work environment that encourages creative thinking and problem-solving,
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particularly regarding environmental challenges. Create opportunities for employees to share green ideas and participate in
brainstorming sessions focused on sustainability. Recognize and reward employees who contribute innovative solutions for
minimizing environmental impact or propose proactive sustainability initiatives (P-PEP).While GHRM practices can directly
influence T-PEP, the presence of a strong GTL might influence the need for specific GHRM practices focused on raising
awareness. Organizations with strong GTLs may benefit from GHRM practices that complement the leader's vision and empower
employees to translate it into action (e.g., green skills development). Further research is needed to fully understand the nuances
of this moderating effect for optimal tailoring of GHRM practices in different leadership contexts.

Organizations should strive for a holistic approach by combining strong GHRM practices with inspiring green leadership and
nurturing green creativity. This synergy can empower employees to become not just environmentally responsible but also
proactive changemakers, driving innovation and promoting a more sustainable future. Continuous monitoring and evaluation of
these practices will ensure their effectiveness in achieving the desired environmental outcomes. By implementing these
recommendations, organizations in Saudi Arabia and beyond can leverage the power of their workforce to create a culture of
environmental responsibility and achieve significant progress toward their sustainability goals.

7. LIMITATION AND FUTURE DIRECTION

The study focused on private companies in Saudi Arabia, limiting the generalizability of findings to other regions or company
types. Future research could explore these relationships in a wider range of contexts. This study employed a one-time data
collection, making it difficult to establish causality. Future studies could utilize longitudinal designs to track changes over time and
strengthen causal inferences. Reliance on self-reported measures of PEP, GC, and GHRM practices might introduce bias. Future
studies could incorporate objective measures or supervisor assessments to strengthen the validity of findings. The unexpected
moderating effect of GTLs on the GHRM-T-PEP relationship warrants further investigation.

Future research could explore the specific leadership styles and communication strategies of GTLs that might amplify or
weaken the influence of GHRM practices. The study highlights the need for a deeper understanding of how GHRM practices can
be designed to cultivate proactive environmental behaviors (P-PEP). Future research could examine the effectiveness of specific
GHRM practices (e.g., recognition programs, and mentoring for P-PEP) in promoting proactive environmental initiatives. his study
highlights the importance of GC but offers limited insights into its specific dimensions. Future research could delve deeper into
the types of green creativity relevant to organizational sustainability and how GHRM practices can nurture them. The study
suggests that GHRM practices influence PEP through GC. Future research could explore the specific psychological or motivational
mechanisms that underlie this indirect effect. While the study focused on pro-environmental employee behaviors, future research
could broaden the scope to include the impact of these factors on organizational environmental performance metrics like energy
consumption or waste reduction.
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