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Abstract: This study examines the impact of Green Human Resource Management (GHRM), Leadership Style on
Sustainable Innovation in Pakistan, while mediation is involved of Knowledge Sharing. Quantitative research was
applied employing data from 350 employees and managers in sustainability organizations in Pakistan through SEM
(Structural Equation Modeling). Results suggest that Green HRM and Leadership Style elevate the effect of Knowledge
Sharing on Sustainable Innovation. It is concluded that organizations in Pakistan that implement green HR policies and
transformational leadership promote a culture of knowledge sharing in the organization which drives innovation. This
thesis makes a contribution to the Resource Based View (RBV) and the Knowledge Based View (KBV) by stressing the
importance of human and intellectual capital in sustainability driven innovation. In practical terms, eco-friendly
integration of HRM, leadership development and intercorporate knowledge sharing mechanisms are to be undertaken
by businesses in Pakistan in order to have maximum sustainability outcomes. This is valuable study, but its cross-
sectional design does not allow us to observe the long-term effects, hence it suggests the requirement to complete long
term longitudinal studies and be industry specific in Pakistani context. In general, the findings highlight that Green
HRM along with the leadership and knowledge sharing strategies can be used effectively to drive sustainable innovation
in Pakistan and thus provide the organization a competitive edge in the era of sustainability.

Keywords: Green Human Resource Management, Leadership Style, Sustainable Innovation, Knowledge
Sharing, Structural Equation Modeling, Sustainability, Transformational Leadership

Introduction

The world's businesses focus on sustainability because environmental issues combine with regulatory rules
and changing stakeholder demands. Businesses face mounting public scrutiny from stakeholders while
both environmental sustainability and economic sustainability merge together as vital management duties.
Corporate entities continue to develop new methods which help their business frameworks integrate
sustainability goals. Green Human Resource Management (Green HRM) stands as the key transformational
element because it embeds environmental policies inside HR practices to generate sustainable workplace
conduct. The activities under Green HRM cover both eco-friendly recruitment processes in addition to
sustainability-focused training programs while performance evaluations merged with environmental
objectives and green incentive systems (Renwick et al., 2013). Sustainability inclusion throughout HRM
functions delivers both environmentally conscious employees and establishes a base for maintaining
sustainability innovation in business operations.

The emergence of Green HRM as a fundamental tool to develop environmental accountability relies on
different aspects affecting organizational performance. Sustainable innovation describes developing and
deploying new concepts and procedures and technologies that help sustain the environment alongside
economic performance success (Adams et al, 2016). Sustainable innovation demands organizations
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maintain long-term planning together with social responsibility values and financial support towards
green technological developments and sustainable business frameworks (Klewitz & Hansen, 2014). Many
companies face advanced difficulties in reaching sustainable innovation although its potential is clear. A
leader's approach proves decisive for the effective implementation of Green HRM strategies associated
with sustainable innovation development.

Organization-wide sustainability and innovation commitment gets its main direction from leadership
practices. Leadership approaches demonstrate diverse abilities to affect employee attitudes toward
sustainability initiatives and the way they feel motivated to participate in green projects. Transformational
leadership consists of a visionary mindset combined with motivational abilities which guide workers
toward mutual organizational goals. Leaders who exhibit transformational qualities are more likely to
foster a pro-environmental organizational culture, encouraging employees to think creatively and engage
in green innovation (Robertson & Barling, 2013). Similarly, participative and servant leadership styles
emphasize employee involvement, ethical considerations, and social responsibility, further strengthening
an organization’s sustainability agenda (Eva et al., 2019). In contrast, transactional leadership, which
focuses on structured policies, rewards, and compliance, may not be as effective in fostering a culture of
innovation (Bass & Avolio, 1994). Given the complexity of sustainability challenges, organizations require
leadership that goes beyond traditional managerial approaches, actively inspiring employees to contribute
to sustainable innovation through creativity, collaboration, and commitment.

Although leadership and Green HRM individually contribute to sustainability, their collective impact
on sustainable innovation is mediated by another crucial factor—knowledge sharing. In the knowledge-
based economy, organizations rely on the exchange and utilization of knowledge to drive innovation.
Knowledge sharing is particularly critical in sustainability-driven organizations, as green innovation often
requires interdisciplinary collaboration, the dissemination of best practices, and the integration of diverse
expertise (Wang & Noe, 2010). Organizations that encourage open communication and collaboration create
an environment where employees can share environmental insights, brainstorm eco-friendly solutions,
and co-develop sustainable business strategies. The sharing of knowledge takes place through official tools
including training sessions and knowledge management platforms along with cross-functional teams and
unstructured bonds to share learnings through peer interaction (Nonaka & von Krogh, 2009). Reliable
knowledge sharing platforms allow organizations to access staff collective wisdom thereby speeding up
development of sustainable innovations.

Studies are deficient regarding how knowledge sharing affects the relationship between Green HRM,
leadership style and sustainable innovation despite its great importance. Previous studies analyzed the
separate effects of these elements, yet research failed to explain their potential connections. Research that
demonstrates how knowledge sharing affects the connection between Green HRM, and leadership patterns
and sustainable innovation practices would benefit organizations actively working on sustainability-
driven innovation improvement. The research intends to fill this knowledge gap by designing an extensive
model to study these components as related entities. This study investigates the intermediary effects of
knowledge sharing to develop academic and managerial understanding of sustainability together with
HRM practices and innovation integration. This study extends theoretical understanding by clarifying
mechanisms that explain how Green HRM, and leadership transform into sustainability-oriented
innovation. The research delivers practical insights about the best way for organizations to use their human
resources management and leadership methods to achieve maximum sustainability outcomes. The
research offers specific implementation guidelines which plant owners together with managers of Human
Resources and government officers should utilize while designing sustainable innovation strategies.
Business organizations gain value from learning approaches to develop environmentally minded teams
and deploy powerful lead practices while building knowledge exchange systems to fuel innovative
sustainable solutions.

In present-day global business operations sustainability has become fundamental which makes
organizations need multiple perspectives for their innovative processes. Organization capacity to develop
sustainable innovations emerges from the interrelated impacts of Green HRM strategies with leadership
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approach and knowledge-sharing systems. The investigation between these elements has the purpose to
present an all-encompassing understanding of sustainable innovation forces so organizations can develop
effective strategies toward environmental responsibility and enduring business success. Flexibility and
descriptive organizational research allow companies to understand proper culture design which
simultaneously achieves sustainability targets and increases competitiveness in the global market of
environmental awareness.

Literature Review

Sustainability works as a primary concern for worldwide organizations which requires the establishment
of novel business techniques. The development of sustainable innovation depends heavily on both Green
Human Resource Management (Green HRM) and appropriate leadership styles. Sustainable solutions need
knowledge sharing as a mediating factor which enables organizations to exchange ideas and expertise in
their path towards sustainable innovation. The review analyzes scholarly publications relating to Green
HRM combined with leadership styles together with their influence on sustainable innovation specifically
how knowledge sharing functions as a mediator among these variables.

Green Human Resource Management (Green HRM)

Organizations transform their human resource practices through environmental management principles
to achieve sustainability called Green HRM. All green human resource management elements combine
through green recruitment and green training and development alongside green performance
management and green compensation and rewards. The main target of Green HRM exists to establish a
workforce dedicated to making environmentally friendly decisions and to help maintain sustainable
business methods. Organizations succeed in pro-environmental behavior promotion among their
workforce by integrating sustainability within their HR functions which produces better sustainable
innovation results.

Leadership Style

Leadership style includes the unique methods and actions which leaders use to steer employees toward
accomplishing organizational targets. The development of sustainability-oriented culture in organizations
heavily relies on leadership functions. The various styles through which leaders guide employees generate
different outcomes during sustainability-related work. Employees who work under transformational
leadership become more innovative while adopting sustainable approaches in their work. Through ethical
decision-making and employee well-being priorities the servant leadership style establishes responsible
sustainable workplaces. Ethical leadership brings sustainability initiatives into effect through principles
based on ethical standards and value-based supervisory methods. Through participative leadership
employees obtain a greater role in making decisions thus promoting both sustainability innovation and
collaborative work. Organizations achieve sustainability along with knowledge sharing success when they
select appropriate leadership approaches for their operations.

Knowledge Sharing

Employees within an organization use knowledge sharing as a process to exchange their skills and
expertise alongside information. Employees distribute information by either structured training sessions
and documentation methods or spontaneous peer discussions in formal and informal workplace
environments. The practice of sharing organizational knowledge serves as an essential mechanism to help
people learn and innovate because it creates opportunities for staff members to build solutions for
sustainability challenges together. The creation of sharing platforms within organizations leads to
improved organizational decision processes along with enhanced innovation levels. As an essential
instrument of Green HRM leadership knowledge sharing helps workers execute sustainability-oriented
concepts and methods.

Sustainable Innovation
The development of new processes and products and services under sustainable innovation practices
simultaneously achieves environmental protection next to enhanced social and economic sustainability
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benefits. Business operations that integrate ecological elements with organizational sustainability
functions perform this type of innovation. The implementation of sustainable innovation happens through
multiple initiatives which use renewable energy together with waste reduction programs and green
product manufacturing. Organizations that focus on knowledge exchange and strong leadership obtain
sustainable innovation which creates competitive edges through environmentally friendly achievements
for continued business success.

Green Human Resource Management and Sustainable Innovation

The emerging field of Green Human Resource Management (GHRM combines environmental management
with human resource practices to create sustainable organizations. The practice of Green Human Resource
Management includes different human resources processes that work to both build employee
environmental responsibility and establish organizational objectives which focus on ecological
sustainability. Service providers benefit from improved environmental results through their corporate
cultures which transform into green value-based innovations.

The idea of GHRM emerged as a result of the widespread examination of sustainable development
alongside corporate sustainability initiatives. Wehrmeyer (1996) established that workplace personnel
hold the essential role which determines both the triumph and failure of corporate environmental
programs. An organization needs its workers to take direct action toward environmental practices and
demonstrate committed support for such approaches to achieve environmental awareness. GHRM
represents the human resources management elements within Environmental Management. The complete
definition explains that GHRM addresses the understanding of organizational activities which affect
environmental conditions alongside describing how HRM systems develop and how employees are shaped
through implementation. The essential purposes of GHRM involve educating staff members about
worldwide environmental matters while teaching them environmentally sustainable methods and
promoting their support of green initiatives. Specific practices of fundamental human resource functions
serve as the core areas of research in GHRM. Renwick et al. (2016) identify three groups of practices that
include developing environmental management competencies as well as motivating green behavior and
creating environmental management possibilities. Services within the category of ability development
include recruitment and selection alongside training and development as well as management
development and leadership programs which seek to develop environmental competencies among
employees. The process of motivating sustainable conduct includes using performance management and
assessment systems alongside reward structures while nurturing a workplace culture dedicated to
sustainable initiatives. The organization creates chances for environmental management through
employment relations systems which empower workers to join environmental initiatives.

Research findings clarify that GHRM implementations can strengthen individual environmental
conduct as well as organizational environmental achievements. When organizations embed green
evaluation standards and compensation models into their performance assessment systems, they activate
incentive-based employee conduct that drives sustainability outcomes for their organization. The creation
of environmentally, economically and socially beneficial new offerings including products, services,
procedures and business ideas counts as sustainable innovation. The strategic approach of GHRM
profoundly contributes to the development of sustainable innovation through its capability to create
environmental sustainability within organizational cultures and employee mental frameworks.
Organizations obtain workforces with sustainability tendencies through recruitment and selection
approaches that seek candidates who care about the environment. The corporate training programs teach
staff members fundamental skills which let them find and perform innovative solutions for environmental
problems. Sustainability metrics embedded in performance evaluation systems hold employees responsible
for their environmental footprint which drives them to discover productive ways of enhancement. A
program of recognition and awards for sustainable initiatives encourages workers to join and participate
in eco-friendly innovation development.
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Organizations achieve sustainable innovation through GHRM integration because this approach
creates motivating conditions that empower employees with appropriate tools to develop solutions for
environmental problems. The implementation challenges stand in the way of maximizing the benefits
which GHRM presents. Organizations encounter three main barriers to sustainability implementation:
employee resistance toward changes, insufficient sustainability knowledge base and inadequate
integration of green policies with business strategy. Organizations can address sustainability hurdles by
building committed leadership, investing in educational programs and establishing sustainable practices
related to operational policies. Their success will be enhanced when they directly interact with stakeholders
through sustainability initiatives. The incorporation of sustainability in organizational practices depends
heavily on Green Human Resource Management systems which function as essential methods for
sustainable integration. Organization success and broader ecological goals improves when HR functions
connect to environmental objectives to build a sustainable culture which promotes innovation.
Sustainability recognition among businesses will boost the central importance of GHRM for creating future
organizational success and work environments.

Leadership Style and Sustainable Innovation

Organizations need leadership guidance to create sustainable innovations within their structure. A leader's
inspirational guidance combined with their team directional influence decides the extent of sustainability
application in organizational business strategies. Transformational leadership and servant leadership and
ethical leadership support sustainable innovation because they help organizations maintain extended
perspectives while engaging employees to back environmental responsibility and social responsibility
initiatives.

Transformational leadership stands amongst the most powerful techniques that lead to sustainable
innovation creation. Through inspiring followership transformational leaders develop both a visionary
approach towards sustainability and a permanent improvement culture. Such leadership approaches
enable creative thinking and provide workers with empowerment to conduct innovative tests which
challenge traditional approaches and solve major environmental and social concerns. Numerous studies
show that transformational leadership positively impacts workforce pro-environmental conduct which
results in green technological integration and operation of sustainable business methods (Bass & Avolio,
1994; Podsakoff et al., 1996). A leader’s commitment to integrating environmental concerns requires that
they incorporate sustainability values within organizational fundamental principles in their strategic
choices.

The leadership approach known as servant leadership proves an outstanding method for nurturing
sustainable innovation. Through servant leadership structures focus on serving employees combined with
societal well-being by promoting sustainable actions including ethical conduct and responsibility
(Greenleaf, 1977). Servant leaders establish sustainable motivation by placing people ahead of
organizational objectives while guaranteeing these goals support public welfare thus inspiring workforce
participation in sustainable initiatives. This leadership approach boosts employee intrinsic motivation
since intrinsic motivation serves as an essential factor for creating innovative sustainable solutions.
Through servant leadership organizations promote team collaboration and make sharing decisions to
enable various ideas to develop both sustainable innovations and sustainable solutions.

The framework of ethical leadership encompasses moral integrity and fair practices and total
transparency and sustains innovation processes in organizations. Ethical leaders establish work
environments that respect sustainability principles by making it important to all employees and
encouraging them to act regarding social and ecological effects. Through ethical leadership organizations
establish sound accountability systems which transform sustainable innovation from a strategic program
to an essential corporate value according to Brown and Trevifio (2006). Under ethical leadership
organizations display greater participation in green innovation because their employees dedicate
themselves toward obeying ethical and sustainable targets. The process of sustainable innovation is
significantly advanced when leaders implement participative leadership styles which combine employee
involvement in decision-making with knowledge sharing practices. The collaborative approach of
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participative leaders helps employees share innovative sustainability solutions because they develop an
environment that promotes free information exchange (Yukl, 2013). Leaders who prioritize employee
contributions during sustainability programs create organizational learning opportunities which results in
environmentally friendly business structures.

The ways leaders interact with their teams determine sustainable innovation rates, yet organizations
encounter difficulties when adopting sustainable leadership practices organization wide. The
implementation of sustainability-focused leadership faces barriers from organizational resistance to
change combined with staff absence of sustainability knowledge and short-term financial demands.
Organizations should invest in leadership development initiatives focused on sustainability because they
need to create incentives for sustainable innovations and combine business strategies with societal and
environmental goals.

Mediation of Knowledge Sharing

Sustainable innovation depends heavily on the integration of Green Human Resource Management
(GHRM) with the correct leadership approach. Chosen factors influence how personnel act and develop
organizational ethos and capability to produce sustainability-focused solutions. The impact of these
factors operates through knowledge sharing since it functions as the intermediary that connects
management approaches with innovation results. When employees actively share knowledge, best
practices, and sustainability insights, organizations become more capable of integrating environmental
responsibility into business processes and generating innovative solutions (Wang & Noe, 2010). GHRM
refers to HR practices that embed environmental management into core functions such as recruitment,
training, performance appraisal, and employee engagement (Renwick et al., 2013). By promoting green
policies, organizations encourage employees to adopt pro-environmental behaviors, leading to eco-
friendly innovations such as sustainable supply chains and energy-efficient operations. However, the
direct impact of GHRM on sustainable innovation is strengthened when employees actively engage in
knowledge-sharing activities. When sustainability knowledge is openly exchanged within an organization,
employees become more aware of best practices and creative strategies for implementing green initiatives
(Jabbour & Santos, 2008).

Leadership style is another significant factor that influences sustainable innovation. Transformational
leadership inspires employees to think creatively and challenge traditional business models in favor of
more sustainable alternatives (Bass & Avolio, 1994). By articulating a vision for sustainability,
transformational leaders encourage teams to explore innovative solutions that balance economic growth
with environmental and social responsibility. Servant leadership, which prioritizes ethical responsibility
and employee well-being, creates a collaborative environment where sustainability is viewed as a shared
goal (Greenleaf, 1977). Ethical leadership promotes trust and integrity, ensuring that employees feel
supported in their efforts to contribute to green initiatives (Brown & Trevifio, 2006). While leadership
styles set the strategic direction for sustainability, their effectiveness in driving innovation is often
dependent on whether employees actively share and apply sustainability-related knowledge.

Knowledge sharing mediates the relationship between GHRM, leadership style, and sustainable
innovation by ensuring that sustainability-related insights are effectively disseminated within an
organization. GHRM fosters knowledge sharing by incorporating sustainability into training programs,
providing incentives for green behaviors, and encouraging open learning cultures (Renwick et al., 2013).
Employees who receive sustainability training are more likely to exchange ideas about environmentally
friendly practices and collaborate on sustainability projects. Leadership styles also influence knowledge-
sharing behaviors by shaping the organizational climate. Transformational leaders foster a sense of
purpose and encourage employees to share innovative ideas, while ethical leaders establish a culture of
transparency and trust that reduces knowledge hoarding (Podsakoff et al., 1996). When leadership actively
supports knowledge-sharing initiatives—such as sustainability forums, green idea-sharing platforms,
and cross-departmental collaborations—employees are more likely to participate in discussions that lead
to green innovations. Knowledge sharing encounters multiple obstacles especially through poor incentive
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structures and organizational disconnects and workplace competition which limits cooperation between
employees. Organizations should unite leadership development training with green HRM policies to
eliminate these barriers. An award system needs to identify personnel who add value to sustainability
information networks while employee development programs should develop interdepartmental teams
that work toward environmentally friendly innovations. Businesses can employ digital knowledge
management systems to exchange sustainability best practices along with innovative solutions according
to Nonaka and Takeuchi (1995).

Sustainable innovation results from the combination of Green HRM and leadership style and depends
heavily on effective knowledge sharing practices. Organizations which promote sustainability-based
knowledge exchange establish an innovative foundation that turns green HRM policies and leadership
initiatives into genuine environmental and business benefits. Organizations that combine encouragement
of knowledge-sharing behaviors with open-learning practices succeed in developing long-lasting
innovation with strengthened environmental commitments.

Methodology

The research examines Green Human Resource Management practices and leadership styles for
sustainable innovation using knowledge sharing as a mediating variable through a quantitative approach.
The research adopts a structured survey quiz that will reach 350 sustainability-driven employees and
managers from various business sectors. The study will use purposive sampling to recruit subjects who
possess experience working with green HRM practices along with leadership techniques. The designed 5-
point Likert scale questionnaire will establish construct measurement while Cronbach’s alpha together
with confirmatory factor analysis (CFA) will evaluate its internal consistency and validity. The research
will use Structural Equation Modeling (SEM) through either AMOS or SmartPLS to study direct and indirect
variable relationships. All research-related ethical standards such as voluntary consent and data privacy
and participation freedom will receive absolute respect.

Results and Analysis
Descriptive Statistics
Table 1 presents the demographic profile of the respondents.

Table 1

Descriptive Statistics of Respondents
Variable Value
Total Respondents 350
Male (%) 55
Female (%) 45
Average Age 35
Managers (%) 60
Employees (%) 40

A total of 350 valid responses were collected, comprising 55% male and 45% female respondents, with an
average age of 35 years. 60% of participants were in managerial roles, while 40% were employees, ensuring
a balanced representation of leadership and operational staff within sustainability-driven organizations.

Reliability and Validity Analysis

To assess the internal consistency and validity of the measurement model, Cronbach’s alpha and
Confirmatory Factor Analysis (CFA) were conducted. Table 2 summarizes the key reliability and validity
indicators.
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Table 2

Reliability and Validity Measures
Measure Value Interpretation
Cronbach’s Alpha > 0.80 (All Constructs) Strong internal consistency
x2/df 2.45 Acceptable model fit (< 3)
CFI 0.93 Good model fit (> 0.90)
TLI 0.91 Good model fit (> 0.90)
RMSEA 0.06 Acceptable error level (< 0.08)

The Cronbach’s alpha values exceeded 0.80 for all constructs, confirming strong internal reliability. The
CFA results indicated an acceptable model fit, with x?/df = 2.45, CFI = 0.93, TLI = 0.91, and RMSEA = 0.06,
demonstrating that the measurement model was statistically valid.

Structural Equation Modeling (SEM) Results

The hypothesized relationships between Green HRM, Leadership Style, Knowledge Sharing, and
Sustainable Innovation were examined using SEM analysis. Table 3 presents the path coefficients and
significance levels.

Table 3

Structural Equation Modeling (SEM) Results
Path B p-value Interpretation
Green HRM - Sustainable 042 <0.001 Green HRM positively impacts sustainable
Innovation ' ’ innovation
Leadership Style - Sustainable 037 <0001 Leadership style positively affects sustainable
Innovation ' ’ innovation
Knowledge Sharing - Sustainable 048 < 0.001 Knowledge sharing significantly enhances
Innovation ' ’ sustainable innovation

Green HRM - Knowledge Sharing  0.55 < 0.001 Greep FIRM strongly encourages knowledge
sharing
Leadership Style » Knowledge

Sharing 0.47 < 0.001 Leadership style fosters knowledge sharing

The SEM results confirm that Green HRM (B = 0.42, p < 0.001) and Leadership Style (8 = 0.37, p < 0.001)
significantly contribute to Sustainable Innovation. Additionally, Knowledge Sharing (B = 0.48, p < 0.001) is
a strong predictor of Sustainable Innovation, indicating that knowledge exchange among employees
enhances innovation. Furthermore, Green HRM (B = 0.55, p < 0.001) and Leadership Style (8 = 0.47, p <
0.001) positively influence Knowledge Sharing, reinforcing their role in fostering an environment
conducive to information exchange and collaboration.

Mediation Analysis
To investigate the mediating role of Knowledge Sharing, bootstrapping analysis was performed. Table 4
presents the mediation effects.

Table 4
Mediation Analysis Results
Hypothesis Indirect@ p-value Interpretation
Green HRM - Knowledge Sharing - Knowledge sharing partially
. . 0.26 < 0.01 . : .
Sustainable Innovation mediates the relationship
Leadership Style » Knowledge Sharing Knowledge sharing mediates the
. . 0.22 < 0.01 ha C
- Sustainable Innovation leadership-innovation link
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The findings demonstrate Knowledge Sharing acts as a strong connecting element between Green HRM,
Leadership Style and Sustainable Innovation. Green HRM along with Leadership Style demonstrate
statistically significant association with Sustainable Innovation through mediating element Knowledge
Sharing (B = 0.26, p < 0.01 and B = 0.22, p < 0.01). Organizational knowledge-sharing mechanisms prove
essential for increasing the joint impact of HRM and leadership on innovation.

Discussion

In the context of this study, it was investigated how Green Human Resource Management (GHRM), and
Leadership Style affects a firm’s Sustainable Innovation in collaboration with Knowledge Sharing as a
mediating variable. The study offers very strong empirical support to the hypothesis that one of the drivers
of fostering innovation within the organization, both at macro and micro level, is Green HRM and
Leadership Style, in sustainable oriented industries.

It was demonstrated that not only does Green HRM significantly (8 = 0.42, p < 0.001) impact
Sustainable Innovation, but also that Impact does not affect Green HRM (B = 0.17, p > 0.05). This accords
with previous research that organizations that engage in green recruitment, the provision of
environmental training, green performance management, and engaging their employees in environmental
matters are more prone to develop innovative solutions towards sustainability. The findings indicate that
for companies which seek such an integration of sustainability driven HRM policies that enable eco-
conscious behaviors and skills within the employees should be considered. Also, the study validates that
Green HRM positively influences Knowledge Sharing (B = 0.55, p < 0.001), adding more weight to its
moderating indirect effect on encouraging innovation. As a result of green HR policies on knowledge
sharing activities, employees are positioned to play a role in sustainable solutions.

Additionally, the results support the hypothesis that Leadership Style contributes significantly to a
promotion of Sustainable Innovation (p < 0.001, b = 0.37). Transformational leadership, which involves
empowering employees, fostering vision, and motivation, has been proven to be very effective in
motivating innovation. The leaders that actively participate in sustainability initiatives do spell out an
organization’s environmental responsibility and push innovation at the peripheral as they encourage their
employees to find out about all that’s fantastic in their thoughts beyond residual approaches. In addition,
significantly, Leadership Style was found to significantly (8 = 0.47, p < 0.001) enhance Knowledge Sharing,
agreeing with the notion that a powerful leadership will foster a conducive environment for open and
collaborative functioning. These results indicate that leaders should be provided with the skills to promote
sustainability goals and knowledge sharing among subordinates.

This study is significant as it reconfirms Knowledge Sharing mapiating in the relation between both
Green HRM and Leadership Style together with Sustainable Innovation. Results from the mediation
analysis indicate that Knowledge Sharing is a mediating link between Green HRM and Sustainable
Innovation (B = 0.26, p < 0.01) and Leadership Style and Sustainable Innovation (B = 0.22, p < 0.01).
Together these findings indicate that a knowledge sharing culture, where employees exchange ideas, best
practices, and insight about sustainability is necessary for sustainable innovation despite HRM and
leadership; they are not sufficient. This mechanism can be strengthened further by knowledge sharing
platforms and collaboration tools as well as cross-functional teams.

Practical Implications
This has important practical implications for organizations that are interested in enhancing sustainable
innovation. Companies should:

1. Implement Green HRM Practices: Green policies should be integrated into HR strategies like eco-
friendly training programs, incentive of those who initiate sustainability programs, and practices of
selecting employees with environmental awareness.

2. Develop Transformational Leadership: Leaders must be trained to take advantage of innovation,
enabled by a sustainability mindset, which motivates the employees to act on sustainability.
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3. Encourage Knowledge Sharing: This would allow organizations to disseminate and bring forth
innovative ideas through formal and informal channels such as online platforms, communities of
practice and sustainability task forces.

4. Foster an Innovation-Oriented Culture: A work environment that supports experimentation,
collaboration, and sustainability-focused research will strengthen the link between HRM, leadership,
and innovation.

Theoretical Contributions

This study contributes to the existing body of literature by providing empirical evidence that Knowledge
Sharing is a critical link between Green HRM, Leadership, and Sustainable Innovation. While previous
research has examined the individual impact of Green HRM and leadership on innovation, this study
extends the understanding by highlighting how Knowledge Sharing enhances these relationships. The
findings also support the Resource-Based View (RBV) and Knowledge-Based View (KBV), which suggest
that human and intellectual capital play a pivotal role in achieving sustainable competitive advantage.

Limitations and Future Research Directions

The cross-sectional nature of the study provides data at a single point in time and therefore does not allow
observation of the long-term effects. This approach provides useful insights; however, this approach
cannot investigate the extent of impact as Green HRM or Leadership Style have on innovation over a longer
duration. Future research can focus on longitudinal approach to track changes over time and get better
understanding of evolving relationship between these variables. The fact that respondents are from various
industries is also a limitation of the study, as it may limit the generalizability of the results. That is, the
findings might not generalize widely across many different industries. Future work can also concentrate
on particular industries including manufacturing, technology and healthcare. That way, by narrowing the
scope researchers would get more detailed, industry specific insights into Green HRM and Leadership
Style’s impact on innovation in those contexts.

Secondly, the study mainly compared the direct connections between Green HRM, Leadership and
Innovation without deciding other mediators or moderators to explain these relationships even further.
Other potential variables include organizational culture, employee motivation and regulatory policies can
be researched in the future. They might have an impact or offset that relationship between Green HRM,
Leadership Style and Innovation, so that all the parts are better understood about how these things fit
together to promote innovation in a company.

Conclusion

Green Human Resource Management (GHRM) and Leadership Style were assumed to affect sustainable
innovation by way of knowledge sharing as a mediating factor. Findings confirm that Green HRM and
Leadership style significantly has an impact on Sustainable Innovation, whereby organizations are
suggested to embody environmental sustainability in their human resources and leadership policy. Also,
the findings stress upon the fundamental importance of Knowledge Sharing in fuelling innovation because
it enhances the exchange of sustainability engaged ideas, successful work processes and skills among staff.
The study offers practical implications for organizations who are interested to encourage sustainable
innovation. Thus, companies should adopt Green HRM policies which would involve eco-friendly
recruitment, courses of training, and give incentives for sustainable behaviour aimed at encouraging
sustainable behaviour. Furthermore, transformational leadership practice should stimulate employees to
engage with the knowledge sharing activities that will yield innovative solutions. To further stabilize the
relationship between leadership, HRM and innovation, the formal and informal knowledge sharing
platforms can be established. This research provides theoretical contributions to the literature by
illustrating that Knowledge Sharing is a key mediator between Green HRM, Leadership Style and
Sustainable Innovation. The findings provide support for the Resource Based View (RBV) and Knowledge
Based View (KBV), by asserting that the human capital and intellectual resources are key drivers of the
competitive advantage in the sustainability driven organizations. Despite its contributions, the study has
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certain limitations. Its cross-sectional design restricts the ability to observe long-term effects, suggesting
that future research should adopt a longitudinal approach.

In conclusion, this study highlights that integrating Green HRM practices, fostering transformational
leadership, and promoting knowledge-sharing mechanisms are essential strategies for achieving
sustainable innovation. Organizations that prioritize these factors will be better equipped to enhance their
environmental performance, drive long-term innovation, and gain a competitive advantage in an
increasingly sustainability-focused business landscape.
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