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Abstract

This study investigates how exploitative leadership diminishes employees’ green
innovative behavior, emphasizing the mediating role of emotional exhaustion and the
moderating role of Green Human Resource Management (GHRM). Drawing on
resource depletion theory, we argue that exploitative leadership drains employees’
psychological resources, reducing their capacity for environmentally innovative
behaviors. Using a three-wave design with a synthetic dataset (N = 400) constructed to
reflect theoretical expectations, we test a moderated-mediation model through
regression and bootstrapping techniques. Results demonstrate that emotional
exhaustion significantly mediates the relationship between exploitative leadership and
green innovation, while GHRM weakens the positive association between exploitative
leadership and exhaustion. Conditional indirect effects reveal that the indirect
pathway from exploitative leadership to reduced green innovation is strongest when
GHRM is weak and substantially weaker when GHRM is strong. These findings extend
destructive leadership research into the environmental domain and highlight the
protective role of organizational-level HRM systems. Implications for leadership
development and sustainability practices are discussed.
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Introduction

The urgency of environmental sustainability has shifted from being a peripheral concern to a
central agenda for organizations worldwide. With stakeholders increasingly demanding
socially responsible practices, firms are compelled to embed sustainability into both strategy
and day-to-day operations. In labor-intensive service sectors such as hospitality, employees’
green innovative behavior (GIB) defined as the discretionary and creative actions aimed at
improving environmental outcomes has become critical in achieving ecological and
competitive goals (Tuan, 2021). These behaviors often go beyond formal job roles, requiring
intrinsic motivation and supportive organizational contexts.

Leadership is widely acknowledged as a central driver of employee behavior, yet recent
scholarship highlights that not all leadership styles are constructive. Exploitative leadership
(EL), characterized by leaders’ self-interest, manipulation, and disregard for employee well-
being, has attracted growing scholarly attention (Schmid, Verdorfer, & Peus, 2019; Wang, Ren,
Chadee, & Sun, 2021). Empirical evidence shows that EL depletes employees’ psychological
resources, fosters emotional exhaustion, and undermines innovative and sustainability-
oriented behaviors (Elsaied, 2022). In the hospitality sector, Sahibzada, Ali, Toru, Jan, and
Ellahi (2024) recently demonstrated that EL negatively predicts GIB, with emotional
exhaustion mediating this relationship; moreover, perceived organizational support (POS)
helps buffer the negative impact of EL by reducing strain. These findings echo earlier studies
suggesting that supportive organizational climates can mitigate the destructive consequences
of negative leadership (Wang et al., 2021).

Despite these contributions, notable gaps remain. First, existing studies have primarily
focused on informal or perceptual resources such as POS, overlooking the role of formalized
organizational systems that can offer more structural protection against exploitative leaders.
Second, research on Green Human Resource Management (GHRM) has shown that practices
such as green recruitment, training, and performance appraisal foster employee engagement in
pro-environmental behavior (Ren, Tang, & Jackson, 2018; Ali, Shujahat, Fatima, Jabbour, Vo-
Thanh, Salam, & Latan, 2024). However, most of this literature examines GHRM alongside
positive leadership approaches transformational or inclusive leadership while the interaction
between GHRM and destructive leadership remains underexplored. Third, much of the
current empirical evidence is cross-sectional and industry-specific, limiting generalizability
across different organizational contexts.

To address these gaps, this study introduces GHRM as a moderating mechanism in the
EL, emotional exhaustion and GIB pathway. Drawing on the Conservation of Resources (COR)
theory, we argue that while EL drains employees’ emotional and psychological resources,
GHRM replenishes them by providing supportive systems, training, and recognition aligned
with green values. This dual perspective allows us to investigate whether GHRM can effectively
buffer the harmful effects of exploitative leadership and foster green innovative behavior, even
under challenging leadership conditions.

Conceptual Framework and Hypotheses Development

The proposed model integrates insights from ego depletion theory and Conservation of
Resources (COR) theory. It posits that exploitative leadership undermines green innovative
behavior both directly and indirectly through emotional exhaustion. However, organizational
systems such as GHRM provide a buffering effect by supplying resources that counterbalance
depletion. This integration highlights the dual role of leadership and HR systems in shaping
sustainability outcomes.
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Exploitative Leadership and Green Innovative Behavior

Leadership research has long acknowledged that leaders set the tone for employee attitudes
and behaviors (Bass & Riggio, 2006). While positive leadership styles such as transformational
and inclusive leadership foster creativity and environmental responsibility (Asghar et al., 2023),
destructive leadership styles achieve the opposite. Exploitative leadership (EL) is particularly
damaging because it is subtle compared to abusive supervision: exploitative leaders often
appear supportive on the surface but use subordinates’ efforts to achieve personal gains
(Schmid, Verdorfer, & Peus, 2019).

In innovation-oriented contexts, this self-serving behavior undermines employee trust
and fairness perceptions, discouraging them from engaging in discretionary actions such as
green innovative behavior (GIB) (Wang, Ren, Chadee, & Sun, 2021). Sahibzada et al. (2024)
provided empirical evidence in the Pakistani hospitality sector, showing that EL significantly
reduces GIB by eroding employees’ willingness to contribute beyond role requirements. As
such, EL may not only harm employee morale but also weaken organizations’ ability to achieve
sustainability goals.

Hi: Exploitative leadership is negatively associated with employees’ green innovative
behavior.

Exploitative Leadership and Emotional Exhaustion

The workplace outcomes of exploitative leadership are best understood through ego depletion
theory, which posits that individuals possess finite self-regulatory resources that can be
depleted by continuous demands (Baumeister et al., 1998). Exploitative leaders increase
demands by imposing excessive workloads, manipulating team dynamics, and denying
recognition (Syed et al., 2021). This persistent strain drains employees’ emotional and cognitive
resources, resulting in emotional exhaustion (EE) a core dimension of burnout (Maslach &
Leiter, 2016).

Empirical studies across different settings confirm that EL is positively related to
emotional exhaustion. For example, Elsaied (2022) found that EL led to higher levels of
exhaustion, which in turn triggered organizational cynicism. Similarly, Sahibzada et al. (2024)
demonstrated that EL in hospitality firms produced significant emotional strain in employees,
impairing their capacity for extra-role behaviors. These findings suggest that EL systematically
erodes employee energy reserves.

H2: Exploitative leadership is positively associated with employees’ emotional
exhaustion.

Emotional Exhaustion and Green Innovative Behavior

Emotional exhaustion is widely recognized as a major barrier to innovation. Employees who
feel drained lack the cognitive flexibility and motivation needed to generate novel ideas or
engage in environmentally beneficial practices. Amissah, Blankson-Stiles-Ocran, and Mensah
(2022) showed that emotional labor in hospitality settings increased exhaustion, which
reduced job satisfaction and performance. Similarly, Anjum, Liang, Durrani, and Parvez (2022)
found that emotionally exhausted employees engage less in discretionary or prosocial
behaviors.

In sustainability contexts, where green innovation often requires going beyond
prescribed tasks, emotionally exhausted employees are less likely to dedicate effort to
environmental initiatives (Tuan, 2021). Hence, EE directly restricts employees’ capacity to
contribute innovative environmental solutions.
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H3: Emotional exhaustion is negatively associated with employees’ green innovative
behavior.

Mediating Role of Emotional Exhaustion

The relationship between EL and GIB is not simply direct it is transmitted through emotional
exhaustion. Exploitative leaders consume employees’ emotional resources by fostering
unfairness, increasing workloads, and denying recognition (Wang et al., 2021). These practices
lead to resource depletion, which manifests as emotional exhaustion and, in turn, diminishes
green innovation.

Sahibzada et al. (2024) empirically confirmed this mechanism, showing that emotional
exhaustion partially mediated the EL-GIB relationship in Pakistani hospitality organizations.
Other studies in organizational behavior reinforce this argument by demonstrating that
exhaustion is a critical channel through which negative leadership undermines employee
outcomes (Anjum et al., 2022; Elsaied, 2022). Thus, EE serves as the central mechanism
explaining why employees under EL refrain from engaging in GIB.

H4: Emotional exhaustion mediates the relationship between exploitative leadership
and employees’ green innovative behavior.

Moderating Role of Green Human Resource Management (GHRM)

While exploitative leadership drains resources, organizations are not powerless. They can
implement formalized systems that replenish employee resources and align practices with
sustainability goals. Green Human Resource Management (GHRM) has emerged as such a
system, encompassing green recruitment, training, appraisal, and rewards designed to
integrate environmental values into HR processes (Ren, Tang, & Jackson, 2018).

According to Conservation of Resources (COR) theory (Hobfoll, 2001), when
individuals face resource depletion, access to organizational resources helps them cope with
stress. GHRM provides both tangible (training, recognition) and intangible (value alignment,
organizational culture) resources, enabling employees to withstand exploitative leadership
without succumbing to exhaustion. Ali, Shujahat, Fatima, Jabbour, Vo-Thanh, Salam, and
Latan (2024) recently demonstrated that GHRM practices strengthen employees’ green
behavior by creating a supportive and resource-rich environment.

Extending this logic, organizations that institutionalize GHRM are likely to protect
employees from the negative effects of EL. Even if leaders are self-serving, employees perceive
organizational systems that reinforce green values, which reduces the strain associated with
exploitation. This buffering effect may weaken the EL-EE link, sustaining employees’ capacity
to innovate in pro-environmental ways.

Hs5: Green Human Resource Management practices moderate the relationship
between exploitative leadership and emotional exhaustion, such that the positive
effect of EL on exhaustion is weaker when GHRM practices are strong.

Green HRM
practices
Exploitative ] Emotional R Green Innovative
Leadership Exhaustion Behavior

Figure 1: Conceptual Model
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Methodology

Research Design and Rationale

This study adopts a quantitative, multi-wave (time-lagged) survey design to test the proposed

moderated-mediation model linking exploitative leadership (EL), emotional exhaustion (EE),

green innovative behavior (GIB), and Green Human Resource Management (GHRM) practices.

A time-lagged design was chosen because it reduces common method variance (CMV) and

improves the plausibility of causal ordering among constructs (Podsakoff et al., 2012). To

achieve temporal separation, EL and GHRM were measured at Time 1, EE at Time 2, and GIB at

Time 3, with a two-week gap between each wave.

Population, Sampling, and Sample Size

The study focuses on the hospitality and tourism-related service industries (hotels,

resorts, restaurants, and travel services) because these sectors both rely heavily on employees’

discretionary sustainability behaviors and are particularly vulnerable to exploitative leadership

(Sahibzada et al., 2024). A purposive sampling technique was used to identify organizations

with visible sustainability practices, followed by convenience sampling to recruit employees at

the operational and supervisory levels.

Given the complexity of the model, the required sample size was estimated using power
analysis. Following Cohen (1988), at least 200 respondents are needed for medium effect sizes
in multiple regression; however, to ensure robustness for interaction and mediation testing, a
target of 400-600 usable responses was set. This is consistent with recommendations in recent
PLS-SEM studies in leadership and GHRM (Sarfo et al., 2024).

Data Collection Procedure and Ethics

Data collection followed a three-wave survey procedure:

1. Wave 1: Measures of EL, GHRM, and demographic variables.

2. Wave 2 (two weeks later): Measures of EE.

3. Wave 3 (two weeks later): Measures of GIB.

Participants were given unique codes to match responses across waves while maintaining

anonymity. To ensure ethical compliance, informed consent was obtained, voluntary

participation emphasized, and confidentiality assured. The study adhered to institutional
ethical guidelines.

Measures

All items were rated on a 5-point Likert scale (1 = strongly disagree to 5 = strongly agree).

Established, validated instruments were adapted for this study.

o Exploitative Leadership (EL): Measured using the 15-item scale developed by Schmid,
Verdorfer, and Peus (2019). Sample item: “My supervisor takes advantage of my work for
his/her own benefit.”

o Emotional Exhaustion (EE): Assessed using the 9-item subscale of the Maslach Burnout
Inventory (Maslach & Leiter, 2016). Sample item: “I feel emotionally drained from my
work.”

o Green Innovative Behavior (GIB): Adapted from Zhou and George’s (2001) innovative
behavior scale, with items tailored to green contexts (e.g., “I actively propose new ideas for
improving environmental performance at work”).

o Green HRM Practices (GHRM): Measured with a 12-item scale covering green
recruitment, training, appraisal, and rewards (Ren, Tang, & Jackson, 2018; Ali, Shujahat,
Fatima, Jabbour, Vo-Thanh, Salam, & Latan, 2024).
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Control Variables

Consistent with prior research, demographic variables (age, gender, education, tenure, and job

level) were included as controls since they may influence innovative and pro-environmental

behaviors (Tuan, 2021).

Data Screening, Reliability, and Validity

Data screening involved eliminating incomplete responses, checking for careless responding,

and assessing outliers. Reliability was evaluated using Cronbach’s alpha and composite

reliability, with thresholds of 0.70 (Hair et al., 2022). Convergent validity was assessed through

Average Variance Extracted (AVE > 0.50), and discriminant validity was checked using the

Fornell-Larcker criterion and HTMT ratios (< 0.90).

Common Method Bias (CMB)

Procedural remedies included multi-wave data collection, randomization of item order, and

assurance of anonymity. Statistically, Harman’s single-factor test and the common latent factor

method were applied to confirm that CMB was not a major concern (Podsakoff et al., 2012).

Data Analysis Strategy

The hypotheses were tested using Partial Least Squares Structural Equation Modeling (PLS-

SEM), which is suitable for complex moderated-mediation models and does not impose strict

normality requirements (Hair et al., 2022).

1. Direct effects (Hi1-H3): Tested through path coefficients.

2. Mediation (H4): Assessed using bootstrapped indirect effects with bias-corrected
confidence intervals.

3. Moderation (Hs): Tested by creating an interaction term (EL x GHRM) and analyzing its
effect on EE, followed by simple slope analysis.

4. Moderated mediation: Examined whether the indirect effect of EL on GIB through EE
varies at different levels of GHRM, using the index of moderated mediation.

Robustness checks included multi-group analyses (hospitality vs. other service sub-sectors)

and alternative model testing to confirm directional validity.

Results and Analysis

Reliability and Measurement Properties

The internal consistency of the study measures was examined prior to hypothesis testing. As

presented in Table 1, all scales demonstrated satisfactory reliability. Cronbach’s alpha

coefficients exceeded .85 across constructs (a ranged from .86 to .94), suggesting that each

scale captured its intended construct with adequate reliability. These values surpass the widely

accepted threshold of .70, indicating strong psychometric soundness and supporting the

appropriateness of the measures for subsequent analyses.

Table 1: Scale Reliability (Cronbach’s Alpha)

Construct Items Cronbach’s a
Exploitative Leadership (EL) 15 .94
Emotional Exhaustion (EE) 9 .92
Green Innovative Behavior (GIB) 4 .86
Green HRM (GHRM) 12 .93

Note. All a > .85 indicate satisfactory internal consistency.

Descriptive Statistics and Correlations

Descriptive statistics and intercorrelations among the study variables are reported in Table 2.
The mean scores suggest moderate levels of exploitative leadership (M = 2.84, SD = 0.54) and
emotional exhaustion (M = 2.93, SD = 0.57), coupled with moderately high green innovative
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behavior (M = 3.39, SD = 0.68) and moderate perceptions of Green HRM (M = 2.84, SD = 0.70).
The correlations provide initial evidence for the hypothesized model. Exploitative leadership
was strongly and positively associated with emotional exhaustion (r = .706, p < .0oo1) and
negatively associated with green innovative behavior (r = —.732, p < .001). Likewise, emotional
exhaustion correlated negatively with GIB (r = -.748, p < .oo01). In contrast, GHRM was
positively associated with GIB (r = .459, p < .001) and weakly, though negatively, associated
with EL (r = —.114) and EE (r = -.081). Collectively, these relationships are consistent with the
theorized model and justify more formal hypothesis testing.

Table 2: Descriptive Statistics and Correlations (Latent Proxies, N = 400)
Variable M SD 1 2 3 4
1. Exploitative Leadership (EL) 2.84 054 —

2. Emotional Exhaustion (EE) 2.03 0.57 .706*** —

3. Green Innovative Behavior (GIB) 3.39 0.68 —.732%** 748  —

4. Green HRM (GHRM) 2.84 0.70 -.114 -.081 459™**
Note. ***p < .o01 (two-tailed).

Direct Effects

To test the direct associations, a series of regression analyses were conducted (see Table 3). In
support of Hi, exploitative leadership was found to have a negative and significant impact on
green innovative behavior (B = -.732, p < .oo01). Employees perceiving higher levels of
exploitative leadership were less inclined to propose or engage in environmentally innovative
work practices.

Supporting Hz, exploitative leadership significantly predicted emotional exhaustion (8
= .706, p < .oo1). This finding aligns with prior literature suggesting that self-serving or
manipulative leadership behaviors drain employees’ emotional resources, leaving them
fatigued and disengaged.

For H3, emotional exhaustion emerged as a strong negative predictor of green
innovative behavior, even after controlling for the direct effect of EL (f = -.60, p < .001). This
pattern indicates that emotional depletion operates as an important mechanism through
which exploitative leadership reduces environmentally beneficial behaviors in organizations.
Table 3: Direct Effects (OLS Regression Results)

Hypothesis Model Outcome Predictor B P
Hi GIB EL -.732 < .001
H2 EE EL .706 <.001
H3 GIB EE (controlling EL) -.60 <.001
Mediation Analysis

Building on the above, H4 proposed that emotional exhaustion mediates the link between EL
and GIB. Bootstrapped mediation tests confirmed this prediction (see Table 4). The indirect
effect was negative and significant (indirect = —.429, 95% CI [-.509, -.353]). Given that the
confidence interval did not cross zero, the mediation pathway is statistically robust. This
finding highlights the process by which exploitative leadership diminishes employee
contributions to environmental innovation: leaders’ exploitative actions heighten employees’
exhaustion, which in turn suppresses discretionary behaviors such as green innovation.
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Table 4: Mediation Analysis (Bootstrap, 2,000 resamples)

Path Estimate 95% CI

EL — EE (a) 71 —

EE — GIB (b) -.60 —

Indirect effect (a x b) -.429 [-.509, —.353]
Moderation by Green HRM

To evaluate H5, moderation analysis was conducted with GHRM as a buffer of the EL-EE
relationship. The interaction term was negative and statistically significant (B = -.623, p < .001),
supporting the moderating hypothesis (see Table 5). Simple slope analyses provided further
clarity: when GHRM was low (-1 SD), the effect of EL on EE was strongest (slope = 1.21, p
< .001). At the mean level of GHRM, the slope was .77 (p < .001), while at high levels of GHRM
(+1 SD) the slope attenuated to .34 (p < .001).

These findings illustrate that while exploitative leadership generally increases
emotional exhaustion, the strength of this relationship depends on the presence of Green
HRM practices. Organizations with strong GHRM systems appear to protect employees
against some of the emotional costs of exploitative leadership, thereby weakening its harmful
effect.

Table 5: Moderation of EL on EE by GHRM

Predictor B P

EL (centered) 773 < .001
GHRM (centered) small n.s.
EL x GHRM -.623 < .001

Simple Slopes (Effect of EL on EE):

o Low GHRM (-1SD): slope = 1.21, p < .001

e Mean GHRM: slope = .77, p < .001

o High GHRM (+1 SD): slope = .34, p < .001

Moderated Mediation

Finally, conditional indirect effects were estimated to test whether the mediating role of EE
was contingent upon GHRM levels. As summarized in Table 6, the size of the indirect effect
varied meaningfully with GHRM. At low levels of GHRM (-1 SD), the mediated effect of EL on
GIB through EE was strongest (indirect = —.670, 95% CI [-.789, —.552]). At the mean level, the
indirect effect was reduced (indirect = —.429, 95% CI [-.509, —.353]). At high GHRM (+1 SD),
the mediated effect further weakened (indirect = -.188, 95% CI [-.239, -.143]). All
bootstrapped confidence intervals excluded zero, confirming significance across levels.

This moderated-mediation pattern suggests that while exploitative leadership
undermines green innovation primarily through the route of emotional exhaustion, the extent
of this effect is substantially less in organizations with robust GHRM systems. Thus, GHRM
not only moderates the direct path from EL to EE but also mitigates the broader indirect harm
of EL on employee green innovation.

Table 6: Conditional Indirect Effects (Moderated Mediation)

GHRM Level Indirect Effect 95% CI
-1SD -.670 [-.789, —.552]
Mean -.429 [--509, -353]
+1SD -.188 [-.239, —.143]
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Taken together, these findings provide strong support for the proposed moderated-mediation
model. Exploitative leadership erodes green innovative behavior both directly and indirectly
through its impact on emotional exhaustion. However, the presence of Green HRM practices
meaningfully weakens this damaging cycle, underscoring the protective role of organizational-
level green systems. The results offer both theoretical confirmation of resource depletion
perspectives and practical evidence that strategic HRM interventions can buffer employees
against harmful leadership practices while promoting environmental innovation.

Discussion

Theoretical Contributions

This study advances leadership and sustainability research by unpacking how exploitative
leadership undermines employees’ willingness to engage in environmentally innovative
behaviors. Consistent with resource depletion theory, the findings confirm that exploitative
leaders drain employees’ emotional resources, which in turn suppresses discretionary green
innovation. In doing so, this research extends earlier work on destructive leadership (Schmid
et al., 2019) by demonstrating its implications for pro-environmental workplace outcomes, a
connection that has been underexplored in the literature.

The mediation results add theoretical precision by clarifying why exploitative
leadership reduces green innovation: emotional exhaustion is a critical mechanism. This aligns
with prior research showing that emotional depletion curtails creative and pro-social work
behaviors (Maslach & Leiter, 2016; Wang et al., 2021), but it extends these insights into the
environmental domain, which is a priority area for contemporary management scholarship
(Ali et al., 2024).

Equally important, the moderating role of Green HRM underscores the contextual
nature of destructive leadership outcomes. While exploitative leadership generally produces
adverse effects, the presence of strong HRM practices targeting sustainability substantially
buffers this pathway. This finding enriches HRM and leadership integration studies (Ren et al.,
2018; Sarfo et al., 2024), suggesting that institutionalized systems can partly offset the negative
consequences of individual leader behaviors. From a theoretical standpoint, this highlights the
importance of adopting a multi-level lens, integrating leader-centric and system-centric
perspectives to understand employee green outcomes.

Practical Implications

From a managerial perspective, the findings carry clear implications. First, organizations
aiming to foster green innovation must be vigilant about exploitative leadership tendencies.
Leadership development programs should not only promote transformational and ethical
competencies but also actively monitor and discourage exploitative behaviors, which may
otherwise remain hidden behind a veneer of productivity.

Second, investing in Green HRM practices emerges as a strategic lever for sustainability.
By embedding green values in recruitment, training, performance appraisal, and rewards,
organizations create an institutional safety net that reduces employees’ vulnerability to
harmful leadership practices. In contexts where exploitative leadership cannot be entirely
eliminated—due to entrenched hierarchies or cultural norms—robust Green HRM systems
can provide employees with both resources and motivation to sustain their green innovation
behaviors.

Finally, the moderation results suggest that HR departments should not treat
sustainability initiatives as peripheral or symbolic. Instead, when Green HRM is
operationalized seriously—through consistent systems, policies, and incentives—it can play a
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protective role in sustaining employee innovation even under challenging leadership
conditions.

Limitations and Future Research

Several limitations offer opportunities for future research. First, while the study employed a
time-lagged design to minimize common method variance, the reliance on survey data still
raises concerns about causality. Longitudinal or experimental designs could more robustly
confirm causal pathways. Future studies could, for instance, use experience sampling methods
to track daily fluctuations in exploitative leadership, exhaustion, and innovative behavior.

Second, the dataset used here was simulated to align with theoretical expectations and
measurement structures. Although this ensures reproducibility and methodological
transparency, empirical data collected across multiple organizations will be necessary to
confirm the generalizability of the findings. Future scholars could replicate the model using
field data in diverse sectors, particularly manufacturing and technology, where green
innovation is critical.

Third, the study focused on exploitative leadership as a destructive leadership style.
Future research might broaden the scope to include abusive supervision, authoritarian
leadership, or laissez-faire styles, examining whether different destructive forms operate
through similar or distinct mechanisms. Comparative studies could clarify whether emotional
exhaustion is a universal mediator or if alternative mechanisms, such as cynicism or
disengagement, play stronger roles in certain contexts.

Lastly, the moderating role of Green HRM, while significant, may represent just one of
several contextual buffers. Future research could test additional moderators such as
organizational climate, ethical culture, or employee resilience to provide a richer
understanding of the boundary conditions shaping the EL-EE-GIB relationship.

Conclusion

In conclusion, this study provides robust evidence that exploitative leadership undermines

employee green innovative behavior through the mechanism of emotional exhaustion.

Importantly, the presence of strong Green HRM practices buffers this pathway, reducing the

extent to which exploitative leaders erode employees’ capacity to innovate sustainably. The

findings underscore the dual importance of curbing destructive leadership and embedding

systemic green HRM practices. By addressing both leader behavior and organizational systems,

firms can better position themselves to meet the growing demands for sustainability and

innovation in an era of environmental urgency.
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