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Abstract: This study aims to find out and explain how the effect of e-service quality and e-
recovery service quality on e-customer loyalty when online shopping is mediated by e Green
Human Resource Management (GHRM) at hotels in Kerinci and Sungai Penuh, either
directly or indirectly. direct. this research is quantitative. The sampling method used was
purposive sampling with a research instrument in the form of a questionnaire distributed to 80
respondents from hotel employees. The results showed that green transformational leadership
and green servant leadership had a direct effect on GHRM and green creativity. GHRM has
an important role in mediating the relationship between green transformational leadership and
green servant leadership on green creativity. Therefore, the concept of GHRM strengthens the
exchange relationship between employees and the organization because they care, support,
and appreciate their contribution, when green servant leadership, green transformational is
good, hotel employees are more likely to exert their efforts and happily engage in
environmentally friendly tasks. ultimately fostering eco-friendly creativity from employees.

Keywords: Green Transforamtional Leadeship, Green Servant Leadeship, GHRM, Green
Crearivit

INTRODUCTION

Global warming and destructive pollution have increased the need for environmental
protection, therefore concern for the environment and the adoption of sustainable practices
have received a lot of attention in recent decades (Aligah et al, 2022; Aboramadan &;
Karatepe,2021; Bartolacci et al.,2020; Yong et al.,2020). The growing environmental
awareness driven by customers, market pressures, laws, and government regulations,
encourages organizations to accelerate their shift to more environmentally friendly
management practices (Al-Hawari et al., 2021; Li et al.,2020). With this in mind,
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organizations have more motivation to achieve sustainable results by adopting
environmentally friendly practices (Hameed et al.,2022; Thabet et al.,2022).

One approach adopted by various organizations to promote sustainability is Green
Human Resource Management (GHRM) (Aftab et al., 2022; Luu, 2019). GHRM refers to
"HRM activities that promote positive environmental outcomes” (Kramar, 2014).
Integrating various practices such as green training, green performance evaluation, and
green rewards plays an important role in improving green behavior (Dumont et al., 2017).
As a result, GHRM has the potential to promote a culture of environmental sustainability by
encouraging environmentally friendly business practices (Ahmad et al., 2021).

The success of the company in achieving environmentally friendly performance
depends heavily on its leaders. Many studies have recognized the importance of leadership
in green performance in an organization. Johnson and Schaltegger (2020) and Alwakid et al.
(2021) show in their research that business leaders striving to achieve environmental and
business goals have transformative effects not only on their own industries, but also on the
level of development of caring and environmentally friendly companies.

Research appears on green creartivity as an important sustainable outcome (Riva et al.,
2021). This refers to "the development of new ideas regarding green products, green
services, green processes, or environmentally friendly practices that are considered original,
new, and original” (Riva et al., 2021). useful” (Chen and Chang, 2013). In addition to the
importance of green creartivity in developing new environmentally friendly ways of
completing tasks (Mittal and Dhar, 2016; Ogbeibu et al., 2021), this also encourages
innovation and overcomes market competition (Bhutto et al., 2021; Tuan, 2020), but little
attention is paid to GHRM (Ahmad et al., 2021; Al-Hawari et al., 2021). Based on the
Theory of Ability, Motivation and Opportunity (AMO) (Appelbaum et al., 2000) this study
aims to explore the relationship between GHRM and green creartivity.

In addition, the implementation of GHRM is highly dependent on the management
style presented by the manager. Promoting green creartivity among employees is an
important concern of organizational leaders. The behavior and characteristics of the leader
greatly influence the behavior of the individual. Servant leadership that deals with the
environment (i.e. caring for and serving the natural environment) to explore the impact on
the organization's environmental development goals (Robertson and Barling, 2017).
Research findings generally agree that servant leadership has a role in motivating
employees to strive for the development of environmentally friendly organizations or pursue
environmentally friendly performance When leaders treat their employees in an
environmentally friendly manner, they are more likely to have the opportunities and
resources they need to participate in environmentally friendly organizational activities,
thereby driving environmentally friendly organizational performance (Dhar, 2016). Tuan
(2021) found that green leadership can improve eco-friendly performance in individual
workers and teams by creating an eco-friendly climate within their organizations. Dan Luu
(2020) found that servant leadership is an effective way to improve an organization's green
performance by encouraging greener behavior within the employee's organization.

In addition to servant leadership, transformation leadership also has a big role in
influencing green creativity among employees, Green transformation leadership influences
subordinates to achieve environmental goals and objectives through inspiration, producing
superior performance and resulting green creartivity (Chen, 2013). Therefore, full support
from top management along with HR practices that focus on green agendas enable
leaders/managers to present Green transformation leadership. The role of Green
transformation leadership in promoting environmentally friendly behavior in employees is
widely recognized in the literature (Mansoor et al, 2021; Mittal et al, 2016; Robertson et al,
2018) Therefore, this study proposes that green management initiatives create an
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organizational environment that requires green creartivity from managers through green
transformation leadership.
LITERATURE REVIEW

Eco-friendly employee behavior can contribute to green, eco-friendly performance.
Despite the importance of human resource (HR) practices in translating organizational
strategy into employee behavior, the lack of environmentally friendly human resource (HR)
practices in shaping green employee behavior has not been explored.Environmentally sound
employee behavior can have positive sustainability sanctions in all areas (farook et al 2022).
However, details about how such behavior is encouraged are limited in the literature.
Therefore, studies that describe the impact of policies adopted by the Organization and the
impact of leadership on environmentally responsible employee behavior are useful.
Therefore, this study addresses this need by utilizing Social Cognitive Theory to examine
the relationship between green servant leadership and green transformation leadership with
green creativity (GC). In addition, we tested the mediating effects of green human resource
management (GHRM) to provide powerful insights into how organizations can motivate
employees to come up with innovative solutions to environmental challenges. The concept
model in this study can be seen from figure 1.

Green transformation leadership's direct relationship with GHRM and green creativity
Transformation leadership utilizes intellectual stimulation and inspirational motivation that
fosters creativity and innovation (Mansoor et al, 2021). Transformation leadership is a
leader in encouraging innovative thinking among employees, which stimulates thinking
outside the box and empowers employees to think about organizational problems in new
ways. Green transformation leadership is a management behavior characterized by
motivation, clear vision, encouragement, inspiration and support to achieve development
needs to achieve organizational environmental goals (Singh et al, 2020).

Green transformation leadership encourages individuals to acquire new skills and
technologies and stimulates green innovation, enabling organizations to commercialize
green products. In addition, green transformation leadership persuades employees to
prioritize the organization's green goals over personal agendas and provides employees with
all the resources they need to develop new ideas to improve environmental improvement (Li
et al, 2020). Employees can generate new ideas when managers recognize and encourage
their creative thinking and implement their innovative vision, Therefore, green
transformation leadership must guide and encourage their employees to practice green
innovation (Zhou et al, 2018; Wang et al, 2018). Some findings also explain that green
transformation leadership plays a role in influencing green creativity in employees (Li et al,
2020; Zhou et al, 2018; Wang et al, 2018; Mansoor et al, 2021).

Green transformation leadership plays a key role in organizations in supporting the
formulation of Green Human Resource Management (GHRM) policies and practices (Jia et
al., 2018), Green transformation leadership embodies the beliefs and values of top
management and has a significant impact on the GHRM of the company. On the other hand,
Green Human Resource Management (GHRM), which refers to the green side of Human
Resource Management (HRM) practices aimed at helping companies acquire green
employee behaviors in the workplace, also develops, motivates, and nurtures.

Therefore, we speculate that Green transformation leadership organizations play a key
role in formulating supportive Green Human Resource Management (GHRM) policies and
practices to achieve green innovation and green performance (Jia et al., 2018), which help
organizations strategize and realize visions (Karton et al., 2014). Many studies support that
transformation leadership plays a role in influencing Green Human Resource Management
(GHRM) (Jia et al., 2018; Singh et al, 2020); Hameed et al,2020). Therefore, we
recommend that:
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H1a. green transformation leadership has a positive effect on GHRM
H1b. Green Transformation Leadership Positively Affects Green Creativity

Green servant leadership's direct relationship with GHRM and green creativity

Servant leadership is one part of the art of leadership in motivating and persuading a
group of people to achieve a common goal where service-oriented leadership focuses on
serving individuals, not individuals who work to serve the leader. A servant leader is
someone who strives to serve others and ensure that their needs are met. This is one of the
most important topics in an organizational context and has been studied in relation to
several employee performance outcomes (Hassi, 2019; Swanson, Kim, Lee, Yang, &; Lee,
2020). In this context, green servant leadership is related to respecting environmental
principles and preserving nature for the future (Sher dan Nawas, 2021). Green servant
leadership is one of the most successful types of leadership and has been studied by many
scientists. Many empirical studies in the hospitality industry have examined the positive
benefits of servant leadership on followers' attitudes and actions, such as providing
psychological strength in shaping employee creativity (Yang et al., 2019; Hou et al,2022;
Mansoor et al, 2021).

Ideas such as Green servant leadership and GHRM have similarities in motivating and
influencing individuals or groups to achieve common goals and protect the environment.
Service-oriented leadership is the most important topic in a managerial perspective that has
been studied from various points of view of employee performance (Swanson et al, 2020).
Green servant leadership in companies that have green HR targets must achieve
environmentally friendly employee creativity through integrated GHRM practices to
achieve sustainability in the organizational system. Many findings explain that green
servant leadership can influence Green GRM (Sher and Nawas, 2021; Swanson et al, 2020;
Darvishmotevali et al, (2022). Therefore, we recommend that:

H2a. green servant leadership positively affects GHRM

H2b. Green Servant Leadership Positively Affects Green Creativity

Green HRM as a mediator

Green HRM can be interpreted as HRM actions and policies that support business
continuity and, more importantly, aim to prevent negative impacts resulting from
environmentally damaging activities in the organization (Ren et al, 2018). Green HRM
refers to the environmentally friendly aspect, which is the implementation of goals that
enable the organization to achieve, create, inspire and support environmentally friendly
employee behavior in the organization (Dumont et al., 2017). Green HRM focuses on
GHRM training has a major role in adapting employee attitudes and behaviors, thus
facilitating the implementation of environmental programs and supporting the achievement
of sustainable organizational goals (Ahmad et al., 2021; Islam et al., 202; Pellegrini et al.,
2018; Roscoe et al.,, 2019). The implementation of GHRM programs such as
environmentally friendly training, environmentally friendly performance appraisals, and
environmentally focused awards and rewards, indicates that the company appreciates the
pro-environmental actions of employees and their contributions in preserving the
environment (Aboramadan &; Karatepe, 2021). Green HRM practice is a significant activity
that helps increase employees' environmental awareness, enabling them to understand new
environmental practices and improve their environmental competencies and skills (Farooq
et al.,2021; Kim et al, 2020; Schroder et al, 2022; Sourvinou &; Filimonau, 2018). Next,
GHRM can spur work environment actions from employees by linking it to performance
evaluations, promotions, rewards, and replacements (Anwar et al, 2022) so that it serves as
a significant predictor in increasing green creativity (Alyahya, 2023). GHRM is related to
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creating new solutions and ideas related to environmentally friendly practices, services, and
products (Chen & Chang, 2013). Specifically, improving employee abilities through
environmentally friendly leadership can help employees to develop new attitudes, skills, and
mindsets related to the environment (Pham et al., 2020). Improving employee morale can be
done by linking performance appraisals and rewards and compensation with pro-
environmental actions. This will motivate employees to be environmentally responsible.
Providing opportunities for employees to engage and share knowledge can also encourage
them to contribute and create new ideas related to the environment (Masri & Jaaron, 2017).
By implementing GHRM practices, it is expected that employees will have a better ability
to create creative ideas and solutions in better environmental practices. Several study
findings show that GHRM practices affect green creativity (Muisyo et al,2022 Alyahya,
2023; Abualigah et al, 2022). Previous research has shown that GHRM plays an important
role in mediating green transformational leadership relationships (Sun et al, 2022; Singh et
al, 2020; Jia et al, 2018) green servant leadershipl (Sher and Nawaz, 2021; Alyahya et al,
2023; Darvishmotevali et al, 2021). Therefore, we recommend that:

H3. GHRM positively affects green creativity

H4a. GHRM establishes the relationship of green transfomational leadership to green
creativity

H4b. GHRM establishes the relationship of green servant leadership to green
creativity

RESEARCH METHOD

This research was conducted in four-star hotels in Kerinci and Sungai Full regencies,
Jambi. Hotels in Kerinci and Sungai Full districts were chosen as samples because Kerinci
and Sungai Full districts are one of the most visited regencies and cities in Jambi. It is
considered the financial, tourist, and cultural center of Kerinci and Sungai Full districts,
where tourism is one of the most developed industries, and there are many national and
international four-star hotels, which annually accommodate tourists from all over the world.

The sampling used in this study is a purposive sampling technique, namely the
determination of samples with certain considerations (selection of sample units) by means
of researchers choosing certain people to be considered to provide the data needed,
determining the number of samples this researcher uses a multivariate theory, namely the
number of variables x 20 (Hair et al., 2019). For this reason, the sample in this study was 4
variables x 20, so the sample in this study was 80 respondents who were distributed through
questionnaires to hotel employees voluntarily within one month to support the data of this
study. This study was analyzed using a structural equation model (SEM) using Amos 22.
Measurements from previous studies were adopted. Table 1 illustrates the sources of the
measures adopted.

Developing measures to be implemented whenever necessary involves the use of
multi-item reliability and unidirectionality indices, green servant leadeship measured by 3
items developed by (Gu and Liu, 2022). Green transformational leadeship is measured from
4 items developed by (Hou et al, 2023; Chen and chang 2013). GHRM was assessed using 3
items developed by (Darvishmotvali and Altinay, 2022; Dumont et al, 2016). and green
creativity was assessed using 4 items developed by (Hou et al, 2023; Chen and chang 2013),
which can be seen in Table 1. Psychometrics of assessment measures using confirmatory
factor analysis (CFA). The scoring model is classified by Amos 22 with the highest
probability. As a step to improve the scale, the CFA standard loading estimate is carried out,
if the loading factor value exceeds 0.50 then the measurement accuracy can be verified
(Ghozali, 2016).
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RESULT AND DISCUSSION

Table 1 illustrates each indicator or aspect that makes up each latent variable that
shows good results with an average total respondent performance (TCR) above 70% and a
high standardized loading factor where each indicator is greater than 0.50. After completion
of measurement, the path relationship in the research model is analyzed with a structural
equation model. AMOS 22 is used for data analysis because the proposed research model
includes a system of equations simultaneously with multiple indices. GoF index shows a
good match with Chi-Square data: 331.62, P: 0.096, RMSEA: 0.070, GFI: 0.950, AGFI:
0.900, TLI: 0.955, CFI: 0.970, With these results, it can be said that the latent variable
construct indicator has shown good results, so that all website quality manifest variables are
declared valid. In addition, the normality test results in Table 1 show that most of the
critical ratio (C.R) values for skewness are in the range of £2.58 [31], with these results In
this case it can be confirmed that the data used in this study are normally distributed.

Table 1: Hypothesis Test

Variabel Estimate S.E. C.R. P
Green Transformational Leadership ---> GHRM ,532 104 5111 ***
Green Servant Leadership > GHRM ,544 ,060 4,893  ***
GHRM --->  Green Creativity -,163 ,066 -2,470 011
Green Transformational Leadership ---> Green Creativity ,538 JA13 4,739 ***
Green Servant Leadership > Green Creativity ,530 ,060 5,071  ***

From table 1 it can be concluded that Green Transformational Leadership has a
significant direct effect on GHRM, the results of testing the relationship of each variable
directly show a CR value of 5.111 greater than 1.96 (5.111 >1.96) with a probability smaller
than 0.05 (0.00 < 0.05), so that the more transformation a leader can affect GHRM in the
company. The results of this study are in line with the results of research by Singh et al
(2020), Sun et al (2022), Jia et al (2018), showing that Green Transformational Leadership
can affect GHRM. While Green Servant Leadership has a significant direct effect on GHRM,
the results of testing the relationship of each variable directly show a CR value of 4.893
greater than 1.96 (4.893 >1.96) with a probability smaller than 0.05 (0.00 < 0.05 so that the
better the service of a leader, the more GHRM can affect GHRM in the company. The results
of this study are in line with the results of research by Mansoor et al (2022) and Sher and
Nawas al (2021) which show that Green Servant Leadership can affect GHRM, Thus, Hla
and H2a research is accepted.

In addition, from table 2 it is also concluded that Green Transformational Leadership
has a significant direct effect on green creativity, the results of testing the relationship of
each variable directly show a CR value of 4.739 greater than 1.96 (4.739>1.96) with a
probability smaller than 0.05 (0.00 < 0.05), so that the more transformation a leader can
affect the creativity of employees in a company. The results of this study are in line with the
results of research (Alyahya et al, 2023) which show that Green Transformational Leadership
can affect green creativity. While Green Servant Leadership has a significant direct effect on
green creativity, the results of testing the relationship of each variable directly show a CR
value of 5.071 greater than 1.96 (5,071 >1,96) With a probability smaller than 0.05 (0.00
<0.05), so that the better the service of a leader, the more it can affect the creativity of
employees in a company. The results of this study are in line with the results of Hou et al
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(2022) research which shows that Green Servant Leadership can also affect employee
creativity, Thus, H1b and H2b research is accepted.

From table 2 also concludes that GHRM has a significant direct effect on green
creativity, the results of testing the relationship of each variable directly show a CR value of
-2.470g greater than -1.96 (-2.470 > -1.96) with a probability smaller than 0.05 (0.011 <
0.05), so the worse the GHRM approach in a company will reduce the creativity of
environmentally friendly keryawan. The results of this study are in line with the results of
research by (Mansoor et al, 2021; Alyahya et al, 2023) which shows that GHRM can affect
green creativity, thus, H3 research is accepted

Table 2: GHRM sebagai pemidiasi green creativity

Indirect Effect

Standardized Direct Effect GHRM as Hasil
mediation
Greer_1 Fransfomatlonal leadership --> green 0.115 -0.030 Parsial mediation
creativity
Green servant leadership --> green creativity 0.415 -0.069 Partial Mediation

From table 2, the estimated parameters of standardized direct effects show a direct
influence of green transformational leadership on green creativity of 0.115. greater than the
indirect influence of standardized green transformational leadership on green creativity
indirectly through GHRM of -0.030. So it can be concluded that green transformational
leadership has a partial effect on green creativity through GHRM. This is also evidenced by
green transformational leadership affecting GHRM and green creativity, thus, H4a research
is accepted.

In addition, from table 4 the estimated parameters in standardized direct effects also
show the direct influence of green servant leadership on green creativity of 0.415. greater
than the indirect influence of standardized green servant leadership on green creativity
indirectly through GHRM of -0.069. So it can be said that green servant leadership has a
partial effect on green creativity through GHRM, this is also evidenced by green servant
leaders affecting GHRM and green creativity, thus, H4b research is accepted.

CONCLUSION

This study builds a mediation model based on GHRM theory to explain the effects of
green servant leadership and green transfomatinonal leadership on green creativity. In
particular, we examined the influence of green servant leadership and green
transformationalt leadership on green creativity through GHRM. We used questionnaires to
collect data, and the results of the data analysis finally confirmed most of our initial
hypotheses. The findings in this study show that green servant leadership and green
transfomatinonal have a significant positive effect on GHRM and also The findings in this
study show that green servant leadership and green transfomatinonal have a significant
positive effect on green creativity. Green servant leadership and green transformation tend
to reduce the impact of business activities on the natural environment during business
operations and develop green development strategies to promote the green performance of
the organization. GHRM plays a mediating role between green servant leadership and green
transformation, towards green creativity, mainly achieved by stimulating green creartivity
of employees.

This study seeks to contribute to the existing hospitality and sustainability literature
by exploring green servant leadership and green transformation in providing green
creativity. Our study also aimed to investigate how and when GHRM leads to green
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creartivity. In particular, GHRM as an important underlying mechanism (mediator). The
findings showed that green servant leadership, green transfomatinonal and GHRM were
positively associated with green creartivity. This is in accordance with previous research
(Ahmad et al., 2021; Luu, 2021), which provides support for the positive relationship
between GHRM and green creartivity. In addition, these findings are in line with AMO
theory (Appelbaum et al., 2000) that offering green training to develop employee skills and
knowledge (upskilling), promoting employee engagement in sustainable initiatives
(increased opportunities), and linking employee rewards and compensation to
environmentally friendly behaviors (increased motivation) tends to encourage employees to
come up with new and useful eco-friendly ideas and solutions for Filled.

The findings further suggest that GHRM strengthens the positive relationship between
green servant leadership, green transfomatinonal and green creartivity. In particular,
employees' perceptions of their relationship to their green servant leadership, green
transfomatinonal and green creartivity are important for enhancing the effects of GHRM.
The presence of green servant leadership, green transfomatinonal and high green creartivity
meets the motivational needs of hotel employees, giving them a sense of belonging to their
hotel.

In other words, the GHRM concept strengthens the exchange relationship between
employees and organizations because they care, support, and value their contributions,
when green servant leadership, green transfomatinonal is good, hotel employees are more
likely to exert their efforts and happily engage in eco-friendly tasks that ultimately foster
eco-friendly creativity from employees.
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