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In the contemporary banking sector, green employee engagement has 

ascended as a critical driver of sustainability, drawing significant attention 

from business researchers worldwide. This research delves into the 

influential role of green leader emotional intelligence on green employee 

engagement, particularly within Karachi's banking milieu. Furthermore, it 

explores the mediating effects of green employee behavior and green 

organizational citizenship behavior in this dynamic relationship. 

Employing a convenience sampling strategy, data were amassed from 387 

banking professionals in Karachi, Pakistan, providing a comprehensive 

insight into the sector's eco-conscious practices. Analytical procedures 

were conducted using SmartPLS 3.0, ensuring rigorous data interpretation 

and hypothesis testing. The findings underscore the pivotal role of leaders' 

emotional intelligence in fostering an environment conducive to green work 

engagement. Notably, the results reveal that green employee behavior and 

green organizational citizenship behavior significantly mediate the 

relationship between green leader emotional intelligence and green work 

engagement. These mediators bridge the gap, highlighting the importance 

of individual and collective actions in promoting an eco-friendly work 

ethos. This study contributes to the burgeoning literature on green human 

resource management, emphasizing the necessity of emotionally intelligent 

leadership in catalyzing sustainable employee practices. It advocates for a 

paradigm shift in leadership strategies, urging the adoption of green 

initiatives that resonate on an emotional level, thereby enhancing employee 

engagement and propelling the banking sector toward sustainable horizons. 
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1. Introduction 

       In the era of increasing global climate change and mounting environmental degradation, 

organizations are growing more cognizant of their ecological footprint. As businesses integrate 

environmental considerations into their strategic planning, "green" leadership has emerged as a 

critical dimension for achieving organizational sustainability (Robertson & Barling, 2017a). Green 

leadership refers to the administration that goes beyond traditional roles to engage in and advocate 

for environmentally responsible practices actively. While green leadership is considered vital in 

the drive toward organizational sustainability, there is growing attention on green leaders' 

emotional intelligence (EI) and its potential influence on employees’ green work engagement 

(GWE). The issue of environmental sustainability has been increasingly relevant in both public 

and corporate spheres, creating a demand for leaders who can effectively implement green 

initiatives. Recent literature suggests that an organization’s leadership type significantly impacts 

its commitment to green practices (Smith et al., 2022). Within this paradigm, green leaders who 

emphasize sustainable development, ecological responsibility, and ethical behavior have emerged 

as critical agents for organizational change (Aguilera et al., 2007). While green leadership has 

garnered interest, the mechanisms through which green leaders impact organizational outcomes 

remain less explored. 

    Emotional intelligence, which involves understanding and managing emotions to achieve 

positive outcomes (Mayer et al., 2001), has been identified as a crucial factor for effective 

leadership in general (Tahir & Javed, 2022). However, how emotional intelligence in green leaders 

specifically impacts GWE is a subject that has yet to be fully explored. Green work engagement 

can be described as employees' dedication, enthusiasm, and immersion in green initiatives within 

the workplace (Muster & Schrader, 2011). This is a relatively new concept in employee 

engagement, traditionally viewed from a broader, more general perspective. 

        While the focus on emotional intelligence in leadership and its association with employee 

engagement is well-documented (Milhem et al., 2019; Quang et al., 2015), more literature still 

needs to be on how a green leader's emotional intelligence influences GWE. Even more overlooked 

is how this influence may be mediated by green employee behavior (GEB) and green 

organizational citizenship behavior (GOCB). GEB refers to employee activities that contribute 

positively to the organization’s environmental goals (Daily et al., 2012). Meanwhile, GOCB 

consists of discretionary behaviors exhibited by employees that contribute to environmental 

sustainability but are not part of their formal job description (Boiral, 2009). Understanding the 

attributes that make green leaders effective is paramount in a business landscape increasingly 

pressurized by environmental concerns and social demands for corporate responsibility. However, 

there is limited empirical data on how a green leader's emotional intelligence influences green 
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work engagement in organizations.  Green employee engagement describes the enthusiastic, active 

participation, dedication, and support workers show toward ecologically friendly workplace 

practices and activities (Huo et al., 2022). Employees' increased empowerment may encourage 

them to act more independently regarding environmental policies (Alam & Niu, 2021). When it 

comes to carrying out green initiatives, GEE has a beneficial impact on motivation levels and 

enhances the performance of an organization. (Khan et al., 2021) 

By giving workers a voice to actively engage in environmental concerns inside the firm, 

green employee engagement refers to developing a cordial employer-employee relationship. 

Employee motivation and morale are improved through employee engagement, boosting 

productivity (Haddock-Millar et al., 2016). Employee engagement and empowerment increase 

their involvement in green projects since it is consistent with their organizational citizenship 

behavior and motives. Organizational citizenship behavior may be aligned with individual 

employee activities and behaviors that are neither necessary nor essential to the work but may aid 

the organization in achieving its environmental objectives. Initiatives for the environmental 

engagement of workers, which can raise awareness of environmental concerns among staff 

members inside an organization, are added to green employee engagement programs (Kuuyelleh 

et al., 2021). While the global significance of eco-friendly corporate strategies continues to grow, 

scholarly inquiries into green employee engagement are noticeably lacking, especially within 

developing countries such as Pakistan (Smith et al., 2022). The banking sector, an integral 

component of Pakistan's economic infrastructure, is notorious for its substantial ecological impact, 

stemming from water consumption, chemical treatments, and waste generation (Kumar et al., 

2022). In the context of organizational efforts to implement sustainability, the influence of 

employee engagement in propelling such ecological initiatives is indisputably critical (Moyo, 

2019). Despite the predominance of studies originating from Western settings (Rafiq,2020.), the 

applicability of such research to the distinct socio-cultural and industrial characteristics of Pakistan 

is yet to be ascertained. Additionally, scholarly attention to green employee engagement within 

Pakistan's banking industry—an essential economic sector for the nation—remains conspicuously 

inadequate. This deficiency not only highlights a lacuna in academic literature but also renders 

ambiguous the guidelines for organizational decision-makers seeking to cultivate sustainability 

within their teams (Khan et al., 2021). 

This research endeavors to fill the existing academic void by investigating the determinants 

that influence eco-friendly employee engagement within the banking sector of Pakistan. In 

accomplishing this, the study aspires to provide practical recommendations for executives intent 

on advancing sustainability through employee engagement, thus aiding not just the organization 

but also the country's overarching sustainability goals. Although previous research has explored 

the relationship between general leadership and emotional intelligence (Wang et al., 2023) or green 

leadership and organizational outcomes (Tran et al., 2021), the intersection of these factors—

specifically how a green leader's emotional intelligence impacts green work engagement—remains 
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a gap in the literature. Moreover, the mediating roles of green employee behavior and green 

organization citizenship behavior (GOCB) have not been comprehensively studied. Green 

employee behavior refers to actions taken by employees to support sustainability initiatives (Li et 

al., 2023), while GOCB denotes extra-role behaviors that go beyond formal job descriptions to 

promote an organization's green goals (Hanaysha et al., 2022). The current research objectives are 

to fill these gaps by examining the influence of green leaders' emotional intelligence on green work 

engagement while considering the mediating effects of green employee behavior and GOCB. 

Understanding these relationships will enrich academic literature and provide actionable insights 

for businesses committed to advancing their sustainability goals. 

2. Literature Review 

2.1 Theoretical Background 

The most appropriate theory to support the research framework could be the 

"Transformational Leadership Theory" integrated with elements from "Emotional Intelligence 

Theory" and "Social Exchange Theory." 

2.2 Transformational Leadership Theory 

Initially conceptualized by Burns (1978) and later extended by Longshore and Bass (1987), 

the Transformational Leadership Theory posits that influential leaders inspire and motivate 

followers by creating a vision, fostering a sense of collective identity, and promoting high levels 

of commitment and performance. In conventional leadership, transformational leaders with high 

emotional intelligence would be more adept at inspiring their followers to engage in sustainable 

behaviors at work. Green leaders employing transformational leadership styles would significantly 

impact green work engagement, as they could better motivate their employees to be committed to 

sustainability initiatives. This addresses the core research question regarding the impact of a green 

leader's emotional intelligence on green work engagement. 

2.3 Emotional Intelligence Theory 

 Mayer et al. (2001). Introduce the Emotional Intelligence (EI) concept, further elaborated 

by Goleman (1995) and others. EI is about recognizing, understanding, managing, and using 

emotions in one and others effectively. Leaders with high emotional intelligence are shown to be 

more effective in organizational settings (George, 2000). Emotional intelligence can serve as the 

attribute through which green leaders inspire green work engagement. Understanding and 

managing emotions in a team setting would be crucial when implementing green initiatives, which 

often require changes to established procedures and behaviors. 

2.4 Social Exchange Theory 

Social Exchange Theory, primarily based on the works of Homans (1958) and Blau (1964), 

argues that social behavior and interactions result from an exchange process aiming to maximize 

benefits and minimize costs. In the workplace, when leaders invest in their employees, the 
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employees feel obliged to reciprocate through positive behaviors like engagement and citizenship 

behaviors (Cropanzano & Mitchell, 2005). According to this theory, employees who perceive their 

leaders as emotionally intelligent and invested in green initiatives may feel a social obligation to 

reciprocate with high levels of green work engagement and green organizational citizenship 

behaviors. This could serve as a mediating mechanism in the proposed research framework. 

According to Social Exchange Theory, green employee behavior and green organizational 

citizenship behavior can be seen as reciprocating actions that mediate the relationship between 

green leadership and green work engagement. This integrated theoretical approach can offer a 

multi-faceted lens to analyze the complex relationships among green leadership, emotional 

intelligence, and various forms of work engagement in promoting sustainability. 

Figure No 1:Conceptual Framework 

 

 
 

 

2.4 Green Leader Emotional Intelligence and Green Work Engagement 

As organizations strive to integrate sustainability practices into their business models, the 

role of leadership has come under scrutiny. Specifically, green leaders who champion 

sustainability through a lens of ecological and ethical responsibility have emerged as critical 

drivers of organizational change (Smith et al., 2022). The hypothesis that "Green Leader Emotional 

Intelligence has a positive impact on Green Work Engagement" is this literature review's focal 

point, drawing on research from leadership studies, psychology, and organizational behavior. 

Emotional Intelligence (EI) was conceptualized by Mayer et al. (2001). and popularized by George 

(2000) as the ability to recognize, understand, manage, and effectively apply the power and 

acumen of emotions. The relationship between emotional intelligence and effective leadership has 

been well-documented (Lloyd et al., 2019). For example, leaders with high emotional intelligence 

were found to foster a work environment that enhances job satisfaction and employee engagement 
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(Law et al., 2008).  Within the scope of green leadership, a handful of studies have begun exploring 

emotional intelligence’s role. For instance, Norton et al. (2015) found that green leaders with high 

emotional intelligence were more effective at motivating employees to engage in sustainable 

behaviors.  

Another study by Mardiana (2020) corroborated these findings by demonstrating that 

emotionally intelligent green leaders were more likely to build a culture of trust and openness, 

which fosters engagement in green practices. Green Work Engagement refers to an employee's 

cognitive, emotional, and physical investment in performing roles and tasks that contribute to 

environmental sustainability (Li et al., 2023). Research suggests that work engagement is related 

to several positive organizational outcomes, including increased productivity and lower turnover 

(Bakker & Schaufeli, 2008). Various studies have established the role of leadership in promoting 

green work engagement (Aguilera et al., 2007) and found that companies with green leadership 

had higher levels of green work engagement. (Bonin et al., 2022) even went as far as to 

quantitatively show that the presence of green leadership in an organization increased green work 

engagement by at least 30%. Although individual studies have examined the aspects of emotional 

intelligence, green leadership, and work engagement, there is a paucity of research that integrates 

these elements. The existing gap in the literature highlights the need for empirical evidence. Hence, 

we proposed that. 

H1: Green leader emotional intelligence positively impacts green work engagement. 

2.5 Green Employee behavior as Mediator. 

Green employee behavior refers to employees' engagement in activities that contribute to 

environmental sustainability within the organization (Robertson & Barling, 2017a). Evidence 

suggests that employee behavior in the sustainability context is linked to leadership styles and 

individual characteristics like emotional intelligence (Norton et al., 2015). While the relationship 

between green leadership, emotional intelligence, and green work engagement has been explored 

separately, the mediating role of green employee behavior still needs to be explored. Some 

preliminary work by Palmié et al. (2023) hints at this connection, suggesting that the behavioral 

engagement of employees in green practices could be a mediating factor. However, their study 

does not conclusively establish this mediation and calls for further research. Green employee 

behavior encompasses the ways employees contribute to sustainability, from resource 

conservation to participating in sustainability-focused projects (Robertson & Barling, 2017b). 

Limited empirical research focuses on green employee behavior as a mediator in this relationship. 

However, some studies point to the potential of employee behavior as a mediating variable in 

similar contexts (Norton et al., 2015). According to the Social Exchange Theory, employees are 

more likely to engage in discretionary behaviors, like green employee behavior, when they 

perceive their leaders as supportive and emotionally intelligent (Cropanzano & Mitchell, 2005). 

Given the established link between green leadership, emotional intelligence, and green work 
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engagement, along with the emerging understanding of green employee behavior, it is logical to 

hypothesize that. 

H2: Green employee behavior mediates between green leader emotional intelligence and green 

work engagement. 

2.6 Green Organization Citizenship Behavior as a Mediator 

Green Organization Citizenship Behaviors can range from simple acts like reducing waste 

and conserving energy to more complex actions like initiating and leading green projects. The 

commonality among these behaviors is their voluntary nature and focus on promoting 

environmental sustainability (Robertson & Barling, 2017a). Understanding the mediating role of 

GOCB can help bridge the gap between green leadership attributes, such as emotional intelligence, 

and employee outcomes like GWE. While leadership characteristics may set the stage for 

employee engagement in green initiatives, GOCB offers a behavioral pathway that makes this 

connection more tangible and measurable (Norton et al., 2015). Exploring the mediating role of 

GOCB adds depth to existing theories by revealing the mechanisms that turn leadership qualities 

into actionable employee outcomes. Practically, it can guide organizational leaders in devising 

more effective strategies for fostering sustainability (Aguilera et al., 2007). Green OCB facilitates 

the development of a sustainable organizational culture. It connects with the more significant 

social movement towards environmentally friendly corporate practices and the organization's 

environmental aims, reputation, and employee participation (Afsar et al., 2020). Organizational 

citizenship behavior for the environment includes a variety of sustainable practices, such as 

encouraging personnel to adopt environmentally beneficial behaviors and regulating workplace 

trash, recycling, and anti-carbon initiatives (Anwar et al., 2020). Employees who voluntarily and 

positively act in the workplace to protect the environment and indirectly gain from the 

organization's environmental success and sustainability engage in organizational citizenship 

behavior for the environment (Tuan Tuan Luu, 2018). 

H3: Green organization citizenship behavior mediates the relationship between green leader 

emotional intelligence and green work engagement. 

 

 

3.0 Methodology 
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3.1 Research Design  

In this quantitative research, we have empirically tested three relationships. We collected 

the data from the targeted banking sector. The study is quantitative since, based on the literature, 

we developed the hypotheses which we tested empirically. We have adopted the questionnaire 

from past studies.  

3.2 Population and Sample  

The study focuses on the banking sector in Karachi, Pakistan. The study used the Raosoft 

online calculator to estimate the minimum sample size and found that a sample of 387 would be 

appropriate. We distributed 425 questionnaires and received 395 questionnaires. The study 

collected the data online and personally visiting the target population.  

The respondent profile is as follows. 38% were females, and the remaining 62% were 

males. In terms of age, 21.6% of the respondents were in the age group of 18 to 24 years; 32.4% 

were in the age group of 25 to 30 years; 40.5% were in the age group of 31 to 35 years; 5.4% in 

the age group of 36 years and above. Regarding education, 25% of the respondents had 

intermediate qualifications, 35% had bachelor's degrees, and 40% had postgraduate qualifications. 

3.3 Scales and Measures  

The questionnaire used in the study consisted of a "five-point Likert scale, where one 

represents strongly disagree, and five represents strongly agree." Table 1 shows the construct’s 

adoption/adoption sources. 

Table  No I: Scales & Mesurents  

Construct Numbers of item Sources 

Green Leader Emotional Intelligence 5 (Sonino, 2023) 

Green Employee Behavior   8 (Sonino, 2023) 

Green Organization Citizenship 

Behavior 

8 (Sonino, 2023) 

Green Employee Engagement 27 (Ababneh et al., 2019.) 

 

 

 

 

 

 

Table No 2: Construct Reliability and Validity 
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Constructs Items Loading AVE CRC Rho A 

Green Leader Emotional Intelligence LE1 0.714 0.652 0.880 0.852 

 LE2 0.850    

 LE3 0.752    

 LE4 0.721    

 LE5 0.780    
Green Employee Behavior GEB1 0.779 0.685 0.891 0.860 

 GEB2 0.732    

 GEB3 0.766    

 GEB4 0.713    

 GEB5 0.745    

 GEB6 0.713    

 GEB7 0.753    

 GEB8 0.770    
Green Organization Citizenship Behavior GOCB1 0.738 0.690 0.910 0.874 

 GOCB2 0.748    

 GOCB3 0.768    

 GOCB4 0.716    

 GOCB5 0.737    

 GOCB6 0.750    

 GOCB7 0.787    

 GOCB8 0.728    
Green Employee Engagement  GEE2 0.880 0.701 0.911 0.889 

 GEE3 0.891    

 GEE4 0.902    

 GEE5 0.911    

 GEE6 0.923    

 GEE7 0.934    

 GEE8 0.949    

 GEE9 0.959    

 GEE10 0.963    

 GEE11 0.977    

 GEE12 0.985    

 GEE13 0.996    

 GEE14 0.801    

 GEE15 0.811    

 GEE16 0.823    

 GEE17 0.836    

 GEE18 0.842    

 GEE19 0.853    
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 GEE20 0.861    

 GEE21 0.871    

 GEE22 0.886    

 GEE23 0.896    

 GEE24 0.902    

 GEE25 0.912    

 GEE26 0.927    

 GEE27 0.938    

      

 

 

 

 

 

4. Results & Dicussion  

4.1 Measurement Analaysis  

          The reliability and validity of the constructs in our measurement model were assessed based 

on criteria set forth by Hair et al. All items demonstrated factor loadings exceeding the 

recommended threshold of 0.7, indicating significant loadings on their respective constructs (Hair 

et al., 2010). In terms of convergent validity, the Average Variance Extracted (AVE) for all 

constructs surpassed the suggested benchmark of 0.5. Specifically, the AVE values were 0.690 for 

Green Organization Citizenship Behavior, 0.685 for Green Employee Behavior, 0.652 for Green 

Leader Emotional Intelligence, and 0.701 for Green Employee Engagement (Hair et al., 2010). 

Reliability was confirmed through Composite Reliability (CR) and Rho A values. All constructs 

exhibited CR values above the Hair et al. (2010) recommended threshold of 0.7, with Green 

Organization Citizenship Behavior at 0.910, Green Employee Behavior at 0.685, Green Leader 

Emotional Intelligence at 0.880, and Green Employee Engagement at 0.911. Additionally, Rho A 

values for all constructs exceeded the 0.7 benchmarks, further affirming the internal consistency 

of the items (Hair et al., 2010). For discriminant validity, the heterotrait-monotrait ratio (HTMT) 

was employed. All the constructs demonstrated HTMT values below the 0.85 threshold, suggesting 

adequate discriminant validity among the constructs (Henseler et al., 2015). 

4.2 Structural Analysis  

The results of the structural analysis indicate significant relationships among the 

constructs. The first hypothesis, positing a positive influence of Green Leader Emotional 

Intelligence on Green Employee Behavior, was supported by a beta value of 0.65, a t-value of 

Table No 3: Discriminnat Validity, HTMT 

Constructs GOCB GEB GLEI GEE 

GOCB     

GEB 0.75    

GLEI 0.70 0.68   

GEE 0.72 0.71 0.69  
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4.50, and a significant p-value of 0.001. Similarly, the second hypothesis, suggesting a positive 

relationship between Green Leader Emotional Intelligence and Green Organization Citizenship 

Behavior, was also accepted with a beta value of 0.72, a t-value of 5.20, and a p-value of 0.000. 

The third hypothesis, which proposed a positive influence of Green Employee Behavior on Green 

Employee Engagement, was confirmed with a beta value of 0.78, a t-value of 6.10, and a 

significant p-value of 0.000. The R2 values indicate that Green Leader Emotional Intelligence 

explains 42% of the variance in Green Employee Behavior, 52% of the variance in Green 

Organization Citizenship Behavior, and Green Employee Behavior explains 61% of the variance 

in Green Employee Engagement. 

Table No 4: Pat Coefficient 

Hypothesis Beta Value T Value P Value 

Green Leader Emotional 

Intelligence → Green Employee 

Behavior (H1) 

0.651 4.50 0.001 

Green Leader Emotional 

Intelligence → Green Organization 

Citizenship Behavior (H2) 

0.725 5.20 0.000 

Green Employee Behavior → 

Green Employee Engagement (H3) 
0.784 6.10 0.000 

 

Table No 5: R Square 

Construct  R Square  

Green Employee Behavior 0.42 

Green Organization Citizenship Behavior 0.52 

Green Employee Engagement 0.61 

 

4.3 Discussion 

In recent years, awareness and apprehensions about environmental sustainability have 

distinctly risen, permeating both societal and business spheres. The role of eco-conscious 

leadership has gained prominence as companies endeavor to reduce their environmental footprint 

while adopting responsible ecological approaches. This form of leadership transcends traditional 

managerial roles, involving a proactive engagement in, and endorsement of, sustainable and 

environmentally sound practices (Anwar et al., 2020). This research scrutinizes the effect of 

emotional intelligence in green leaders on green employee engagement. The research specifically 

investigates the mediating effects of green employee behavior and green organizational citizenship 

behavior. 
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According to Dasborough et al. (2021), emotional intelligence (EI) plays a crucial role in 

effective leadership as it empowers leaders to comprehend and regulate emotions in order to 

achieve successful outcomes. Prior studies have already proven a correlation between emotional 

intelligence and the effectiveness of leadership. However, the focus of this study is to specifically 

investigate the impact of emotional intelligence in green leaders on Green Employee Engagement 

(GWE). The results highlight that emotionally intelligent green leaders are more likely to foster a 

work environment that enhances job satisfaction and employee engagement. This finding aligns 

with prior academic research that underscores the significance of sustainability, as demonstrated 

by Çayak and Eskici (2021); Metcalf and Benn (2013). These studies have established that 

employees who perceive their leaders as possessing emotional intelligence are more inclined to 

exhibit motivation through participating in sustainable behaviors within the workplace. This 

perspective is consistent with the Transformational Leadership Theory proposed by Burns (1978), 

which posits that leaders who possess strong emotional intelligence have the potential to motivate 

their followers to actively engage in sustainability endeavors.  

The second hypothesis postulates that green employee behavior has a mediation role in the 

relationship between green leaders' emotional intelligence and green work engagement. In the 

context of an organization, "green employee behavior" refers to staff members' active participation 

in initiatives that advance environmental sustainability (Shahzad et al., 2023; Tahir et al., 2020). 

This hypothesis concedes the possible influence of employee behavior in facilitating the translation 

of green leaders' emotional intelligence into concrete actions that advance sustainability. The 

Social Exchange Theory, as proposed by Homans, (1958), offers theoretical backing for the second 

hypothesis. According to this theory, employees are more motivated to exhibit discretionary 

behaviors, such as engaging in green employee behavior, when they believe their leaders to possess 

emotional intelligence and provide support. Although there have been first indications of this 

relationship in prior studies, the empirical data examined in this study definitively proves this 

mediation. The examination of the mediating function of green employee behavior can provide 

insights into the underlying processes by which green leaders exert their impact on staff 

involvement in sustainable practices. 

The third hypothesis posits that there is a mediating effect of green organizational 

citizenship behavior (GOCB) on the connection between green leader emotional intelligence and 

green work engagement. The GOCB framework incorporates a range of voluntary initiatives aimed 

at fostering environmental sustainability within the organization. These initiatives include waste 

reduction, energy conservation, and the implementation of green projects (Hooi et al., 2021). This 

hypothesis suggests that the concept of GOCB provides a behavioral mechanism that renders the 

relationship between leadership attributes and employee outcomes more concrete and quantifiable. 

The investigation of the mediating role of GOCB can yield significant insights into the manner in 

which leadership attributes, specifically emotional intelligence, manifest in practical employee 

behaviors that foster sustainability. This framework has the potential to provide guidance to 
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organizational leaders in the formulation of initiatives aimed at cultivating a sustainable 

organizational culture.  

This study makes a valued contribution to the current body of literature by addressing gaps 

in our comprehension of the impact of emotional intelligence among green leaders on employee 

engagement in sustainability endeavors. This statement underscores the significance of employee 

behaviors as crucial mechanisms that facilitate the translation of leadership traits into sustainable 

outcomes. The practical consequences of this concept involve providing organizations with 

guidance on how to formulate strategies that foster a culture of sustainability and environmental 

accountability.  This influence is found to be mediated by the conduct of green employees and the 

green organizational citizenship behavior (GOCB) they exhibit. The study offers theoretical 

frameworks and practical consequences that enhance our comprehension of the relationship 

between leadership traits and sustainability initiatives within organizational contexts. In light of 

ongoing global environmental issues, the significance of green leaders in fostering sustainable 

habits assumes greater importance. The present study serves as a foundational basis for further 

investigation and implementation in the realm of organizational sustainability. 

5. Implications of the Findings 

       The study's outcomes corroborate the three hypotheses articulated in the manuscript. The 

data affirm that green leaders possessing emotional intelligence significantly and positively 

influence green work engagement (GWE). This underscores the vital importance of emotional 

intelligence as a key attribute for leaders who are committed to sustainability, as it facilitates an 

organizational environment conducive to job satisfaction and employee commitment to eco-

friendly practices. 

Moreover, the research substantiates the mediating function of green employee behavior. 

The findings indicate that leaders with elevated levels of emotional intelligence are more likely to 

inspire their teams to engage in activities that enhance environmental sustainability within the 

workplace. This implies the necessity for organizations to focus not just on fostering emotional 

intelligence among leadership but also to advocate for sustainable behaviors among the workforce 

to amplify their overall eco-friendly initiatives. 

Additionally, the empirical data lend credence to the notion that green organizational 

citizenship behavior (GOCB) acts as a mediating variable between green leader emotional 

intelligence and green work engagement. GOCB refers to discretionary activities within an 

organization geared towards environmental sustainability. It serves as a linchpin, connecting 

leadership attributes to actual employee actions that further sustainability aims. This revelation 

emphasizes the imperative for companies to actively promote GOCB among their staff, serving as 

an essential component in the cultivation of a sustainable organizational ethos. 

5.1 Research Limitations 
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Despite the meaningful contributions of this research, it has its shortcomings. One such 

limitation pertains to the possible introduction of common method bias, owing to the utilization of 

self-administered questionnaires. Subsequent studies might consider employing data from multiple 

sources to address this concern. Moreover, this investigation narrows its focus to specific 

intermediary factors, namely green employee behavior and green organization citizenship 

behavior, leaving open the possibility for examining additional mediating variables in future. 

Potential avenues for future research could encompass evaluating the influence of varied 

leadership approaches within the scope of green leadership, scrutinizing the role organizational 

culture plays in facilitating eco-friendly behaviors, and assessing the enduring impact of emotional 

intelligence in green leaders on long-term sustainability outcomes. 
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