Information Management and Business Review (ISSN 2220-3796)

Vol. 16, No. 4, pp. 60-73, Dec 2024

Bridging Innovation and Sustainability: A Systematic Review of Innovative Work Behavior and Green
Practices

*Mukhiffun Bin Mukapit?, Siti Rohana Daud? Mohd Nasir Selamat?
1Department of Technopreneurship, Faculty of Technology Management and Technopreneurship,
Universiti Teknikal Malaysia Melaka, Malaysia
2Faculty of Business & Management, Melaka Campus, Universiti Teknologi MARA, Malaysia
3Faculty of Social Sciences and Humanities, Center for Psychological Studies & Human Well-being (PSITRA),
Universiti Kebangsaan Malaysia, Malaysia
*mukhiffun@gmail.com, mukhiffun@utem.edu.my, sitirohanadaud@uitm.edu.my, md_nasir@ukm.edu.my

Abstract: This systematic review explores the convergence of innovative work behavior (IWB) and green
practices within organizations, aiming to bridge the critical gap between innovation and sustainability. The
study synthesizes insights from academic literature to understand how IWB facilitates the adoption and
enhancement of green practices and how these practices, in turn, support organizational sustainability. The
review investigates the factors influencing employees’ green innovative work behavior (GIWB), identifying key
drivers, mediators, and moderators that shape the relationship between environmental corporate social
responsibility (ECSR) and GIWB. The findings provide theoretical and practical insights for encouraging
sustainability through innovation in the workplace, emphasizing the roles of leadership, organizational culture,
and employee engagement. Furthermore, the review highlights challenges and facilitators in incorporating IWB
with green practices, featuring successful case studies and best practices across various industries. The study
underscores the importance of creating a positive environment for innovation to achieve sustainable outcomes,
offering valuable insights for policymakers, managers, and scholars dedicated to advancing the sustainability
agenda through innovative approaches. The review concludes with recommendations for future research and
practical implications for enhancing the synergy between innovation and sustainability in organizational
contexts.
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1. Introduction

Organizations are increasingly acknowledging the imperative to integrate sustainability with innovation in an
era marked by escalating environmental concerns and intensifying competition. Sustainable Development
Goals will be a big agenda for the world. This systematic review aims to synthesize the current state of research
on the relationship between innovative work behavior and green practices, addressing the central question:
How do organizational and individual factors influence the adoption of green innovative work behavior?

The intersection of innovation and sustainability is gradually recognized as a pivotal area for research and
practice in modern organizations. As global environmental challenges intensify, the urgency for companies to
adopt sustainable practices becomes more pronounced. Organizations are increasingly focusing on fostering
innovative work behavior (IWB) among employees to drive sustainable development. IWB, characterized by
the generation, promotion, and execution of new ideas, plays a crucial role in addressing environmental issues
and enhancing corporate sustainability.

In this context, green innovative work behavior (GIWB) emerges as a key concept, referring to employees’
proactive engagement in generating and implementing innovative solutions that contribute to environmental
sustainability. Thoughtful the factors that drive GIWB are essential for organizations aiming to integrate
sustainability into their core operations. This review provides a broad examination of the literature on the
relationship between organizational initiatives, individual factors, and GIWB, with a particular focus on the
roles of Environmental Corporate Social Responsibility (ECSR) and green human resource management (HRM)
practices. ECSR encompasses organizational policies and practices reflecting a commitment to environmental
sustainability, significantly influencing employees' attitudes and behaviors toward the environment (Renwick
et al,, 2013). Similarly, green HRM practices, including recruitment, training, performance management, and
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rewards highlighting environmental goals, are crucial for fostering a culture of sustainability within
organizations (Fahlevi et al., 2023).

Current trends indicate a growing emphasis on integrating sustainability into corporate strategy. Companies
are increasingly adopting the circular economy model, which focuses on reducing waste and maximizing
resource efficiency. This shift requires innovative methods and strong employee engagement in sustainable
practices (Geissdoerfer et al., 2017). Additionally, the rise of digital technologies, such as artificial intelligence
and the Internet of Things, is transforming how organizations implement and monitor sustainability initiatives,
making it easier to track and enhance GIWB (Bonilla et al., 2018).

Literature has provided evidence for the significant role those organizational pursuits other than
environmental human resource management (or green HRM practices) such as Green Corporate Social
Responsibility initiatives and individual factors, i.e., creative self-efficacy or commitment play in stimulating
employees' preventive proactivity behavior. One of the most important findings is how critical an alignment
exists between organizational and personal values or Person-Organization (P-0) fit. Those are two ways in
which strong alignment as feedback induces employees to self-determine through the sharing of innovative
and sustainable practices.

Having this alignment is not only helpful but necessary for establishing an atmosphere where employees are
inclined to contribute towards sustainable efforts. This highlights the need to develop strong ECSR policies that
speak to these core beliefs and also associated systems as well as a supportive environment for individuals
empowering them into believing they are creative-which in part has been facilitated by its implementation at
an organizational level. The leadership and HR practices should be focused on creating an enabling
environment via training, rewarding, and promoting a culture of innovation.

By bringing these elements together, organizations can craft a unified strategy that promotes both innovation
and sustainability. Therefore, the current review advances existing literature by illustrating some of these
mediating and moderating factors through which ECSR influences GIWB. However, several gaps remain in our
comprehension of how P-O fit influences GIWB as well as the moderating effects different leadership styles
have to offer (Samat et al. 2019).

Organizations seeking to negotiate the complexity of innovation and sustainability will combine advanced
interpretations for an imperative synthesis, adequate not only to handle environmental issues but also to
support their workforce in sustainability.

2. Methodology

To thoroughly investigate the factors influencing green innovative work behavior (GIWB), we employed a
systematic review methodology. This methodology was chosen for its capacity to provide a comprehensive and
unbiased synthesis of the existing literature, ensuring that our findings are both robust and replicable.

We began a search across several high-impact academic databases and journals, including Web of Science,
Scopus, Google Scholar, JSTOR, and ScienceDirect. These sources were selected for their wide coverage of
interdisciplinary research, which is essential for capturing the multifaceted nature of GIWB. A carefully crafted
set of keywords was used to guide our search, including terms such as "green innovative work behavior,"
"environmental corporate social responsibility," "green HRM practices," "creative self-efficacy,”
"environmental commitment,” and "Person-Organization fit (P-O fit)." These keywords were selected to ensure
the retrieval of relevant articles that address various dimensions of GIWB.

Following the initial search, we undertook a selection process to identify studies directly relevant to our
research objectives. This screening involved an initial review of titles and abstracts to exclude studies that did
not align with our focus. For the remaining articles, a full-text review was conducted to confirm their relevance
and adherence to our inclusion criteria. To enhance the reliability of our review, multiple researchers
independently assessed the articles, minimizing potential bias and ensuring constancy in our selection process.
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Key information was systematically extracted from each of the selected studies, including details such as
authors and publication year, research objectives, methodological approaches, key findings, theoretical
frameworks employed, and identified mediating and moderating factors. This careful extraction process was
crucial in ensuring that we captured the full scope of each study’s contributions to the field.

To synthesize the findings, we conducted a thematic analysis of the extracted data. This process involved coding
the data and grouping similar themes to identify common patterns across the studies. By doing so, we were
able to highlight the main drivers and barriers to GIWB. The thematic analysis allowed us to integrate findings
from diverse fields, such as organizational behavior, human resource management, and environmental
psychology, providing an understanding of the factors that influence GIWB.

Our systematic review methodology was grounded in established best practices, adhering to frameworks
proposed by Denyer and Tranfield (2009) in The Sage Handbook of Organizational Research Methods, Petticrew
and Roberts (2006) in Systematic Reviews in the Social Sciences: A Practical Guide, and Moher et al. (2009) in
their PRISMA statement for systematic reviews and meta-analyses. These guidelines ensured that our review
was conducted with rigor and could be replicated by future researchers.

The systematic review approach was particularly well-suited to our research due to the interdisciplinary
nature of GIWB. By systematically searching, selecting, and analyzing relevant studies, we were able to provide
a comprehensive overview of the existing literature, integrating insights from various disciplines. This
approach not only ensured a thorough examination of the topic but also allowed us to offer valuable insights
for both scholars and practitioners interested in green innovative work behavior within organizational
contexts.

3. Findings

Innovative Work Behavior (IWB)

Innovative Work Behaviour (IWB) refers to the ability to convert fresh ideas into goods and/or services that
are adopted by employers, other firms, or entire industries. It encompasses not only the generation of novel
concepts but also their execution, which is vital in today’s fast-changing world for both innovation and
sustainability. IWB has been shown to contribute significantly to business performance by helping firms
compete more effectively (De Jong & Den Hartog, 2010).

Based on Janssen (2000), IWB is not a one-time action but a continuous process. It is operationalized through
the way employees behave at each stage of innovation efforts, from idea generation to full-blown commercial
exploitation. Employees are not just coming up with ideas; they are also the ones who carry out these ideas.
This engagement is crucial for developing and implementing environmentally sound ideas, known as Green
Innovative Work Behaviour (GIWB).

Given the large scope of environmental problems that IWB projects address, new approaches are often needed.
Ma Prieto and Pérez-Santana (2014) suggest that solving problems should involve being flexible and breaking
patterns to find extraordinary solutions, which is especially crucial in the context of GIWB. Widodo and
Mawarto (2020) emphasize that IWB is a fundamental tool for the future, as it contributes to solving various
environmental problems by fostering sustainable and innovative solutions.

As the business landscape evolves, there is a growing demand for continuous innovation to adapt to increasing
environmental concerns. Legault et al. (2016) state that employees are being encouraged to get involved in
IWB at unprecedented levels to remain agile and adaptable to external conditions. This type of engagement is
necessary for companies to be both competitive and sustainable.

The advantages of IWB extend beyond organizational success. According to Lukes and Stephan (2017),
participating in IWB can improve working conditions, enhance job satisfaction, and boost general well-being
among employees. Creating an innovative culture is not only in the best interest of the organization but also
makes employees prefer working there. This spirit of innovation, aimed at sustainability, proves to be a win-
win for both the firm and the environment.
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More companies are now adopting advanced practices for sustainability initiatives due to increased attention
to environmental issues in recent years. Kay and Newman (2023) argue that the pressure on organizations to
address climate change has driven them to reduce their environmental impact by adopting GIWB. By practicing
these behaviors, firms can enhance their competitive advantage and advance broader environmental
sustainability schemes, illustrating the importance of IWB in driving sustainable change.

Research by Albort-Morant (2018) and Chang (2011) suggests that companies are moving towards innovative
practices to minimize the environmental impacts of their daily operations. This reflects the necessity of
innovation to save the planet, making companies sustainable in the long run. Employees play a crucial role in
spotting areas for improvement and devising changes that increase sustainability and efficiency across the
board.

A change in innovative work behaviors is paramount for organizational success, particularly regarding
sustainability. Companies need employees who are continuously engaged in innovation activities. Janssen
(2000) underlines the importance of employee involvement for any company adapting to new challenges and
aiming for continued growth. When innovative efforts are aimed at environmental sustainability, they become
a powerful tool for achieving GIWB.

While IWB has been the focal point, a broader takeaway is the promotion of an innovative culture at work and
its relation to sustainability. By fostering such a culture, organizations can improve their operations, remain
relevant, and create a workplace that employees feel good about, contributing to the sustainability of future
generations.

Innovative Work Behaviour (IWB) is crucial for both innovation and sustainability. It involves not only
generating novel ideas but also executing them effectively. IWB contributes significantly to business
performance by helping firms compete more effectively (De Jong & Den Hartog, 2010). Employees engage in
IWB at every stage of innovation, from idea generation to implementation, which is vital for developing
environmentally sound ideas in Green Innovative Work Behaviour (GIWB).

Studies highlight the importance of flexibility and breaking patterns to find extraordinary solutions, especially
in the context of GIWB (Ma Prieto & Pérez-Santana, 2014). The growing demand for continuous innovation is
driven by increasing environmental concerns, making IWB essential for companies to remain competitive and
sustainable (Legault et al., 2016).

Participating in IWB improves working conditions, enhances job satisfaction, and boosts general well-being
among employees (Lukes & Stephan, 2017). Companies adopting green innovative behaviors can enhance their
competitive advantage and advance broader environmental sustainability schemes (Kay & Newman, 2023).

Green Behavior

Green behavior in the workplace refers to everyday actions that help save the environment, such as waste
reduction, energy conservation, and recycling initiatives. Robertson and Barling (2013) explain that green
behaviors are crucial for any eco-healthy organization. Stern (2000) and environmental stewardship in the
long term both agree that promoting green behavior is not a trendy sideshow.

At its core, green behavior involves adopting a spectrum of practices that reduce environmentally harmful
effects from organizational operations. Ones and Dilchert (2012) describe this concept as ranging from simple
energy conservation—such as turning off lights when not in use—to more complex endeavors like sustainable
procurement or fostering a green organizational culture. Given the increasing environmental consciousness, it
is critical to follow these practices (Liilfs & Hahn, 2013).

According to the Theory of Planned Behaviour (Ajzen, 1991), an individual’s intentions result from a
combination of attitudes, social norms, and perceived control. Within the realm of green behavior, this suggests
that employees’ attitudes toward pro-environmental behaviors are shaped by their peers and organizational
culture (Grieves et al., 2013). Moreover, when employees have a strong social identity with environmentally
friendly groups, this leads to ethical choices where proper conduct is paramount (Bartels et al., 2007).
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In practical terms, green behavior in the workplace can include a variety of actions. Energy conservation is a
simple yet effective example—turning off equipment when not in use or opting for energy-efficient appliances
(Ones & Dilchert, 2012). Waste reduction efforts, like recycling and cutting down on paper usage, are also key
(Norton, Zacher, & Ashkanasy, 2014). Beyond these, sustainable procurement practices—choosing suppliers
with eco-friendly operations—and promoting green transportation options, such as carpooling or biking,
further embed sustainability into the workplace (Walker, Di Sisto, & McBain, 2008, Young et al,, 2015). Lo,
Peters, and Kok (2012) add that establishing clear organizational policies, training programs, and awareness
campaigns can significantly boost these green efforts.

Several factors drive the adoption of green behaviors in the workplace. At the individual level, personal values,
environmental awareness, and knowledge are crucial (Norton et al., 2014). Organizational factors such as
leadership support, a strong organizational culture, and incentives also play a significant role (Graves, Sarkis,
& Zhu, 2013). External pressures, including regulatory issues and social expectations, guide firms toward better
green practices (Delmas & Toffel, 2008).

The benefits of green actions are far-reaching. Studies have found that they dramatically lower the carbon
footprint of an organization, conserve natural resources, and reduce waste (Chen, Lai, & Wen, 2006). Although
there is often an initial outlay to implement some green practices, this can result in longer-term savings through
energy efficiency, reduced waste, and improved operational efficiencies (Gadenne, Kennedy, & McKeiver,
2009). Promoting green behavior also fosters employee morale and job satisfaction while improving the
organization’s reputation (Daily, Bishop, & Massoud, 2012).

However, green practices can be challenging to enforce. Poor environmental awareness among employees,
resistance to change from traditional working methods, and limited financial and human resources are
significant barriers, especially for smaller organizations (Hanna et al, 2000; Bansal & Roth, 2000; Parker,
Redmond, & Simpson, 2009).

Leadership is crucial in overcoming these challenges. Top management must demonstrate their commitment
to environmental initiatives, which cascades down to employees (Robertson & Barling, 2013). Offering training
and resources on environmental issues has been shown to raise awareness and commitment among employees
(Boiral, 2009). This can create a ripple effect throughout the organization, encouraging workers through formal
incentives and recognition of green behaviors (Govindarajulu & Daily, 2004). Policies promoting green
behavior and common goods—such as recycling bins or energy-efficient appliances—can have significant
impacts (Ramus & Steger, 2000).

Real-world examples highlight the effectiveness of these strategies. For instance, IBM is committed to
sustainability efforts in energy management and waste minimization, leading to substantial environmental and
economic savings (Berns et al., 2009). Unilever’s Sustainable Living Plan sets ambitious targets for reducing
environmental impact and promoting sustainable practices across all functions. Unilever has successfully
broadened the range of employees adopting green behaviors through targeted training and awareness
programs (Unilever, 2014).

In summary, promoting green behaviors at work is essential for achieving sustainability objectives and
enhancing Corporate Social Responsibility. Understanding the motivators behind these behaviors, along with
the obstacles and opportunities they present, will help organizations shape a more sustainable future.
Additional research is needed on the long-term impact of green behavior on organizational performance and
employee wellness (Daily et al., 2012), but existing evidence indicates that these practices benefit both society
and individuals within organizations.

Intersection of Innovation and Sustainability

The synergy between innovation and sustainability is gaining traction as businesses and researchers alike
recognize the critical role that innovative behaviors play in promoting green practices. Employees who engage
in Green Innovative Work Behaviour (GIWB) aren’t just solving problems—they’re proactively tackling
environmental challenges, which is vital for driving corporate green innovation. Studies by Fahlevi et al. (2023)
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and Chen & Zhang (2024) emphasize that fostering innovation within organizations can simultaneously push
sustainability efforts forward, creating a win-win situation for both the environment and the business.

This intersection between innovation and sustainability is becoming increasingly important as companies
strive to balance environmental responsibility with competitive advantage. Innovative behaviors—especially
those linked to green practices—are key to sustainable development within organizations. When employees
engage in GIWB, they’re not just contributing to the company’s success; they’re actively reducing
environmental impacts and promoting sustainability. This might involve anything from developing eco-
friendly products to optimizing processes that cut down on waste and energy use (Fahlevi et al,, 2023; Chen &
Zhang, 2024).

The connection between innovation and sustainability becomes even clearer when we consider how
organizations leverage their innovative capacities to reach sustainability goals. Research has shown that
fostering a culture of innovation can lead to significant progress in sustainable practices. For instance, Bos-
Brouwers (2010) found that companies that encourage employees to think creatively about environmental
issues are more likely to come up with sustainable solutions and new technologies. This dual benefit—
improving environmental performance while boosting organizational growth and competitiveness—is a
powerful argument for integrating innovation into sustainability strategies.

Corporate green innovation is about developing and implementing new products, processes, and practices that
reduce environmental impact and promote sustainability. Chen, Lai and Wen (2006) showed that both internal
and external factors drive green innovation. Internally, having a supportive organizational environment that
encourages innovation is crucial for adopting green practices successfully. Externally, factors like regulatory
pressures, market demands, and customer preferences for eco-friendly products push companies to innovate
in sustainable ways (Rennings, 2000).

Consider some real-world examples of how companies have successfully integrated innovation and
sustainability. Unilever’s Sustainable Living Plan is a great case in point. By focusing on product innovation and
sustainable sourcing, Unilever has developed products with lower environmental footprints and more efficient
use of resources (Unilever, 2014). Similarly, IBM’s Smarter Planet initiative demonstrates how data and
technology can be harnessed to address environmental challenges, showcasing how innovation can drive
sustainability on a global scale (Berns et al., 2009).

Adding to this, a study by Hart and Dowell (2011) explored how companies that focus on "natural-resource-
based views" can create innovative strategies that lead to both competitive advantage and environmental
sustainability. Their research suggests that when companies innovate with sustainability in mind, they’re not
just responding to market demands—they’re setting themselves up for long-term success by aligning their
operations with the environment’s needs.

Moreover, a recent study by Bocken, Rana, and Short (2015) delves into sustainable business model innovation,
where companies redesign their business models to create, deliver, and capture value in ways that also benefit
the environment and society. This approach not only supports environmental sustainability but also drives
new business opportunities and long-term viability.

The intersection of innovation and sustainability highlights the critical importance of cultivating a workplace
culture that supports creativity and proactive engagement with environmental issues. By doing so, companies
can reap the dual benefits of enhanced sustainability and a stronger competitive position in the market. As we
move forward, more research is needed to explore the specific ways in which innovation drives sustainability
and the long-term effects this has on organizational performance. However, the evidence so far is clear:
integrating innovation with sustainability is not just beneficial —it’s essential for future success.

Environmental Corporate Social Responsibility (ECSR)

Environmental Corporate Social Responsibility (ECSR) initiatives have emerged as powerful drivers of Green
Innovative Work Behaviour (GIWB) within organizations. These initiatives go beyond traditional corporate
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responsibilities by fostering a culture that aligns organizational values with environmental goals, ultimately
promoting both sustainability and innovation.

ECSR initiatives help create a workplace environment where employees feel encouraged to engage in green
behaviors and think creatively about sustainability challenges. Aguinis and Glavas (2012) emphasize that when
companies align their strategies with environmental sustainability, it not only motivates employees to adopt
greener behaviors but also inspires them to come up with innovative solutions to environmental issues. This
alignment fosters a culture where sustainability is a core value, making employees more committed to these
goals and more likely to participate in green initiatives.

Research shows that ECSR can significantly boost employees' creative self-efficacy—their belief in their ability
to generate effective and innovative solutions. When employees see their organization as being
environmentally responsible, they gain confidence in their ability to contribute to green innovation (Newman,
Nielsen, & Miao, 2015). This sense of empowerment encourages them to propose and implement ideas that
drive sustainability efforts forward.

Moreover, ECSR initiatives strengthen employees' commitment to environmental goals. This commitment is a
key driver of GIWB, as employees who are personally dedicated to sustainability are more likely to engage in
behaviors that support these objectives (Cantor et al,, 2012). ECSR activities signal to employees that their
company genuinely values environmental responsibility, which in turn deepens their commitment to
participating in green practices and innovations.

Several studies provide strong evidence of the link between ECSR and GIWB. For example, Zientara and
Zamojska (2018) found that employees working in organizations with robust ECSR programs were more likely
to exhibit green innovative behaviors. This connection was further supported by their perception of
organizational support for sustainability, suggesting that ECSR initiatives not only inspire green behavior but
also enhance employees' motivation to innovate.

Similarly, research by Zhang, Jiang, and Qu (2020) demonstrated that ECSR positively influences GIWB by
fostering a supportive organizational climate for innovation. Their study found that ECSR initiatives led to
higher levels of environmental commitment and creative self-efficacy among employees, which in turn
promoted green innovative behaviors.

These findings suggest that organizations looking to enhance their sustainability efforts should prioritize ECSR
programs. By integrating ECSR into the core of their corporate strategy and clearly communicating these values
to employees, companies can cultivate a culture of innovation that encourages employees to engage in GIWB.
This approach not only contributes to environmental sustainability but also boosts organizational performance
and competitiveness.

To make ECSR initiatives truly effective, organizations should incorporate them into every aspect of their
corporate strategy and ensure that employees are fully engaged. This can be achieved through training
programs, workshops, and educational activities that help employees understand the importance of
sustainability and how they can contribute to green innovation. Providing the necessary resources and support
for these initiatives empowers employees to take an active role in promoting sustainability within the
organization.

ECSR initiatives are vital in driving GIWB, creating a workplace environment where sustainability and
innovation thrive. By enhancing creative self-efficacy and environmental commitment, ECSR programs
motivate employees to engage in green innovative behaviors. Organizations that invest in ECSR not only
improve their environmental performance but also gain a competitive edge. However, further research is
needed to fully understand the long-term impacts of ECSR on organizational sustainability and employee
behavior.
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Mediating Factors

Creative Self-Efficacy

Creative self-efficacy mediates the relationship between ECSR and GIWB, with higher self-efficacy leading to
greater engagement in innovative and green behaviors (Tierney & Farmer, 2002; Chen & Zhang, 2024). When
employees believe in their creative capabilities, they are more likely to engage in GIWB, leveraging their skills
to address environmental challenges. A study conducted by Abdullah et al. (2019) found that creative self-
efficacy is a strong predictor of both innovative work behavior and job success. According to Qadir and
Chaudhry (2024), there is a positive relationship between green entrepreneurial self-efficacy and both
innovative work behavior and entrepreneurial ambition. This relationship is influenced by attitudes towards
entrepreneurship.

Furthermore, Pasha et al. (2022) have shown that ecopreneurship influences innovative work behavior by
means of the mediation of creative self-efficacy. These studies emphasize the significance of creative self-
efficacy and environmental concerns in promoting innovative work behaviors. According to Chen & Zhang
(2023), Abdullah et al. (2019), Qadir & Chaudhry (2024), and Pasha et al. (2022), organizations can improve
employee innovation and performance by encouraging environmental responsibility, fostering creative self-
efficacy, and nurturing green entrepreneurial attitudes. Managers can improve employees' inventive behavior
and entrepreneurial outcomes by prioritizing the development of their self-efficacy, especially in creative and
sustainable environmental situations.

Environmental Commitment

Employees' commitment to environmental goals plays a crucial mediating role in the relationship between
Environmental Corporate Social Responsibility (ECSR) and Green Innovative Work Behaviour (GIWB). This
commitment reflects the extent to which employees internalize and prioritize environmental sustainability in
their work and personal lives. Ramus and Steger (2000) highlight that employees who are personally
committed to environmental sustainability are more inclined to adopt and promote green practices within their
organizations.

Employees' commitment to environmental goals is influenced by their values and motivations. When
individuals value environmental sustainability, they are more likely to engage in behaviors that support these
goals, both at work and in their personal lives. This personal commitment acts as a powerful motivator, driving
employees to go beyond the minimum requirements and actively seek out innovative solutions to
environmental challenges. Ramus and Steger (2000) argue that this intrinsic motivation is a key factor in
fostering GIWB, as it encourages employees to take initiative and implement green practices that align with
their environmental values.

The mediating role of employees' commitment to environmental goals can be understood through its impact
on various organizational outcomes. For instance, when employees are committed to environmental
sustainability, they are more likely to support and participate in ECSR initiatives. This participation not only
enhances the effectiveness of these initiatives but also fosters a culture of sustainability within the organization.
Moreover, committed employees are more likely to share their knowledge and ideas with colleagues,
contributing to a collaborative environment that supports GIWB.

Furthermore, the alignment between personal values and organizational goals is essential for fostering
commitment to environmental sustainability. When employees perceive that their organization prioritizes
environmental goals, they are more likely to feel a sense of alignment and commitment to these goals. This
alignment reinforces their motivation to engage in green innovative behaviors, as they feel supported and
valued by the organization. Therefore, organizations can enhance GIWB by promoting a culture that aligns with
employees' values and supports their commitment to environmental sustainability.

In conclusion, employees' commitment to environmental goals mediates the relationship between ECSR and
GIWB, reinforcing the importance of personal values and motivations in driving green innovative behaviors. By
fostering a culture that aligns with employees' environmental values and supports their commitment to
sustainability, organizations can enhance the effectiveness of ECSR initiatives and promote GIWB. This
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commitment not only enhances organizational sustainability but also contributes to a collaborative and
innovative work environment.

Moderating Factors

Person-Organization Fit

The alignment between an employee's values and the organization's values (P-O fit) moderates the impact of
ECSR on GIWB. A high P-O fit enhances the positive effects of ECSR on creative self-efficacy and environmental
commitment, while a low P-0 fit weakens these effects (Kristof-Brown et al., 2005). Ensuring that employees
feel a strong alignment with the organization's sustainability values can therefore enhance the effectiveness of
ECSR initiatives.

Person-Organization Fit (P-O Fit) refers to the congruence between an individual's values, beliefs, and
personality with the culture, values, and norms of an organization (Kristof-Brown et al., 2005). In the context
of ECSR, a high P-O fit means that employees feel a strong alignment with the organization's environmental
values, which can significantly enhance their engagement in green innovative work behaviors. Kristof-Brown
et al. (2005) highlighted that a high P-O fit enhances the positive effects of ECSR initiatives on employees'
creative self-efficacy and environmental commitment. When employees perceive that their values align with
those of the organization, they are more likely to internalize the organization’s environmental goals and exhibit
innovative behaviors to support these goals. Conversely, alow P-O fit weakens these effects, as employees may
feel disconnected from the organization's values and less motivated to engage in green innovative behaviors.

The mediating role of P-O fit in the relationship between ECSR and GIWB can be understood through its
influence on employees' attitudes and behaviors. When there is a strong P-O fit, employees are more likely to
experience job satisfaction, organizational commitment, and motivation to contribute to sustainability
initiatives. This alignment fosters a supportive environment where employees feel empowered to innovate and
implement green practices. Therefore, ensuring a high P-O fit can enhance the effectiveness of ECSR initiatives
by promoting a culture of sustainability and innovation.

Leadership and HR Practices

Transformational leadership and green human resource management (HRM) practices are pivotal in fostering
a culture of innovation and sustainability. Leaders play a crucial role in shaping an organizational environment
that supports GIWB (Fahlevi et al,, 2023; Poér et al., 2023). Green HRM practices, such as training and rewards
for green behaviors, further reinforce this culture (Renwick et al.,, 2013). By promoting green leadership and
HR practices, organizations can cultivate an environment where sustainability and innovation thrive together.

Transformational leadership is characterized by leaders who inspire and motivate employees to exceed their
self-interests for the sake of the organization (Bass & Riggio, 2006). These leaders create a vision for the future,
communicate this vision effectively, and foster an environment that encourages innovation and commitment
to sustainability. Green Human Resource Management (HRM) practices involve incorporating environmental
management into human resource policies, such as recruitment, training, performance appraisal, and rewards
(Renwick et al,, 2013). These practices aim to develop a workforce that is environmentally conscious and
engaged in sustainable behaviors.

Fahlevi et al. (2023) and Poodr et al. (2023) emphasize that transformational leaders play a crucial role in
shaping an organizational culture that supports GIWB. Leaders who demonstrate a commitment to
sustainability can inspire employees to embrace green practices and innovate in ways that align with
environmental goals. Similarly, green HRM practices, such as providing training on sustainable practices and
rewarding green behaviors, reinforce this culture by equipping employees with the necessary skills and
motivation to engage in GIWB. Transformational leadership and green HRM practices act as mediators by
creating an organizational environment that supports sustainability and innovation. Leaders who prioritize
environmental goals and implement green HRM practices can cultivate a culture where employees feel
empowered to innovate and contribute to the organization’s sustainability objectives. This supportive
environment enhances the impact of ECSR initiatives by fostering a workforce that is committed to green
innovative behaviors.
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The alignment between employees' values and the organization's sustainability values (P-O fit), along with the
presence of transformational leadership and green HRM practices, plays a critical role in moderating the impact
of ECSR on GIWB. High P-O fit, effective leadership, and supportive HR practices create an environment that
enhances the effectiveness of ECSR initiatives by promoting a culture of sustainability and innovation. By
focusing on these moderating factors, organizations can foster a workforce that is both committed to and
capable of driving green innovation.

Discussion

This systematic review underscores the critical interplay between innovative work behavior (IWB) and green
practices, emphasizing how they collectively contribute to organizational sustainability. The findings reveal
that IWB, characterized by the generation and implementation of novel ideas, is instrumental in fostering
sustainable practices within organizations. Employees engaging in IWB tend to develop solutions that minimize
environmental impacts, thus enhancing corporate sustainability.

The literature indicates that a combination of organizational initiatives (Environmental Corporate Social
Responsibility - ECSR, green HRM practices) and individual factors (creative self-efficacy, environmental
commitment) drives employees' green innovative work behavior (GIWB). The moderating role of the Person-
Organization (P-O) fit underscores the importance of aligning organizational and personal values to maximize
the effectiveness of sustainability initiatives. This alignment is crucial for fostering an environment where
employees feel empowered to engage in innovative and sustainable behaviors. Key drivers of GIWB include
leadership, organizational culture, and employee engagement. Transformational leadership and green HRM
practices significantly influence GIWB by creating a supportive environment that encourages innovation and
sustainability. Leaders who prioritize environmental goals and implement green HRM practices, such as
training and rewards for green behaviors, play a pivotal role in fostering a culture of sustainability and
innovation (Renwick et al., 2013, Amrutha & Geetha, 2020).

The review also highlights the mediating role of creative self-efficacy and environmental commitment in the
relationship between ECSR and GIWB. Employees with high creative self-efficacy and strong environmental
commitment are more likely to engage in GIWB, leveraging their skills to address environmental challenges
innovatively (Tierney & Farmer, 2002; Chen et al., 2015). ECSR initiatives align organizational values with
environmental goals, thereby enhancing employees' creative self-efficacy and commitment to sustainability
(Afsar et al.,, 2018). Moreover, the alignment between an employee's values and the organization's values (P-0
fit) moderates the impact of ECSR on GIWB. A high P-O fit enhances the positive effects of ECSR on creative self-
efficacy and environmental commitment, while a low P-O fit weakens these effects (Edwards & Cable, 2009).
Ensuring that employees feel a strong alignment with the organization's sustainability values can therefore
enhance the effectiveness of ECSR initiatives.

The integration of innovation and sustainability is essential for achieving long-term organizational success. By
fostering a culture that supports creativity and proactive engagement in environmental issues, companies can
achieve the dual benefits of enhanced sustainability and competitive advantage. Successful case studies, such
as IBM’s Smarter Planet initiative and Unilever’s Sustainable Living Plan, demonstrate the potential of
leveraging innovative capabilities to drive sustainable practices (Whelan & Fink, 2016). The literature indicates
that a combination of organizational initiatives (ECSR, green HRM practices) and individual factors (creative
self-efficacy, environmental commitment) drives employees' GIWB. The moderating role of P-O fit underscores
the importance of aligning organizational and personal values to maximize the effectiveness of sustainability
initiatives. This alignment is crucial for fostering an environment where employees feel empowered to engage
in innovative and sustainable behaviors.

5. Conclusion

This systematic review has underscored the critical intersection of innovative work behavior (IWB) and green
practices in fostering sustainability within organizations. By synthesizing findings from a diverse array of
academic literature, this study has elucidated the multifaceted relationship between IWB and green practices,
highlighting how innovative behaviors contribute to the implementation and enhancement of sustainable
practices. Key drivers of green innovative work behavior (GIWB) such as Environmental Corporate Social
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Responsibility (ECSR), green human resource management (HRM) practices, creative self-efficacy, and
environmental commitment have been identified. These drivers play pivotal roles in shaping employees’
proactive engagement in sustainability initiatives. The alignment between organizational values and individual
values, encapsulated in the concept of Person-Organization (P-0) fit, emerges as a crucial moderating factor,
ensuring that employees are deeply committed to the organization’s sustainability goals.

The review has also brought to light the challenges and facilitators in integrating IWB with green practices.
Successful case studies demonstrate that fostering a culture of innovation is indispensable for achieving
sustainable outcomes. Leadership, organizational culture, and employee engagement are paramount in
promoting IWB for green initiatives. The practical implications of these findings are significant for
policymakers, managers, and scholars. Organizations should invest in robust ECSR policies, promote green
HRM practices, and create supportive environments that enhance employees' creative self-efficacy and
environmental commitment. Leadership should focus on modelling green behaviors and providing training and
incentives to encourage sustainability.

Moreover, the review highlights the necessity for a conducive environment that supports innovation to achieve
sustainability. This dual benefit not only enhances environmental performance but also contributes to
organizational growth and competitiveness. Future research should explore the specific mechanisms through
which P-O fit influences GIWB and the role of different leadership styles in promoting green innovation.

In conclusion, bridging innovation and sustainability through green practices requires a holistic approach that
integrates organizational initiatives and individual factors. By fostering a culture that supports innovative and
sustainable behaviors, organizations can make significant strides in addressing global environmental
challenges while maintaining competitive advantage. This review provides a comprehensive framework for
future research and practical applications, paving the way for enhanced synergy between innovation and
sustainability in organizational contexts.
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