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Abstract 

The aim of this study is to determine the effect of inclusive leadership on organizational green 

behavior. The sample of the research consists of employees operating in Turkey. Simple random 

sampling method was used in the research. 713 people answered the survey. IBM AMOS-22 and 

SPSS-22 programs were used to analyze the data obtained. Reliability, correlation and multiple 

regression analyzes were performed in the research, respectively. According to the analysis 

results, it is seen that inclusive leadership positively affects green organizational behavior. 

According to the results obtained, it was determined that the ınclusive leadership levels of the 

employees significantly affected all the sub-dimensions of green organizational behavior. 
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1.INTRODUCTION  

The world faces many different environmental problems and challenges every day. Most of these 

environmental problems occur as a result of human actions. For example, the consequences 

caused by industrial activities, urbanization, increase in wastewater and gases, greenhouse effect 

and global warming affect not only humanity but all living things. All stakeholders, especially 

organizations, are seeking solutions to environmental problems that are increasingly threatening. 

Green behaviors, or in other words, environmentally friendly behaviors, come into play at this 

point. Preventing the destruction caused by humanity will be achieved by spreading 

environmentally friendly behaviors.  

In the face of ever-growing urbanization and industrialization, growing the environment without 

damaging it has become critical worldwide. Climate change, which particularly concerns the 

environment, society and economy, has become the most urgent and complex problem facing 

humanity. According to the report of the Organization for Economic Co-operation and 

Development (OECD 2020) prepared on this subject, global greenhouse gas emissions will 

increase by 50% and the greenhouse gas concentration will reach approximately 685 particles per 

million CO2 equivalent by 2050 without strict environmental policies (Behera et al., 2024). 

Governments and civil society organizations around the world are promoting laws and policies 

to reduce the negative effects of environmental degradation on natural resources and humanity 

(Zhang et.al, 2019). Preserving the natural environment has become a worldwide concern for both 

consumers and researchers. Climate change, in particular, is a global concern due to its impact 

on green growth and sustainable development. Because, as a result of climate change, ecosystems 

and biodiversity, water resources, and the frequency and scale of extreme weather events are 

affected. These consequences have significant consequences on food production, human well-

being, socio-economic activities and economic output (OECD, 2024).  

These issues have led manufacturing industries and consumers to prioritize responsible 

consumption and practices that support environmentally friendly sustainability. The tendency to 
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adopt an environmentally friendly lifestyle is increasing in every field and all stakeholders are 

expected to support this. In green organizational behavior, this appears as an important tool that 

increases sustainability (Ogiemwonyi, 2024; Kavaslar and Karavelioğlu, 2023; Ogiemwonyi, 

2022). Green behavior refers to certain behaviors that individuals adopt to meet their needs 

without causing any harm to both the environment and society (Ogiemwonyi and Harun, 2021 ). 

Adopting green behavior helps alleviate negative environmental impacts and promote healthier 

living conditions. Green behavior has emerged as a response to environmental problems by 

encompassing environmentally friendly behaviors (Ogiemwonyi and Jan, 2023 ).  

Green behavior consists of actions and behaviors of employees that contribute to environmental 

sustainability (Ones and Dilchert, 2012: 87; Wiernik et al.,2016). Green behavior consists of 

behaviors that aim to protect the environment voluntarily (Norton et al., 2015: 103), aiming at 

saving energy and water, and serving sustainability towards recycling (Kim et al., 2014; Safari et 

al., 2017). However, it can be difficult to know what individuals' preferences are for improving 

sustainability and welfare. Employees' motivation and capacity to change are influenced by 

numerous factors, including existing socio-economic and technological systems. Therefore, a 

well-developed understanding is needed to develop effective policies in promoting the desired 

behavioral change (OECD, 2023; Tian et al., 2019).  

One of the social pressure factors affecting employees' green organizational behavior is the 

relationships between business leaders or the organization and the employee. One of the factors 

that facilitate green organizational behavior is to create an environmentally supportive structure 

that will be created by the organization and cause employees to show green behavior. In certain 

ways, this so-called green opportunity motivates and motivates employees to behave well 

(Hasebrook et al., 2022). Leadership is influencing employees and managing their efforts to 

achieve organizational goals. (Ülgen and Mirze, 2018). Leadership is the process by which a 

person influences and directs the activities of others to achieve a goal under certain conditions 

(Sabuncuoğlu and Tüz, 1996).  

Leadership is the knowledge, skill and ability to influence and mobilize group members to 

achieve certain goals (Eren, 2014). Therefore, a leader is a person who acts in line with the goals 

of the organization (Doğan, 2002). An inclusive leader has a leadership style that takes into 

account people's wishes and needs and has high levels of cooperation and communication 

between leader and member (Carmeli et al., 2010). In inclusive leadership, an organizational 

structure is created where employees' belonging is developed, the contributions of all employees 

are valued, and employees are supported (Shore et.al., 2011; Lirio et al., 2008).  

The main features of inclusive leadership are; to ensure that employees are involved in the work, 

to provide resources, to make employees feel valuable, to increase employees' contribution to the 

organization or to the job, to motivate employees for more production. Thus, employees strive 

for maximum benefit thanks to the good behavior of the leader. In inclusive leadership, respect, 

recognition, appreciation, responsiveness, trust, loyalty, goal setting, ways to achieve this goal, 

decision making and continuous feedback are essential. The fact that the inclusive leader is 

always accessible and open increases the job satisfaction of employees and positively affects the 

employee-task relationship (Choi et al., 2015; Mitchell et al., 2015; Nembhard and Edmondson, 

2006; Hollander, 2009).  

Inclusive leaders are dynamic and change oriented. Inclusive leadership is a quality that cares 

about the values adopted by employees and allows them to behave according to the ethical 

system they have. Inclusive leaders are leaders who care about both individual and cultural 

differences (Wuffli, 2016; Rayner, 2009; Miller, 1998). Therefore, it seems that the characteristics 

and behaviors of the leader strongly affect the behavior of employees. This research investigates 

https://www.sciencedirect.com/science/article/pii/S2665972721000659?via%3Dihub#bib113
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whether inclusive leadership style is effective on green organizational behavior. Since inclusive 

leadership is a model that creates positive outcomes for employees, it is thought to have positive 

effects on the green organizational behavior of employees. In the research, firstly, literature 

explanations about inclusive leadership and green organizational behavior were made, and in 

the second part, the methodology of the research was explained and the analysis results were 

included. 

2. MATERIAL AND METHODS  

2.1. Purpose and Importance of the Research  

The purpose of this study is to determine the effect of inclusive leadership on green 

organizational behavior. The hypotheses developed in this context are as follows: 

H1: Inclusive leadership has an impact on the green organizational behavior. 

H1a: Openness, availability and accessibility, which are the sub-dimensions of inclusive 

leadership, It has an impact on the environmental sensitivity dimension of green organizational 

behavior. 

H1b: Openness, availability and accessibility, which are the sub-dimensions of inclusive 

leadership, It has an impact on the environmental participation dimension of green 

organizational behavior. 

H1c: Openness, availability and accessibility, which are the sub-dimensions of inclusive 

leadership,  It has an impact on the economic sensitivity dimension of green organizational 

behavior. 

H1d: Openness, availability and accessibility, which are the sub-dimensions of inclusive 

leadership, It has an impact on the green purchasing dimension of green organizational behavior. 

H1e: Openness, availability and accessibility, which are the sub-dimensions of inclusive 

leadership, It has an impact on the technological sensitivity dimension of green organizational 

behavior.  

2.2. The Universe and Sample of the Research 

The population of the research consists of employees in Tourism Businesses in Turkey. The 

sample of the research consists of 713 employees in in Tourism Businesses in Turkey and 

convenience sampling method was used in the research. This research is a quantitative study and 

a survey was used as data collection. A total of 713 surveys were evaluated. Findings regarding 

the demographic characteristics of the research participants are presented in Table 1. The research 

was conducted after obtaining the permission of Selcuk University Ethics Committee numbered 

28.06.2024 E-22752295-300-794704. 

 

 

 

 

 

 

 

 



Neriman ÇELİK  

 383 

Table 1. Demographic Characteristics of the Participants 

Demographic Findings 

 

n % 

Gender 
Woman  322 45,1 

Man 391 54,8 

Age 

18-25 age 167 23,4 

26-29 age 296 41,5 

30-35 age 189 26,5 

36-40 age 43 6,0 

41-65 age 18 2,5 

Education 

Primary /secondary school 29 4,0 

High school 287 40,2 

Associate degree 112 15,7 

Bachelor 165 23,1 

Master 120 1,68 

Job Duration 

Less than 1 year 37 5,18 

1-5 years 163 22,8 

6-10 years 256 35,9 

11-15 years 201 28,1 

16 years and above 56 7,85 

Total 713 100,00 

According to Table 1, 45.1% of the participants are female and 54.8% are male; 64.9% are under 

20 years old, 35% are over 30 years old. Considering their educational status, 5% have less than 1 

year; 40.4% university graduate; 22.8% between 1 and 5 years; 35.9% are between 6-10 years; 

28.1% have a working experience of 11-15 years and 7.85% have a working experience of 16 years 

or more. 

2.3. Data Collection Tool Used in the Research 

Research data was collected by survey method. The survey was prepared as both a web-based. A 

total of 713 survey forms were filled out for the research. The survey form includes three sections 

consisting of demographic questions, inclusive leadership scale, green organizational behavior 

scale. The inclusive leadership scale included in the survey form is based on Carmeli et al. (2018) 

with 9 expressions and a 5-point Likert type. The scale is three-dimensional. The scale was 

evaluated on a five-point Likert type (5 = Strongly agree, 4 = Agree, 3 = Undecided, 2 = Disagree, 

1 = Strongly disagree). The scale was adapted into Turkish by Sürücü and Maslakçı (2021). The 

Cronbach alpha coefficient of the scale is 0.911 (Sürücü and Maslakçı 2021).  

The green organizational behavior scale was developed by Erbaşı (2019) and was prepared 27 

item, 5-point Likert type. The scale was evaluated on a five-point Likert type (5= Always, 4= 

Often, 3= Occasional, 2= Rarely, 1= Never). The Cronbach alpha reliability coefficient of the scale 

is 0.818 (Erbaşı, 2019).  Before applying the scale used in the research, a pilot application was 

carried out. In this regard, surveys were administered to 45 employees in tourism businesses. 

Within the scope of the findings obtained through face-to-face interview method, it was seen that 

all the statements in the survey were understandable. Accordingly, no changes were made to the 

survey form. 
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2.4. Data Analysis 

The data obtained from the survey study were analyzed with IBM AMOS-22 and SPSS-22 

package program. In this research, the demographic structure of the participants, validity and 

reliability analyzes of the scales, correlation analysis to determine the relationship between 

variables and finally multiple regression analysis to test hypotheses. 

2.5. Results 

Table 2 results show that the scales are valid and reliable. 

Table 2. Validity and Reliability Tests of Scales 

Scale Factor Cronbach Alpha 

Inclusive Leadersihp 9 0.932 

Openness 3 0.845 

Availability 4 0.911 

Accessibility 2 0.893 

Green Organizational Behavior 27 0.949 

Environmental Sensitivity 8 0.913 

Environmental Participation 7 0.876 

Economic Sensitivity 5 0.857 

Green Purchasing 4 0.892 

Technological Sensitivity 3 0.887 

 

According to the reliability analysis findings regarding the scales of the research, the Cronbach 

alpha value of the Inclusive leadership scale is 0.932; The Cronbach alpha value of the green 

organizational behavior scale was calculated as 0.949. According to the results of the factor 

analysis, the KaiserMeyer-Olkin value of the Inclusive leadership scale (KMO=.877, p=.000) was 

gathered under 3 factors explaining 78.84%. The Kaiser-Meyer-Olkin value of the green 

organizational behavior scale (KMO=.867, p=.000) was collected under 5 factors explaining 

75.19%. 

Table 3. The Relationship Between Inclusive Leadership and Green Organizational Behavior 

 1 2 3 4 5 6 7 8 9 10 

Inclusive Leadership (1) 1          

Openness (2) ,904** 1         

Availability (3) ,907** ,751** 1        

Accessibility (4) ,931** ,758** ,795** 1       

Green Organizational 

Behavior (5) 

,797** ,769** ,767** ,649** 1      

Environmental Sensitivity (6) ,742** ,849** ,802** ,818** ,855** 1     

Environmental Participation 

 (7) 

,844** ,783 ,884** ,805** ,863** ,845** 1    

Economic Sensitivity (8) ,784** ,809** ,896** ,883** ,831** ,700** ,955** 1   

Green Purchasing (9) ,800** ,657** ,696** ,748** ,778** ,760** ,748** ,892** 1  

Technological Sensitivity (10) 930** ,749** ,775** ,778** ,981** ,881** ,605** ,698** ,695** 1 

**p< 0,01; *p< 0,05 

According to the correlation analysis results in Table 3, it is seen that inclusive leadership has a 

positive relationship with green organizational behavior (r=.797; p<0.01). It appears that inclusive 
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leadership is positively related to environmental sensitivity (r=,742; p<0,01), environmental 

participation (r=,844; p<0,01), economic sensitivity (r=,784; p<0,01), green purchasing (r=,800; 

p<0,01), technological sensitivity (r=,930; p<0,01), which are the dimensions of green 

organizational behavior. It has been revealed that green organizational behavior has a positive 

relationship with openness (r=,769; p<0,01), availability (r=,767; p<0,01) and accessibility (r=,649; 

p<0,01), which are the dimensions of inclusive leadership. 

The results of the multiple regression analysis performed to test the hypotheses created within 

the scope of the research are given in Table 4 below. 

Table 4. Regression Findings Related to the Effect of Inclusive Leadership on Green 

Organizational Behavior 

Table 4 shows that inclusive leadership explains green organizational behavior by 74%. In this 

context, inclusive leadership has a positive effect on green organizational behavior. It is seen that 

openness (β=.636; p<0.05), availability (β=.537; p<0.05) and accessibility (β=.588; p<0.05), which 

are the sub-dimensions of inclusive leadership, positively affect environmental sensitivity. It is 

seen that openness (β=,409; p<0,05), availability (β=,589; p<0,05) and accessibility (β=,622; p<0,05), 

which are the sub-dimensions of inclusive leadership, positively affect environmental 

participation. It is seen that openness (β=,403; p<0,05), availability (β=.537; p<0.05) and 

accessibility (β=,669; p<0,05), which are the sub-dimensions of inclusive leadership, positively 

affect economic sensitivity. It is seen that openness (β=,544; p<0,05), availability (β=,673; p<0,05) 

and accessibility (β=,669; p<0,05), which are the sub-dimensions of inclusive leadership, 

positively affect economic sensitivity. It is seen that openness (β=,403; p<0,05), availability (β=.537; 

p<0.05) and accessibility (β=,287; p<0,05) which are the sub-dimensions of inclusive leadership, 

positively affect green purchasing. It is seen that openness (β=,697; p<0,05), availability (β=,686; 

p<0,05) and accessibility (β=,555; p<0,05) which are the sub-dimensions of inclusive leadership, 

positively affect technological sensitivity. In this context, hypotheses H1, H1a, H1b, H1c, H1d and 

H1e were accepted. 

 

 

Independent Variable Dependent Variable R2 Beta SH B P 

Inclusive Leadership Green Organizational 

Behavior 

,742 ,797 ,096 ,891 ,000 

Openness Environmental 

Sensitivity 

,701 ,636 ,178 ,609 ,001 

Availability ,537 ,202 ,418 .031 

Accessibility ,588 ,190 ,422 .032 

Openness Environmental 

Participation 

,632 ,409 ,162 ,406 .001 

Availability ,589 ,158 ,380 .062 

Accessibility ,622 ,172 ,609 .001 

Openness Economic Sensitivity ,658 ,403 ,169 .-016 ,920 

Availability ,689 ,155 ,052 ,789 

Accessibility ,669 ,176 ,600 ,066 

Openness Green Purchasing ,622 ,544 ,221 ,543 ,011 

Availability ,673 ,156 ,605 ,013 

Accessibility ,287 ,188 ,498 ,019 

Openness Technological 

Sensitivity 

,689 ,697 ,203 ,381 ,061 

Availability ,686 ,198 ,427 ,033 

Accessibility ,555 ,169 ,449 ,932 
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3.DISCUSSION 

Environmental disasters experienced not only in our country but also all over the world have 

made issues related to protecting the environment, making it sustainable and passing it on to 

future generations more important. The purpose of this research is to determine the effect of 

inclusive leadership on green organizational behavior. There is no similar study in the literature. 

The research was conducted in accommodation establishments operating in Turkey. 713 

participants answered the survey on a voluntary basis. According to the results of the research, 

it is seen that inclusive leadership positively affects green organizational behavior. And inclusive 

leadership explains green organizational behavior by 74%. Based on these results, H1 “Inclusive 

leadership has an impact on green organizational behavior.” the main hypothesis was accepted. 

In the study, the multiple regression analysis was performed to see the effect of ınclusive 

leadership on the sub-dimensions of green organizational behavior. According to the results 

obtained, it was determined that the ınclusive leadership levels of the employees significantly 

affected all the sub-dimensions of green organizational behavior. Based on these results, all sub-

hypotheses of the study (H1a, H1b, H1c, H1d, H1e) have been accepted. As a result of the 

evaluation made on the impact values, it was determined that the ınclusive leadership levels of 

employees enviromental sensitivity dimension the most among the rest of the green 

organizational behavior dimensions, followed by technological sensitivity, economic sensitivity, 

environmental participation and green purchasing dimensions respectively.  

Recycling of resources in organizations, economical use of resources, development of more 

rational policies will be gained by employees through practices towards green organizational 

behavior (Bulinska et al., 2021; Steg and Vlek, 2009).  The main environmentally friendly 

behaviors in organizations can be listed as recycling waste materials, turning off electronic 

devices (Boiral, et al., 2015), developing sustainable products and processes, taking 

environmentally friendly measures, changing working methods, reducing car use, not 

consuming products that are difficult to recycle such as plastic, and giving importance to 

recyclable materials.  

And by choosing change, leaders aim to establish a new world outside the existing one. All these 

behaviors are shaped by the perceptions of employees within the organization. Therefore, there 

is a need for leaders within the organization who are open to all kinds of new ideas, who realize 

these ideas, who motivate employees, who share all kinds of information and data, who carry out 

the decision-making process together with employees, who are highly aware, energetic, 

harmonious, courageous in making forward-looking moves, and who are open to change. 

Inclusive leaders are individuals who have these qualities. Inclusive leaders are leaders who 

develop their teammates and nurture their creativity and innovation.  

In this context, it is important for organizations to develop strategies for the environment. This 

will be achieved with leaders and their followers who are aware of the environment. The result 

of this study shows that inclusive leadership is important in increasing environmentally friendly 

behaviors. It has been determined that inclusive leadership has a positive impact on employees 

not only in work-related behaviors but also in green organizational behaviors. The limitation of 

the research is that the research was conducted in the tourism sector. Conducting the research 

among employees in other sectors will allow the results to be compared.  
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