Abstract
The study will employ the componential model of creativity and the conservation of resource theory to develop a conceptual model to elucidate the firm and individual-level antecedents that strengthen environmental sustainability orientation impact on hotel employees' green creativity. Green autonomy, a firm-level capability and psychological resilience, an individual-level attribute, are theorised as the mediating variables to underpin the unexplained variations between environmental sustainability orientation and employees' green creativity outcomes. The models will be tested using partial least square-structural equation modelling (PLS-SEM) to explain the unidimensional effect and fuzzy-set qualitative comparative analysis (fsQCA) to clarify the recipes sufficient to explain hotel workers' green creativity. Unlike the PLS-SEM analysis, the fsQCA will produce different configurations, confirming the multiplicity of configurations that explain GC outcomes, thereby highlighting the insufficiency of unifinality analysis in ESO and GC outcomes. The study findings will help clarify the interactive role of green autonomy and psychological resilience in environmental sustainability orientation and hotel employee green creativity relationships.
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Sustainable and Responsible Business Track
Introduction
Environmental sustainability has become a significant concern in the hospitality industry because its primary activities consume sizable natural resources (Fang, 2020). Data indicates that 5-8% of the world's greenhouse emissions come directly from the tourism and hospitality sector, making the sector a significant contributor to global carbon emissions (Kim, 2020). To ensure their operations align with the Paris Climate Pact, hotels must reduce greenhouse gas emissions per room/ year by 90% by 2050 (Wich, 2020). The environmental impact of hotels comes from their excessive use of non-durable resources vis-à-vis water, food, energy, paper, and their single-use and non-recyclable items (Kuo et al., 2022). Global consumers growing concern for environment conservation and unending preference for facilities that demonstrates adequate protection for the environment have put many hoteliers under intense pressure to adopt a much greener strategic positioning (Wang et al., 2020).
Many hotels are searching for strategies that effectively signal consumers that they have become environmentally conscious and savvy. Environmentally sustainability orientation (ESO), which constitutes a new strategic positioning and aims to help businesses operate in line with the sustainable development goals (SDGs), has become very widespread among hospitality and tourism firms (Ardito et al., 2021). ESO emphasises the inherent ideals and principles that provide behavioural norms to guide an enterprise's sustainability drive (Cheng, 2020). With the increasing acceptance of this new strategic thinking among tourism and hospitality firms, scholars have begun investigating the antecedents of ESO on hotel employees' green creativity (GC) (Govindan et al., 2020). GC is an ecological-based inventiveness that results in organisational sustainability by lowering adverse environmental effects, addressing ecological concerns, and producing eco-friendly services (Paille & Raineri, 2015). Because employee GC can help hotels achieve their social obligations, respond proactively to eco-friendly consumers, and minimise the sector's adverse environmental effects (Bhutto et al., 2021), ESO influence on employee GC has become a significant area of interest among academics.
Despite the growing interest in ESO among academics, the existing literature on ESO outcomes remains unsettled (Molina-Collado et al., 2022). The hospitality literature still has wide knowledge gaps that must be addressed. First, when it comes to the ESO effect on GC, studies in the tourism and hospitality sector have taken a generic approach (Kim et al., 2019) or viewed it as a component of citizenship behaviour (Luu, 2019). Studies in the tourism and hospitality industry are yet to investigate GC as a separate and distinct organisational performance outcome of ESO (Luu, 2021). As GC has become critical for hotels to sustain a competitive advantage and gain a broader community awareness among its patrons, there are calls for new studies to explore the conditions that could undergird hotel employees' GCs (Kalyar et al., 2021). Luu (2021) reiterates the need for new hospitality studies to explore GC as an isolated organisational performance indicator, not as a sub-component of organisational citizenship behaviour. Second, the relationship between ESO and hospitality firms' outcomes has produced mixed results (Przychodzen et al., 2020). Given the contradictions, exploring the boundary situations undergirding these relationships is essential for theory development. Drawing on the componential theory of creativity (CTC), the study theorises that the enablers of employees' creativity depend primarily on two contextual issues: autonomy (having choices and options in job content) and interpersonal climates that support the autonomy of employees (Amabile et al., 1996). To underpin employees' creativity, they must feel readiness, volition and psychological freedom while trying out novel ideas (Ryan & Deci, 2020). According to Gange and Deci (2005), without extrinsic motivation (autonomy and a psychologically safe environment), workers feel pressured to execute tasks, which could restrict their freedom to create or think intuitively. Therefore, clarifying the mediating role of GA in the relationship between ESO and GC would be crucial for theory development.
Also, because GC is a multifaceted endeavour, catalysed not only by institutional arrangements but also by individual antecedents that foster the creation of novel ideas and processes (Shalley et al., 2004), employees will require personal resources (i.e., psychological resilience (PsR) that encourages them to learn from failed ideas and bounce back from adversities. PsR is conceptualised as a condition whereby an individual "develops and employs [his/her] capability endowments to interrelate with the environment in a way that positively alters and sustains functioning before, during, and succeeding adversity (Williams et al., 2017, p. 742). While PsR is considered essential to a person's adventure (Akgün & Keskin, 2014), its mediating role on hotel employees' GC outcomes remains less understood. Considering the precarious nature of hotel employment and its consequence on individual resources (Kamakura & Mazzon, 1991; Asante, 2023), it provides a solid theoretical ground to understand how this personal resource is nurtured under the sector employment condition and sustains employees GCs in hospitality firms. Therefore, the main objective of this study is to test a model based on the CTC and the conservation of resource theory (COR), which underscores that employee creativity comes from external and internal factors which emanate directly from the organisation and the individual's self. 
Accordingly, the study employs two analytical approaches to fill the abovementioned knowledge gaps. Partial least square-structural equation modelling (PLS-SEM (symmetrical method) and fussy set qualitative comparative analysis (fsQCA (asymmetrical method) are jointly used to clarify the relationship between hotels ESO and their employees GC. Using two distinct analytical approaches avoids the unidimensional exploration of relationships by considering the divergence and convergence between ESO, GC, GA and PsR relationships. Therefore, including fsQCA in the study analysis allows us to unravel different dimensions of firm and individual-level antecedents and their potential impacts on GC while considering them concurrently. Second, building on the CTC, the study tests how GA (i.e., having choices and options in job content) strengthen hospitality employees GC. Although the extant literature has placed more emphasis on general autonomy as the antecedent of employee creativity (Siyal et al., 2021; Xia et al., 2021), the effect of GA, which would be more effective in predicting GC in the hotel industry, remains less empirically tested (Hennessey, 2019; Maitlo et al., 2022). Therefore, using GA extends the literature on how this dimension of autonomy differs from the general autonomy construct and demonstrates its relevance to improving hospitality workers' GC. 
Additionally, considering that an individual-level attribute will be required to counteract the uncertainty of GC, especially in a sector characterised by high market seasonality and poor working conditions, the study draws on the COR to understand how this personal attribute can strengthen the relationship between ESO and hotel employees GC. Therefore, exploring how PsR manifests in hotel employees is crucial for their GC outcomes. The study helps elucidate the individual-level construct of PsR from the organisational-level construct of resilience, which has gained significant attention in the innovation literature. Per this approach, the study responds to calls for a comprehensive understanding of how different theoretical mechanisms interact to explain the multi-dimensional perspective of the ESO and GC relationship. Results from the study are crucial for the micro-level theory on GC, especially on how ESO's effect on employee GC is contingent on institutional and individual-level attributes. The study proposed model is presented in Figure 1.
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Fig.1 Research model
Theoretical foundations and hypotheses
This section provides a contextual understanding of the study constructs by reviewing each construct and developing the matching hypotheses grounded in CTC and COR (Figure 1). ESO becomes a firm's philosophical position to undertake eco-friendly activities such as procuring from environmentally oriented suppliers and reusing and minimising energy, food, and water wastage (Danso et al., 2019). Therefore, ESO is considered a firm-level strategic construct considering the institution-wide manifestations of the firm's mindfulness, engagement and commitment to matters, events and programs connected to ecological protection (Carroll, 1991). A business fulfils ESO by incorporating eco-responsive issues into its corporate identity, distribution of goods and services, decision-making, firm strategy, and overall business operations (Kuckertz & Wagner, 2010). GC is an ecological-based creativity that results in organisational sustainability by lowering adverse environmental effects, addressing ecological concerns, and producing eco-friendly services (Paille & Raineri, 2015). As the hospitality industry has a complete service identity, where success centres on how customer expectations of something exceptional and add-on performed by the frontline workers during the time of interaction (Mittal & Dhar, 2016), workers GC can help hotels expand their corporate brand positively (Chen & Chang, 2013). Hospitality workers' GC has become essential to accentuate hotels' green goals. Earlier scholars adopted different conceptualisations of PsR by delineating resilience as either a steady personality attribute, state-like nurturing capability, course, or outcome (Hartmann et al., 2020). Following the arguments of Hartman et al. (2022), the study adopts a process conceptualisation since it provides an all-round perspective of PsR. It integrates the experience of difficulty and how persons react to it through affective, cognitive, and behavioural mechanisms based on their inherent capabilities to accomplish positive consequences as a demonstration of resilience (Hoegl & Hartmann, 2021). Accordingly, the process viewpoint is an all-encompassing attribute, capability, and result-oriented perspective. It can be employed to explore the affective, cognitive, and behavioural antecedents that induce positive adaptation to difficulty (Shepherd & Williams, 2020). GA constitutes the independence given to workers to perform their ecological and pro-environmental initiatives (Ekvall, 1996). GA gives employees the sense of choice and the psychological liberty to carry out their tasks, allowing them to think creatively and develop ground-breaking concepts (Van den Broeck et al., 2010). 
Theoretical background
The CTC posits that the organisational environment's extrinsically motivating aspects, which foster a sense of competence or deep task engagement, particularly when joined with autonomy, become crucial to individual or group creativity (Amabile & Pratt, 2016). Because these extrinsic factors have to bolster the intrinsic factors, self-efficacy, meaningful work and skills, especially during adversities, their synergistic effect is fundamental to individual or group search for new ways of doing things. Consistent with the self-determination theory, teams become more creative in an autonomy-supportive setting that integrates workers' viewpoints, appreciates their feelings, offers them work-related choices and information, and reduces the use of pressure and demands (Ryan & Deci, 2000). Oldham and Cummings (1996) report that subordinates' creativity improves significantly in an autonomous and supportive work environment than in a bossier and controlling work setting.
However, the COR recognises that although extrinsic values are indispensable to individual undertakings, a person's creative process can still terminate in the face of disappointments. COR, therefore, helps to understand the relevance of resilience for an individual recovery from resource loss and acquiring additional resources for future endeavours (Hobfoll, 1989). Based on the COR theory, PsR can operate as an individual resource and a constituent of psychological capital that empowers workers to handle workplace stressors and GC uncertainties (Anasori et al., 2023). Scholars argue that persons who demonstrate PsR will have a realistic perspective of a wide range of opportunities in response to difficulty, possess the cognitive ability to make rational evaluations of each, and will have the nerve to place a high premium on the future so to commence on a new path as fitting (Bardoel & Drago, 2021; Zong & Tsaur, 2023). Because resilience can substantially decrease the undesirable consequence of workload on job outcomes (Aguiar-Quintana et al., 2021), it can buffer the adverse psychological anxiety connected with an unsuccessful endeavour (García-Izquierdo, 2018). CTC and COR provide an appropriate theoretical lens for the study, as their point of view better complement one another.
ESO and GC
Although GC is central to accentuating firms' green initiatives, employees' ability to ensure consistency in their GC depends on a strategic positioning supporting this new way of doing things. According to Dumont et al. (2017), a solid ability to activate employees' GC depends primarily on a firm's ESO. This strategic orientation not only garners the required resources but creates a suitable psychological climate to inspire employees to experiment with their green ideas. ESO has become critical in shaping firms' GC as in the studies of Genç and Benedetto (2019) and Cheng (2020), a significant relationship was reported between ESO and GC.
However, because the hospitality workforce is at the forefront of carrying out valuable ideas to underpin their environmental strategy (Ren & Chadee, 2020), their understanding of the firm's ESO is crucial for GC performance (Okumus et al., 2019). The clarity in a firm's ESO reinforces workers' engagement in ecological undertakings such as green packaging, recycling, reducing water wastage, and using energy-efficient products (Zhou et al., 2018). The contrary happens when the firm's ESO seems vague and provides no direction and support to employees who become the actual duty bearers of the firm ecological goals. According to Staw (1990, p. 293), the meaningfulness of the strategic orientation to the individual will matter: "Whether one regards the problem the new strategy seeks to solve as important or trivial will, no doubt, affect how many alternatives will be generated". It reinforces Lee and Ok's (2015) position that a lucid ecological strategy will facilitate green creative behaviour and create workers' enthusiasm and engagement in GC behaviours. Therefore, it is theorised that hotel ESO can increase employee GC when there is much clarity about the ecological values and goals the firm seeks to achieve (Awan et al., 2019). Accordingly, the ensuing hypothesis is proposed:
H1: A meaningful ESO positively affect employees' GC
ESO dictates the implementation of modifications to strategic, tactical, and operational goals by adding ecological dimensions of business and society into an enterprise's identity and way of life. As much as ESO emphasises a firm's commitment to environmental and social protection principles, it approves firm status among customers, pressure groups and other stakeholders and reflects how they treat their internal customers (Danso et al., 2022). Although employment in the hospitality sector revolves around long working hours, erratic shifts, limited breaks, heavy physical demands, emotional labour, and intimidating treatment from supervisors and consumers (Ren & Chadee, 2020), the expectations connected with ESO could strengthen the buffer created by hoteliers to minimise these stressors. In the presence of emotional labour and intimidating treatment, people's well-being and satisfaction decline due to the damaging effects of such behaviours on individuals' inner selves (Arhin et al., 2019). However, considering that a firm ESO builds awareness about ecological and social damages within its operations, it can become an important source to strengthen its employees' PsR, particularly in a hostile environment such as the hospitality industry (Anasori et al., 2023). Studies have shown that institutional characteristics positively affect individual PsR. For instance, it has been revealed that the broader social support that emanates from organisations can be an essential resource to nurture PsR (Ferguson et al., 2017). Hence, it is reasonable to expect that employees' PsR will be high, particularly in a hotel whose strategy reinforces ESO principles. Accordingly, a positive relationship is expected, and this hypothesis is subsequently proposed:
H2: ESO positively affect employees' PsR
Even though a hotel ESO may seek to lower the adverse impact of operational activities on the natural environment and solidify employees' GC, its ability to strengthen employees' GC will be dependent on the level of independence granted to employees to experiment with green ideas, even in the event of an unsuccessful outcome. According to Roxas et al. (2017), ESO performance outcomes require businesses to adjust their strategic, tactical, and operational goals. Often, these changes, being incremental or radical, demand businesses to be risk-takers in their endeavours (Schaltegger & Wagner, 2011). Being risk takers suggests that firms have to give some level of autonomy to their employees to allow them to take on calculated risks with sustainable business ideas, given ESO's capability to produce positive returns for the business in the long (Spence et al., 2011). Because ESO carries some degree of operational and financial risks, and hoteliers are under endless pressure to make their cost of operations low to attract price-sensitive consumers, hotels that happen to be more financially constrained in developing economies will need to create a psychologically safe and autonomous environment to allow their employees to take initiatives to support and sustain their ESO (Roxas et al., 2017). Therefore, GA is necessary to strengthen ESO's impact on employees' GC. On this basis, the ensuing hypothesis is proposed:
H3: ESO positively affects GA
The mediating role of PsR
The COR theory helps understand the relevance of resilience for an individual recovery from resource loss and acquiring additional resources for future endeavours (Hobfoll, 1989). Based on the COR theory, PSR can operate as an individual resource and a constituent of psychological capital that empowers workers to handle workplace stressors and GC uncertainties (Anasori et al., 2023). Scholars argue that persons who demonstrate PsR will have a realistic perspective of a wide range of opportunities in response to difficulty, possess the cognitive ability to make rational evaluations of each, and will have the courage to attach more attention to the future to begin a new route as appropriate (Bardoel & Drago, 2021; Zong & Tsaur, 2023). As much as resilience can substantially decrease the undesirable consequence of workload on job outcomes (Aguiar-Quintana et al., 2021), it can cushion the negative psychological anxiety connected with an unsuccessful endeavour (García-Izquierdo, 2018). Therefore, PsR becomes a crucial personal capacity required to lessen job insecurity characterised by hospitality employment (Aguiar-Quintana et al., 2021) and mitigate the psychological stressors associated with employee GC (Anasori et al., 2023). Resilient individuals may experience more stability and positive emotions during change and difficult times (Shin et al., 2012). Also, when employees possess more stability and positive emotions, they may identify with their tasks and strive to continue their creative endeavours even when the results are unpromising (Zhang, 2019). Therefore, PsR can serve as psychological capital for employees and increase their commitment towards creative projects even after disappointments. It will reinterpret failure as a learning opportunity and a crucial part of progress, enhancing the inherent enthusiasm for another repetition through the creative process (Amabile & Pratt, 2016). As resilient employees effectively handle adversity, show increased work engagement (Bilal et al., 2020) and more substantial commitment to a course of action (Alola & Alola, 2018), it is theorised that hospitality workers who demonstrate stronger PsR will continue with their GC ideas even when the present outcomes is not successful. 
H4: PsR mediates the relationship between ESO and employee GC.
The mediating role of GA
The CTC recognises that although a person's creative process can terminate in the face of success or failure, the processes can continue multiple times, particularly when the organisation has nurtured the right extrinsic factors (i.e., autonomy). According to the CTC, because success in an activity usually increases intrinsic motivation for activities of that type (Bandura, 1997), it becomes the easiest to spark continued creativity (Amabile, 1988). In contrast, the opposite happens in a failed endeavour, particularly when the environment condemns failure and frowns on wastage. For instance, considering that pricing affects consumers' selection of hotel facilities, and hoteliers are under constant pressure to make their cost of operations low to price their services low, hotels that see GC's failed attempts as an expensive adventure will likely not provide their employees with the needed autonomy to experiment with further ideas.
However, an organisation whose leader supports failure and provides the necessary psychologically safe environment to experiment with new ideas (e.g., in the story often attributed to Thomas J. Watson, a highly respectable CEO of IBM (Schein, 2010 p. 244) becomes the most crucial determinant to spark subordinates' re-engagement in creative process after a failed experience. Because hoteliers have a close command over their subordinates, it becomes their responsibility to create an environment that can signal to the group that it is okay to fail and to commit errors since those failures and errors become opportunities to learn and improve upon future tasks. Therefore, autonomy fosters a climate of support and understanding within leader-member exchange relationships (Reeve, 2015), encouraging workers to engage in a wide range of self-regulated behaviours such as group thinking and individual creativity (Beenen et al., 2017). As employees become receivers of autonomy, they can regard themselves as the actual controllers and managers of their work behaviours, making their GC internally directed rather than outwardly controlled (Deci et al., 2017). Work autonomy is theorised to give hospitality workers a sense of self-fulfilment (Beenen et al., 2017), thus refining their perceptions of work meaningfulness and increasing their creativity drive (Martela & Pessi, 2018).
H5: GA mediates the relationship between ESO and employee GC.

Method
The Ghana hotel sector will be the main context of the study. In the last three years, Ghana has become a significant tourist destination for travel enthusiasts from continents such as America, Europe, and the Caribbean (Oxford Business Group, 2022). The country's upsurge in tourism economy has increased the influx of global hotel chains such as Kempinski, Marriott, Holiday Inn, Mövenpick, and Golden Tulip (Asante, 2023). Even though these global brands are shaping the country's tourism industry's pace, Ghana's ranking in the Sustainable Travel Index is not encouraging as it has consistently ranked outside the top 100 destinations with sustainable tourism experience (Euromonitor International, 2022). As sustainable practices have become a competitive cost advantage for every hotel, using the Ghanaian hotel industry will expand the literature on how different social issues influence ESO's impact on sub-Saharan African employees GC. The study, therefore, will target managers and employees of three-and four-star hotels located in the three major cities in Ghana, including Accra, Kumasi, and Takoradi (Ghana Tourism Authority, 2020).
[bookmark: _Hlk123146350]By recognising the response bias associated with the cross-sectional survey, the suggestions of Podsakoff, MacKenzie, and Podsakoff (2012) will be followed to minimise the occurrence of common method variance (CMV). The study will use a two-wave approach with an average two-month interval to temporally separate the independent, mediator, and dependent variable measures. Afterwards, Pearson's chi-square test for categorisation (Greenwood & Nikulin, 1996) will be employed to compare the first and second waves' responses.
Symmetrical and asymmetrical approaches will be used for data analysis. Categorically, with the symmetrical approach, the partial least squares path modelling (PLS-SEM) will be used. Using PLS-SEM, as noted in the extant literature, becomes suitable primarily when a study seeks to examine the relationships between observed and latent variables concurrently (Hair et al., 2019). Following the recommendations of Hair et al. (2019), the study will analyse the data in two phases; the measurement indicator will be first computed to establish the validity and reliability of the constructs, and second, the theorised relationships will be tested to identify the extent of the relationship between ESO, GA, PsR and GC. With an asymmetrical approach, the fsQCA will be employed to re-analyse the data to unravel the possible contrarian cases often overlooked in symmetrical analysis (Pappas & Woodside, 2021). The fsQCA will compute alternative models by joining several factors (causal recipes) to determine several outcomes (i.e., the presence and absence of an outcome (Olya & Nia, 2020).
Expected contributions of the paper
Integrating GA and PsR as part of the study variables will improve our understanding of how firm and individual-level capability improves ESO and GC relationships in the hotel industry. Accordingly, results from the study will clarify the extant literature where mixed results have been reported between ESO and GC (e.g., Genc & Benedetto, 2019; Cheng, 2020). With the inclusion of GA, results from the study will confirm whether this firm-level capability, which dwells on autonomy and a psychologically safe environment, is crucial to employee creativity outcomes, particularly in the hospitality industry. 
Additionally, although past studies have placed more nuances on general autonomy as the antecedent of employee creativity (Siyal et al., 2021; Xia et al., 2021), by using GA, results from the study deviates from the paths of earlier works and expand the literature on how this dimension of autonomy differs from the general autonomy construct and validates its significance to improving hospitality workers' GC. 
Again, investigating how PsR unfolds in hotel employees will help clarify the individual-level construct of PsR from the organisational-level construct of resilience. The study responds to calls to understand the distinctive effect of individual-level resilience on employee outcomes.
Lastly, using two different analytical procedures (symmetrical and asymmetrical approaches) in a single study will provide a deeper insight into the relationship between ESO and GC, which has been overlooked in the extant literature. The results will clarify whether using symmetrical and asymmetrical approaches in a single study produces better outcomes than using a single analytical approach. fsQCA will allow us to unravel different dimensions of firm and individual-level antecedents and their potential impacts on GC while considering them concurrently. 
Expected Practical Contributions
In addition to the theoretical contributions, the study will provide practical implications for hotel managers and investors. Categorically, results from the study could help hoteliers recognise whether their decision to grant their workforce independence in their work duties triggers a meaningful impact on their GC. Therefore, this reveals the importance of job autonomy to hotel employees' green creativity. Again, results from the study could help understand the relevance of individual-level resources to their creative outcomes. Lastly, results from the study may inform hoteliers about the necessary workplace conditions that may impede or support their organisation's GC outcomes.  
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