wbile Jsou g (655 anw g

S s G0l (Das lolle 53 g s Sy pde Je b

(e o ety s bl i asslaal e gl
ot b b (O0FF) L dsle (Sl 5 caabls
L}L—S oA S 00! dﬂjs ol s e s

A=Y (V)o “;JLU'L.« J}m"J ($2 5 dr s

' Slko Jsle &l g bl O ety o Loyl s

Olnl s ¢ oSl S5l o8l (s Ay (g e 0s S

3781987833@IaU.ir -0 ye oy s Jousl

VFef Cligoayl) :JL@;%@.@U
VF00 et Ayl Ol 5l
VFe0 g g P iy sl
VE0 st ) i SS5k &b

VFe0 Cligoa,l VY idl '@)U

Sl Gaim el VFe5 © 5v o

O geots dlie Sl Gl sl 55 4 Glate dlas oyl
(CC BY-NC 4.0) _#I5 L illas oI5 oz

FEIPTEIR ST

TN
oo sl Ol s slaol sl QL:L‘&.:BHQWL;:A}@L? Y TR VI R R R T PP | ¥
Osoze S gy Sl osliial by o5 (AS 0,850, i 515 (52,08 e i 51 sl A plandl s A0
(55 S e (i1 o pde (lae g O Lt 5 Ol L1 el8ils Olslil s (i3 aselr A pl!
Ladda (5, S8 505 osy b OB S S5l 55 Jad e QLS 5 Ol e 35 5 G slaes 5 Sl b o e
5 0 WV ulg 5t el (6 i gLl 4 pls 6 Laesls Gusls S 5 Las sl §5 S5 al;
A3l b silmesly 31 5 505038 byl slaamlan 3 b 5l baesls s S oS Lt tass,
ceelt sl i S el SIS 5 05l sl ot a3 il Laasls ol it 3 (5,1i5us MAXQDA
el LS s IS il 5 LSS1 cll (s pindlast (s pdleel slaloas 51 Laasily (s dslazel
s 33 A3 AV OLUSUS (3815 Ol gm0 wsliad SISUS 53 o UL 5 Oblien J 28 O aeses L
Aoy els Jde ol slal s o 8T8 a0 5 siasOlslw O ga2e A gl O goa Yo gl 4 Lol
2GSk s ol e 5 (o3 Ses 5 Slles da syl B el s s ol e Ll (S b
5K a3 52l glapla 5 (ISl (Jloslo s CaSle 5 (g pens 5 e duasOle Sl el
G 13 g e Syl b G Sl e (25800 5 (3lmidindl 5 a5 SR 3l sle
203 et 5 65550 5 Ll ok g G e 5 Slles o e G s Gl s el
Gl i 4 (14 S e sl 1t 5 U o sat ol (Sls Jo 45 315 0L slaf Ols Jai 5, iz S
Jes lhes DLl 4 1) 5l 251 gladiyl b S e oal 315 (B 0L o e bl 5 LSl (Soa b
b T3 SLaoleslu 53 s 015 Sy pke Aas o IS 15 et 30 5 355550 ail (5 S3L 5 L 5 S
(Sl asla 5 Ko 3 0le plBles 4 OT (o 3 oS 350 Al o Sl 5 e canm LSS ol S Ol oy
il s 252k 5 oL Gl sl 5 lles DLl il oy e sladnl b ool el 5 s Ll
SOl S b8 5 g (BI5 Ca e A 6l 63,08 5 R 2ol Bl e 3l die pl by sl
3550 2l Fas i s e

Slwdae s 3l e I a5 60 gae o ¢ gs SOl G Eils S e 1O S
S



http://creativecommons.org/licenses/by-nc/4.0
http://creativecommons.org/licenses/by-nc/4.0

Personal Development and Organizational Transformation

Developing a Green Knowledge Management Model for Governmental Organizations

in Iran: A Qualitative Study

Ali Osat Faghihi Rostami!, Fatemeh Sohrabi*, Adel Salavati*
1. Department of Management, Sa.C., Islamic Azad University, Sanandaj, Iran

*Corresponding Author's Email: 3781987833@iau.ir

How to cite: Osat Faghihi Rostami,
A., Sohrabi, F., & Salavati, A.
(2027). Developing a Green
Knowledge Management Model for
Governmental  Organizations in
Iran: A Qualitative Study. Personal
Development and Organizational
Transformation, 5(1), 1-20.

Abstract

This study aimed to develop and explain a comprehensive, context-sensitive, and indigenous model of
green knowledge management tailored to the characteristics of governmental organizations in Iran. This
applied qualitative study employed thematic analysis. The study population comprised university
academics, scholars, managers, and experts in knowledge management, public administration, human
resource management, and environmental management. Participants were recruited through purposive
sampling with a maximum-variation strategy, and data collection continued until theoretical saturation was
achieved, resulting in 17 expert participants. Data were collected through semi-structured interviews,
transcribed, and coded using MAXQDA. Analysis followed Braun and Clarke’s six-phase thematic analysis
framework. Trustworthiness was established according to Lincoln and Guba’s criteria of credibility,
transferability, dependability, and confirmability through participant review, peer debriefing, and inter-coder
reliability assessment. Inter-coder agreement was 87%, indicating satisfactory analytical reliability. The
thematic analysis yielded 20 basic themes, eight organizing themes, and five overarching dimensions. The
five dimensions comprised cultural and human, structural and infrastructural, process, operational and
performance, and environmental monitoring and learning dimensions. The eight organizing themes were
green organizational leadership and governance, environmental policymaking and strategic systems,
institutionalization of environmental culture and values, empowerment and motivation of green human
resources, green knowledge management processes, green knowledge infrastructures and networks,
green operations and resource management, and environmental monitoring, evaluation, and learning.
Analysis of interrelationships demonstrated that the model operates as a systemic, dynamic, and cyclical
architecture. Cultural, human, and structural drivers establish the conditions for green knowledge flows;
knowledge acquisition, creation, sharing, storage, and application constitute the central process;
operational mechanisms translate knowledge into environmentally responsible action; and monitoring and
learning provide a feedback mechanism for continuous organizational improvement. Green knowledge
management in governmental organizations should be conceptualized as an integrated, context-
dependent, and learning-oriented system whose effectiveness depends on the synergy of cultural and
human capacities, institutional structures, knowledge processes, operational practices, and continuous
monitoring and learning. The proposed model provides a theoretical and practical framework for
institutionalizing green knowledge management and advancing environmental sustainability in the public
sector.

Keywords: Green Knowledge Management; Governmental Organizations;
Sustainable Development; Environmental Management; Qualitative Modeling
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Extended Abstract
Introduction
Environmental degradation, climate change, resource depletion, increasing energy consumption,
pollution, and growing societal expectations regarding sustainable development have substantially
altered the priorities of contemporary organizations. Organizational effectiveness can no longer be
evaluated solely in terms of economic outcomes, productivity, or operational efficiency; rather,
environmental responsibility, sustainable resource utilization, organizational learning, and the
capacity to incorporate ecological considerations into decision-making have become increasingly
important. This transformation is particularly significant for governmental organizations because they
simultaneously consume public resources, implement public policies, regulate economic and social
activities, and influence the environmental behavior of other sectors. Consequently, improving the
ability of governmental organizations to create, acquire, share, preserve, and apply environmental
knowledge represents an important prerequisite for effective environmental governance and
sustainable public administration.
Knowledge management provides a systematic framework for identifying, acquiring, creating,
organizing, storing, sharing, and applying organizational knowledge. Contemporary knowledge
management perspectives emphasize that successful knowledge management depends not only on
information technology but also on organizational culture, leadership, learning processes, employee
participation, and supportive structures (Dalkir, 2017). Empirical research has similarly demonstrated
that knowledge management practices can promote green innovation and contribute to corporate
sustainable development by transforming organizational knowledge into environmentally responsible
practices and innovative solutions (Abbas & Sagsan, 2019). The growing convergence between
knowledge management and sustainability has consequently led to the emergence of green
knowledge management as a distinct organizational capability.
Green knowledge management refers to the systematic management of knowledge associated with
environmental protection, sustainable resource consumption, pollution reduction, green behavior,
clean technologies, and environmentally responsible innovation. It extends conventional knowledge
management by explicitly directing knowledge processes toward environmental and sustainability
objectives. Evidence suggests that a green learning orientation and green knowledge acquisition
can enhance both exploratory and exploitative forms of green innovation (Wang et al., 2020).
Moreover, green knowledge management has been shown to facilitate green innovation and the
achievement of sustainable development goals, while organizational green culture can strengthen
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the effectiveness of these relationships (Wang et al., 2022). Thus, green knowledge management
should be conceptualized as an integrated organizational mechanism linking knowledge, learning,
environmental values, innovation, and organizational performance.

Recent scholarship has increasingly emphasized that the effects of green knowledge depend on
whether knowledge is translated into behavioral and organizational change. Green knowledge has
limited practical value when it remains at the level of awareness or documented information; its
sustainability implications emerge when it alters decisions, routines, and patterns of action
(Richardson, 2025). This behavioral perspective is consistent with studies indicating that green
knowledge management operates effectively when accompanied by knowledge-sharing behavior
and innovative organizational practices (He et al., 2024). Green transformational leadership and
organizational green culture have likewise been identified as important mechanisms through which
knowledge management contributes to green innovation and sustainable performance (Huynh et al.,
2024). These findings highlight the inherently multidimensional character of green knowledge
management.

The relationship between green knowledge management and organizational sustainability is also
supported by evidence indicating that effective management of environmental knowledge
strengthens sustainability outcomes (Khan, 2024). Dynamic green capabilities, knowledge sharing,
and green innovation further enable organizations to reconfigure their resources and practices in
response to changing environmental requirements, ultimately improving sustainability performance
(Liu et al., 2025). Similarly, environmental awareness and green innovation interact with
organizational human resource practices in shaping environmental sustainability (Kim et al., 2025).
These findings underscore the importance of employees as both carriers of environmental
knowledge and agents responsible for converting such knowledge into concrete organizational
practices.

Technology and knowledge acquisition constitute additional foundations of green knowledge
management. Green knowledge management and green technological innovation have been found
to improve environmental performance, with green knowledge acquisition representing a particularly
important component of this relationship (Sahoo et al., 2023). Similar evidence has been reported in
the Iranian context, where green knowledge acquisition has been highlighted in the relationship
between green knowledge management, green technology innovation, and environmental
performance (Farzin, 2023). Information technology can also facilitate the collection, documentation,
storage, accessibility, and utilization of environmental knowledge (Ahmadi et al., 2023). However,
technological infrastructure alone is insufficient unless it is supported by appropriate leadership,
human resource systems, and organizational arrangements. In this regard, knowledge-based
leadership, technology, green human resource management, and green knowledge management
have been identified as complementary contributors to organizational sustainability (Ahmadi &
Poormansouri, 2023).

Human resource practices constitute another important component of the green knowledge
architecture. Green performance management requires environmentally oriented objectives,
competencies, evaluation mechanisms, employee development, and motivational systems (Al
Shamil, 2024). In governmental organizations specifically, antecedents and consequences of green
human resource management appear closely connected to broader sustainable development
requirements and institutional characteristics (Karimanpour, 2021). Organizational green culture can
similarly mediate the relationship between green knowledge management, green innovation, and
sustainable development (Ghaedamini Harouni et al., 2023). Furthermore, previous Iranian research
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on the establishment and implementation of green knowledge has demonstrated the need to
organize its determinants within an interconnected structural framework rather than treating them as
isolated managerial practices (Safari Darbarzi et al., 2021).

Despite these advances, much of the existing literature has focused on private firms, manufacturing
settings, technological innovation, or relationships among a limited number of variables.
Governmental organizations differ substantially from private organizations because of their
bureaucratic structures, formal hierarchies, regulatory dependence, public accountability, policy
obligations, and institutional constraints. These characteristics make the direct transfer of private-
sector green knowledge management models to public organizations problematic. Moreover,
existing studies have more frequently examined the consequences of green knowledge
management than the internal architecture through which green knowledge is institutionally
generated, circulated, transformed into action, evaluated, and renewed. Therefore, a context-
sensitive model capable of integrating cultural, human, structural, technological, process,
operational, and learning-related dimensions is required for governmental organizations in Iran.
Accordingly, the present study aimed to develop and explain a comprehensive green knowledge
management model for governmental organizations in Iran by identifying its dimensions,
components, and interrelationships.

Methods and Materials

This study was applied in purpose and qualitative in approach and employed thematic analysis to
develop a context-specific model of green knowledge management in Iranian governmental
organizations. The study population consisted of university academics, scholars, organizational
managers, and experts with professional or academic expertise in knowledge management, public
administration, human resource management, and environmental management. Participants were
selected through purposive sampling using a maximume-variation strategy to incorporate diverse
disciplinary and professional perspectives. Data collection continued until theoretical saturation was
achieved, meaning that additional interviews no longer generated substantively new concepts or
categories. Seventeen experts ultimately participated in the study.

Data were collected through semi-structured interviews designed to elicit participants’ experiences,
interpretations, and expert assessments concerning the prerequisites, processes, infrastructures,
outcomes, and feedback mechanisms involved in green knowledge management within
governmental organizations. Interviews were recorded, transcribed, and systematically coded using
MAXQDA software. Data analysis followed a six-phase thematic analysis procedure consisting of
familiarization with the data, generation of initial codes, identification of preliminary themes, review
and refinement of themes, definition and naming of themes, and development of the final conceptual
structure. Similar and overlapping codes were compared, merged, and progressively organized into
basic, organizing, and overarching themes.

Trustworthiness was addressed through credibility, transferability, dependability, and confirmability
procedures. Participant review was employed to assess the correspondence between researchers’
interpretations and participants’ intended meanings. Peer review was used to reduce individual
analytic bias, and inter-coder agreement was calculated to assess consistency in the coding process.
Agreement between the two coders was 87%, indicating an acceptable level of coding reliability.
Findings

The thematic analysis produced 20 basic themes, which were subsequently organized into eight
organizing themes and five overarching dimensions. The five dimensions were identified as the
cultural and human dimension, structural and infrastructural dimension, process dimension,
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operational and performance dimension, and environmental monitoring and learning dimension.
Together, these dimensions formed a systemic, dynamic, and cyclical model of green knowledge
management in governmental organizations.

The eight organizing themes consisted of green organizational leadership and governance;
environmental policymaking and strategic systems; organizational culture and institutionalization of
environmental values; empowerment and motivation of green human resources; green knowledge
management processes; green knowledge infrastructures and networks; green operations and
resource management; and organizational environmental monitoring, evaluation, and learning. The
underlying basic themes included managerial support, green governance structures, environmental
policies, strategic planning for green knowledge management, environmental management
standards, environmentally supportive organizational culture, institutionalization of environmental
values, environmental employee training, development of green competencies, motivation and green
suggestion systems, acquisition of green knowledge, creation of green knowledge, green knowledge
sharing, storage and documentation of green knowledge, application of green knowledge, green
information technology infrastructure, green knowledge interactions and networks, resource
consumption management, waste and pollution management, and environmental monitoring and
reporting.

Analysis of the relationships among these themes revealed a four-level systemic logic. At the
enabling level, leadership, environmental policymaking, organizational -culture, employee
empowerment, and supportive infrastructures created the conditions required for green knowledge
management. At the process level, green knowledge acquisition, creation, sharing, storage,
documentation, and application constituted the core knowledge cycle. At the operational level,
processed knowledge was translated into concrete practices such as resource optimization, reduced
consumption, waste management, and pollution control. Finally, environmental monitoring,
evaluation, and learning formed a feedback loop through which the consequences of organizational
actions were assessed and transformed into new organizational knowledge.

The resulting model therefore represented green knowledge management not as a linear sequence
but as a continuous organizational learning cycle. Cultural-human and structural-infrastructural
conditions supported the knowledge process; the knowledge process informed organizational
operations; environmental performance generated evaluative information; and evaluation and
learning fed new knowledge back into the organizational system. The effectiveness of the model
consequently depended on continuous alignment and interaction among its five dimensions.
Discussion and Conclusion

The findings demonstrate that green knowledge management in governmental organizations is
fundamentally a systemic organizational capability rather than an isolated technological or
administrative intervention. The model indicates that environmental knowledge becomes
organizationally valuable only when supportive cultural, human, structural, and technological
conditions enable knowledge to circulate effectively and when that knowledge is subsequently
translated into operational behavior.

The prominence of the cultural and human dimension indicates that organizational transformation
toward sustainability begins with leadership commitment, shared environmental values, employee
competencies, and motivation. Governmental organizations may possess environmental regulations
and technological systems, but these resources are unlikely to produce meaningful outcomes unless
employees perceive environmental responsibility as an established organizational value and actively
participate in knowledge creation and sharing.

A
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The structural and infrastructural dimension further demonstrates that green knowledge
management must be institutionalized through formal policies, strategic systems, governance
arrangements, information infrastructure, and interorganizational knowledge networks. This
requirement is particularly important in public organizations, where continuity of managerial initiatives
often depends on formal structures and regulatory mechanisms rather than individual managerial
preferences.

The process dimension represents the central mechanism through which environmental information
is transformed into usable organizational knowledge. Acquisition, creation, sharing, documentation,
and application must operate as interconnected processes rather than separate activities. Weakness
in any stage can disrupt knowledge circulation and prevent environmental knowledge from reaching
operational decision-making.

The operational dimension clarifies that the ultimate test of green knowledge management lies in its
conversion into action. Knowledge must influence resource consumption, waste management,
pollution reduction, routines, and organizational decisions. This distinction between possessing
environmental knowledge and acting upon it is crucial because knowledge management can
contribute to sustainability only when it produces observable changes in organizational practice.
Finally, the monitoring and learning dimension gives the proposed model its cyclical and adaptive
character. Environmental performance must continuously generate information that can be
evaluated, interpreted, and reintegrated into organizational decision-making. This feedback
mechanism enables governmental organizations to identify deficiencies, preserve successful
practices, revise policies, and progressively improve their environmental performance.

Overall, the proposed five-dimensional model conceptualizes green knowledge management as an
integrated, context-sensitive, and learning-oriented system in which cultural and human capacities,
institutional structures and infrastructures, knowledge processes, operational practices, and
environmental monitoring continuously interact. The model provides a coherent framework for
understanding how green knowledge can be institutionalized in Iranian governmental organizations
and suggests that sustainable environmental performance requires coordinated development across
all dimensions rather than isolated interventions. Its principal contribution lies not only in identifying
relevant components but also in explaining their systemic sequence and reciprocal relationships,
thereby providing a conceptual foundation for subsequent quantitative validation and practical
implementation in the public sector.
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