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Abstract 

Green human resource management (GHRM) is bringing positive transformations in 
business and society, as well as challenges for hotels. Drawing from social cognitive 
theory (SCT), this study examined green HRM with environmental and social perfor-
mance. Significantly, this paper also used organizational green culture as a mediation 
variable. This empirical study employed a quantitative research method. Data were 
collected from 155 employees working in Pakistan’s hotels. The results demonstrate 
that green HRM (t-statistic value = 9.676, p-value = 0.000) is positively related to or-
ganizational green culture. In addition, organizational green culture (t-statistic value = 
11.254, p-value = 0.000, t-statistic value = 16.882, p-value = 0.000) has a significant ef-
fect on environmental and social performance. Moreover, organizational green culture 
fully mediated the relationship between green HRM and environmental performance 
(t-statistic value = 5.444, p-value = 0.000). Finally, organizational green culture fully 
mediated the relationship between green HRM and social performance (t-statistic 
value = 7.218, p-value = 0.000). 
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INTRODUCTION

The topic of green human resource management has received in-
creasing attention from scholars and practitioners (Ren et al., 2022). 
Environmental performance and social sustainability are essential 
for business excellence (Chaudhary, 2021). Moreover, research on 
green HRM has partially examined social sustainability in developing 
and promoting CSR programs, specifically in service organizations 
(Dumont et al., 2017). However, it is understood that company man-
agers’ discretion will influence outstanding social performance and 
how managers will use it besides widening their choice to facilitate 
socially responsible strategies and deliver pro-social results (Manner, 
2010). Similarly, Amrutha and Geetha (2020) discovered that scholars 
had ignored social performance or social sustainability as it is consid-
ered a rarely studied component of the existing literature. However, 
recent theoretical developments have revealed that GHRM practices 
play a crucial role for organizations as a business strategy for promot-
ing green culture in the workplace (Hameed et al., 2020). 

Against this backdrop, this study highlighted the role of organization-
al green culture (OGC). Formulating effective environmental strat-
egies through corporate resources may also lead to ecological and 
social performance by initiating organizational green culture in the 
workplace (Wang, 2019). Surprisingly, there is limited research on 
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green culture (Pan et al., 2022). Further research on Pakistan’s hotel sector has been suggested (Abbas 
et al., 2022a; Latif et al., 2020). Pakistan is undergoing significant transformation, necessitating the ur-
gent reform of economic growth and development models (Ren et al., 2018). At the same time, Pakistan 
is dealing with various environmental challenges (Abbas et al., 2022b). As a result, this study reacts to 
ecological matters to maximize environmental performance.

However, environmental and social performance are under-researched, making it one of the weaker 
sustainability pillars, specifically in developing countries (such as Pakistan). Future empirical research 
on green HRM with environmental-social sustainability may be undertaken (Ahmed et al., 2021; Pham 
et al., 2020). GHRM studies raise increasingly essential issues that have yet to be explored in the more 
effective human resource management literature (Zhao & Huang, 2022). Although environmental and 
social performance has not received adequate attention from the research community (Ren et al., 2020), 
linkages between employee green behavior on sustainability remain at its nascent stage (Paulet et al., 
2021) that calls for rigorous research on the employee level to get a better understanding of the hotel 
employees’ perceptions (Mousa & Othman, 2020). Despite the accumulated knowledge regarding green 
HRM with voluntary green behavior, the existing literature still needs to provide more insight into its 
antecedents, especially in service sectors such as hotels (Garavan et al., 2022).

1. LITERATURE REVIEW  

AND HYPOTHESES

A social cognitive theory provides a framework 
to show psychosocial functions. Personal faith 
and aspirations dynamically influence behavior, 
and people can activate environmental respons-
es (Bandura & Cervone, 1986). Behaviors, in turn, 
influence people and their emotional states. The 
environment influences both individual atti-
tudes and behaviors. SCT’s significant aspects are: 
broadening workers’ intellectual, interpersonal, 
and psychosocial strengths via simulation apti-
tude, fostering confidence in their skills so they 
can utilize their skills and abilities, and improv-
ing a person’s efforts through all the target system 
(Wood & Bandura, 1989). 

Similarly, SCT also emphasizes interactionism in 
moral phenomena, which means that ethical no-
tions and empathy interact with individuality, eth-
ics, and external factors (Bandura, 2014). Personal 
chronic constructs have been shown in studies to 
promote various objective behaviors (Whitaker & 
Godwin, 2013). Similarly, by paying attention to 
environmental protection and socially responsible 
behavior in the workplace, GHRM can affect green 
organizational behavior (Zoogah, 2011). When em-
ployees are constantly granted valuable learning, 
they will think about how they act in terms of sus-
tainability and go out of their way to do things they 
think are ethically sound (Holtbrügge et al., 2015). 

Prior research revealed that green HRM positively 
affects environmental performance (Umrani et al., 
2020). However, organizations have been forced to 
adapt and encourage environmentally responsible 
behaviors due to pressures from shareholders and 
other stakeholders (Paillé et al., 2013). Subsequently, 
extensive research on sustainability practices and 
green HRM has been recommended that links with 
the behavior and context of individuals from the 
hospitality sector (Yusoff et al., 2020). Similarly, to 
develop sustainability in the hospitality sector, it is 
crucial to provide the best opportunities by analyz-
ing the crucial part of sustainability practices and 
green HRM (Tulsi & Ji, 2020). 

Green recruiting and selection are positively 
linked to environmental performance at work to 
be more explicit regarding those practices of green 
HRM (Pham & Paillé, 2020). In addition, recruit-
ment initiatives have immense significance, such 
as the organization’s environmental credibility 
and reputation (Guerci et al., 2016). To develop 
talent, it is vital to use a company’s environmen-
tal performance in the recruiting process (Raza & 
Khan, 2022). Furthermore, environmental-based 
managerial input enhances developers’ skills, abil-
ities, and expertise (Rawashdeh, 2018).

There is a partial exploration of green HRM with 
social sustainability that affects stakeholders’ so-
cial performance. Prior research has shown that 
identifying employee care before addressing ex-
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ternal social responsibility challenges improves 
firm performance (Tang et al., 2012). Therefore, 
incorporating external issues into the organiza-
tion’s culture is necessary. However, green HRM 
practices promote social sustainability by empha-
sizing social equity, health, wellness, and well-be-
ing (Amrutha & Geetha, 2020). Volunteering 
events after work hours, leave of absence to work 
with a voluntary group, volunteer participation 
combined with performance assessment, solicit-
ing employee feedback while choosing or revising 
social performance programs, and other related 
work processes are discussed (Boselie, 2014).

GHRM practices and green behavior shape to 
meet an organization’s social sustainability goals. 
In reality, businesses that engage in green prac-
tices to increase environmental quality can often 
recognize the need for social sustainability (Paillé 
et al., 2018). Employees should be conscious that 
their company’s sustainability policies would pro-
vide them with a healthier existence in terms of 
mental and health well-being (Gulzar et al., 2020). 
Corporate social responsibility requirements 
prompted many organizations’ GHRM programs. 
Employers must incorporate green protocols in 
all of their organization’s operating divisions. 
Companies would be forced to curb their moral-
ly irresponsible actions and, in specific ways, also 
help fix the challenges they helped develop as soci-
etal issues became more common in stakeholders’ 
minds (Lin-Hi & Müller, 2013).

It is frequently argued in the green management 
literature that organizational actions should go 
beyond the technical fixes by accepting and adopt-
ing novel environmental and socially responsi-
ble values, behaviors, and beliefs to behave more 
sustainably. In this regard, the journey toward 
environmental performance relies on the green 
culture (Harris & Crane, 2002). Moreover, sever-
al researchers argued that organizations must un-
dergo cultural change and transform significantly 
to align with the required responses to tackle envi-
ronmental and societal challenges (Welford, 2005). 

Similarly, previous research explored important 
pillars like organizational green culture and pur-
sued sustainability practices to achieve environ-
mental and social performance, especially in ho-
tels (Pham & Tuckova, 2018). In this vein, organ-

izational culture can be a strong pillar for trans-
formation toward sustainability in the workplace 
(Roscoe et al., 2019). 

Therefore, this study aims to examine green HRM 
with environmental and social performance 
through a mediation mechanism of organization-
al green culture under a social cognitive perspec-
tive in hotels. For this purpose, the paper formu-
lated the following hypotheses:

H1: GHRM has a significant impact on organi-
zational green culture.

H2: Organizational green culture is positively re-
lated to environmental performance. 

H3: Organizational green culture is positively re-
lated to social performance. 

H4: Organizational green culture mediates the 
link between GHRM and environmental 
performance. 

H5: Organizational green culture mediates the 
link between GHRM and social performance. 

2. METHODOLOGY

A quantitative research approach is employed to 
comprehend the targeted population’s attitude, 
uniqueness, and actions (J. W. Creswell & J. D. 
Creswell, 2017). Survey questionnaires are used for 
the data collection; a quantitative approach is em-
ployed to investigate the association among different 
variables (Saunders & Lewis, 2017). Meanwhile, to 
collect the maximum reliable responses (data), the 
hard and soft copies of the questionnaire were ad-
ministered and validated using non-probability and 
probability techniques. In addition, the non-proba-
bility technique was employed to select the analysis 
units (hotels) precisely because of the accessibility to 
the respondents, cost-effectiveness, and geograph-
ical proximity, among others (Vehovar et al., 2016). 
Moreover, the hard copy was used to appeal to the 
respondents (employees) of the targeted analysis unit.

In contrast, the questionnaire in the soft copy 
was forwarded to the employees (respondents) 
who were not available or accessible to answer the 
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questions at the time of interception. Therefore, 
ensuring the participants’ confidentiality is essen-
tial after sending a participation letter to all the re-
spondents (Oldendick, 2012). The total number of 
distributed questionnaires was 400 (both the hard 
and soft copies) sent to the full-time employees 
at the hotels, from which 155 responses were re-
trieved, i.e., 38.75% of responses were found valid 
and reliable for the analysis. 

G*Power 3.1.9.2 software was utilized to assess 
sample size (Faul et al., 2007). This software re-
ported that 85 samples were enough to obtain 80% 
statistical power with a medium effect (0.15) at a 
significance level of 5% (0.05). This study utilized 
155 samples to achieve research objectives, which 
is also consistent with other standard guidelines 
of thumb (Hair et al., 2010; Kline, 2015). 

The Green HRM scale is taken from Kim et al. 
(2019). A five-item questionnaire assessed organ-
izational green culture (OGC) as a potential me-
diator (C. Jabbour & A. Jabbour, 2016). This paper 
used the environmental performance scale from 
Paillé et al. (2014). Finally, a five-item social per-
formance scale was adopted from Wood (2010) 
and Yong et al. (2020).

3. RESULTS

The Harman single-factor analysis showed that there 
is about a 26% difference in the data, eliminating the 
possibility of a common method bias. Furthermore, 
Table 2 indicates that VIF values are less than 3; thus, 
collinearity is not a significant issue in this analysis 
(Diamantopoulos & Siguaw, 2006).

Table 1. Demographic characteristics

Source: Authors’ elaboration.

Item Characteristic Frequency Percentage (%)

Gender

Male 125 80.64

Female 30 19.36

Total 155 100

Age

Under 30 29 18.71

30-40 55 35.48

40-50 33 21.30

50 and above 38 24.51

Total 155 100

Qualification

Bachelor’s 68 43.87

Master’s 47 30.33

MS/MPhil 40 25.80

Total 155 100

Work experience

Less than 1 13 8.38

1-3 years 38 24.51

4-6 years 24 15.48

7-10 years 34 21.93

Above ten years 46 29.7

Total 155 100

Departments

Human Resources 42 27.09

Quality Assurance 34 21.93

Finance/Accounting 11 7.09

Operations 34 21.93

Health and Safety 18 11.64

Marketing 16 10.32

Total 155 100

Hotel

1 star 68 43.87

2 star 41 26.46

3 star 46 29.67

Total 155 100

Note: n = 155.
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As per Henseler et al. (2015), the hetero-
trait-monotrait ratio (HTMT) also validated dis-
criminant validity. As shown in Table 3, each 
HTMT ratio was lower than the most limiting cri-
terion of 0.85.

Table 3. Heterotrait-monotrait ratio (HTMT)

Source: Authors’ elaboration.

Constructs ENP GHRM OGC SCP

ENP – – – –

GHRM 0.681 – – –

OGC 0.857 0.746 – –

SCP 0.511 0.795 0.713 –

The bootstrapping method was applied to identify 
how vital the parameter is (5,000 subsamples, one-
tailed significance). H1 is supported: green HRM 
(O = 0.663, t = 9.676, p = 0.000) was significant-
ly related to organizational green culture (OGC). 
Next, H2 is proved: OGC was shown to be sub-
stantially related to environmental performance 
(O = 0.735, t = 11.254, p = 0.000). Additionally, H3 
is also supported: OGC is positively related to so-
cial performance (O = 0.790, t = 16.882, p = 0.000). 

Table 4 and Figure 1 show the mediation analysis 
performed to test H4 and H5. The results demon-
strate that H4 is accepted: organizational green 
culture mediates the link between green HRM 
and environmental performance (O = 0.487, t = 
5.444, p = 0.000). In addition, H5 is proved: or-
ganizational green culture mediates the link be-
tween GHRM and social performance (O = 0.524, 
t = 7.218, p = 0.000).

This paper assessed the predictability of the study 
variables by estimating the R2 of the regression 
model (Table 4). An independent variable’s possi-
bility to clarify a given amount of variation within 
the dependent variable is evaluated by this coeffi-
cient. For example, the model R2 of the depend-
ent variables environmental performance (ENP) 
(0.540) indicates 54%, and social performance 
(SCP) (0.624) shows 62.4% of the total variation of 
environmental and social performance. This can 
be accounted for by the cumulative effects of the 
separating variable: the practices of GHRM. At 
the same time, the mediation construct of organ-
izational green culture (OGC) (0.440) shows 44%. 

Table 2. Measurement model
Source: Authors’ elaboration.

Constructs Indicator Factor Loadings  VIF Rho_A CR CA

Green human resource management (GHRM) – – – 0.915 0.932 0.912

GHRM1 0.829 2.832 – – –

GHRM2 0.883 2.614 – – –

GHRM3 0.833 2.672 – – –

GHRM4 0.845 2.965 – – –

GHRM5 0.857 2.737 – – –

GHRM6 0.755 1.853 – – –

Organizational green culture (OGC) – – 0.861 0.898 0.858

OGC1 0.824 2.011 – – –

OGC2 0.746 1.620 – – –

OGC3 0.782 1.876 – – –

OGC4 0.817 2.143 – – –

OGC5 0.825 1.990 – – –

Environmental performance (ENP) – – – 0.849 0.888 0.841

ENP1 0.797 1.950 – – –

ENP2 0.832 2.152 – – –

ENP3 0.818 1.931 – – –

ENP4 0.793 1.685 – – –

ENP5 0.669 1.374 – – –

Social performance (SCP) – – – 0.885 0.914 0.883

 

SCP1 0.779 1.864 – – –

SCP2 0.814 1.992 – – –

SCP3 0.856 2.461 – – –

SCP4 0.819 2.346 – – –

SCP5 0.856 2.430 – – –
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4. DISCUSSION

Drawing upon a social cognitive theoretical per-
spective, this study examined the effect of green 
HRM on environmental and social performance 
via the mediation mechanism of organizational 
green culture in hotels. This study found that (H1) 
GHRM positively relates to organizational green 
culture. This finding is aligned with Pham and 
Tuckova (2018), who found that GHRM brings a 
sustainable culture to the workplace in the hotel 
industry.

Subsequently, (H2) OGC is positively enhanced 
by environmental performance. This result sup-
ports Roscoe et al. (2019). They demonstrate that 
green culture is a strong predictor of boosting 
employee productivity. Additionally, green cul-
ture promotes environmental management prac-

tices (García-Machado & Martínez-Ávila, 2019). 
According to this study, hotels can use a green 
environmental approach to boost their environ-
mental performance. Furthermore, these find-
ings defied Hameed et al. (2020) and Umrani et al. 
(2020), who found a significant positive link be-
tween environmental performance and business 
performance. 

The study supported H3: organizational green cul-
ture has a significant relationship with social per-
formance. This result is consistent with Harris and 
Crane (2002) and Isaksson and Woodside (2016). 
They found that green culture is vital for employ-
ees to perform socially responsibly in the work-
place. Similarly, González-Rodríguez et al. (2019) 
noted that employees work responsibly to accom-
plish the social performance of hotels. In addition, 
managers’ vision, motives, and values also play an 

Table 4. Hypotheses testing (direct and indirect effect)
Source: Authors’ elaboration.

Construct
Original sample 

(O)

Sample mean 

(M)
STDEV t value p-value Decision

Direct Effect
H1: GHRM → OGC 0.663 0.670 0.069 9.676 0.000 Supported

H2: OGC → ENP 0.735 0.739 0.065 11.254 0.000 Supported

H3: OGC → SCP 0.790 0.795 0.047 16.882 0.000 Supported

Indirect Effect
H4: GHRM → OGC → ENP 0.487 0.499 0.089 5.444 0.000 Supported

H5: GHRM → OGC → SCP 0.524 0.534 0.073 7.218 0.000 Supported

Construct Coefficient of determination (R2) Adjusted R2

ENP 0.540 0.535

OGC 0.440 0.434

SCP 0.624 0.621

Source: Authors’ elaboration.

Figure 1. Final model 
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essential role in influencing employee commit-
ment toward societal obligations at the organiza-
tional level (Maak & Pless, 2006).

The mediation findings revealed that H4 is sup-
ported: there is a clear association between green 
HRM and environmental performance mediated 
by organizational green culture (OGC). This result 
is similar to Muisyo and Qin (2021), who demon-
strate that green culture enables employees to pro-
mote environmental performance by implement-
ing green human resource management. Similarly, 
the findings revealed that H5 is supported: OGC 
mediates the relationship between GHRM and so-
cietal effectiveness. Furthermore, hotels can devel-
op a culture of social performance by establishing 
social goals for their employees to achieve social 
sustainability at work. Employee engagement may 
affect social performance after introducing corpo-
rate social programs in hotels.

There needs to be more research on environmen-
tal and social performance. Significantly, this 
study adds a body of knowledge on sustainable 
HRM, especially in developing countries (such 
as Pakistan). For this reason, this result contrib-
utes to the GHRM-social performance debate. It 
supports the theoretical assumptions of social 
cognitive theory and suggests GHRM as a way 
of thinking that generates positive social results. 

Furthermore, few investigations highlighted the 
role of organizational green culture as a contrib-
uting factor to the use of green social initiatives. 
This finding enhances the existing literature, as 
performance metrics are imperative to evaluate 
hotels’ environmental and social performance. 
Finally, this paper extends the workplace so-
cial-cognitive perspective to bring employees’ 
green behaviors.

This analysis also provides important practical 
implications. First, it suggests that hotels should 
implement environmental strategies and adopt 
GHRM practices to promote green culture and 
responsible policies across their operational lines. 
In addition, hotels must launch corporate social 
programs for the achievement of social perfor-
mance in order to accomplish the United Nations’ 
goals for ecological sustainability. Second, hotels 
would benefit from hiring individuals committed 
to promoting workplace sustainability and social 
responsibility. Thirdly, this paper also suggests 
that hotels should provide incentives for corporate 
social responsibility initiatives for employees and 
managers, which can be vital in boosting results 
in terms of the environment and society. Finally, 
this study provides a pathway for policymakers to 
launch green policies and socially responsible pro-
grams to promote sustainable development in the 
industries at the micro and macro levels.

CONCLUSION

This study examined the influence of green HRM on environmental and social performance under the 
lens of social cognitive theory. It collected data from 155 employees from hotels in Pakistan. Moreover, 
this study demonstrates that green HRM pushes employees toward sustainability. Significantly, it was 
revealed that organizational green culture positively affects environmental and social performance. The 
study extends green HRM literature in an emerging area. Practically, it gives policymakers, HR manag-
ers, and leaders a pathway to develop green workplace policies.

However, this analysis has several limitations. First, the service (hospitality) sector was examined, es-
pecially in the setting of developing nations. There is an avenue for scholars to conduct research in a 
cross-country background among developing and developed countries to compare GHRM practices 
with corporate sustainability to get a better understanding. Thus, future research may consider validat-
ing the current findings across various cultural settings, such as exploring individualism and collectiv-
ist cultures and examining the adoption of employees’ green behavior. Second, research may explore 
the relationship between GHRM practices and sustainability via a mediation mechanism of top man-
agement commitment to address grand challenges. Third, this study considered only two dimensions of 
sustainability. Therefore, it is suggested to examine the influence of economic performance and corpo-
rate governance on GHRM practices. 



260

Problems and Perspectives in Management, Volume 21, Issue 1, 2023

http://dx.doi.org/10.21511/ppm.21(1).2023.22

AUTHOR CONTRIBUTIONS

Conceptualization: Zuhair Abbas, Roman Zámečník.
Data curation: Zuhair Abbas, Ghulam Kalsoom.
Formal Analysis: Zuhair Abbas, Ghulam Kalsoom, Elona Cera.
Funding acquisition: Zuhair Abbas, Rasa Smaliukienė, Roman Zámečník, Elona Cera.
Investigation: Zuhair Abbas, Rasa Smaliukienė, Roman Zámečník.
Methodology: Zuhair Abbas, Roman Zámečník, Elona Cera.
Project administration: Zuhair Abbas, Rasa Smaliukienė, Roman Zámečník.
Resources: Roman Zámečník, Elona Cera.
Software: Zuhair Abbas, Rasa Smaliukienė.
Supervision: Zuhair Abbas, Rasa Smaliukienė, Roman Zámečník.
Validation: Rasa Smaliukienė.
Visualization: Rasa Smaliukienė, Ghulam Kalsoom, Elona Cera.
Writing – original draft: Zuhair Abbas, Ghulam Kalsoom, Elona Cera.
Writing – review & editing: Zuhair Abbas, Rasa Smaliukienė, Roman Zámečník.

ACKNOWLEDGMENT

This work is partially funded under FaME TBU No. IGA/FaME/2023/012 “Closed and open innovations: 
role of human resource, servant leadership, digitalisation, and uncertainty.” Authors would like to thank 
Prof. Rasa Smaliukienė for partially funding this research. This work also acknowledged Grant No.FSR-
FORD 5-6/2022-23/FaME/006 “Linking stakeholder pressure, green HRM application and competitive 
advantage in the hotel industry.”

REFERENCES

1. Abbas, Z., Khan, A. G., 
Smaliukienė, R., Zámečník, 
R., Hussain, K., & Mubarik, S. 
(2022a). Green HRM pursuit of 
social sustainability in the hotels: 
AMO theoretical perspective. 
Quality-Access to Success, 23(190), 
41-50. https://doi.org/10.47750/
QAS/23.190.05 

2. Abbas, Z., Sarwar, S., Rehman, M. 
A., Zámečník, R., & Shoaib, M. 
(2022b). Green HRM promotes 
higher education sustainability: 
a mediated-moderated analysis. 
International Journal of Manpower, 
43(3), 827-843. https://doi.
org/10.1108/IJM-04-2020-0171

3. Ahmed, U., Umrani, W. A., 
Yousaf, A., Siddiqui, M. A., & 
Pahi, M. H. (2021). Developing 
faithful stewardship for the 
environment through green 
HRM. International Journal 
of Contemporary Hospitality 
Management, 33(10), 3115-
3133. https://doi.org/10.1108/
IJCHM-09-2020-1066

4. Amrutha, V., & Geetha, S. 
(2020). A systematic review 
on green human resource 
management: Implications for 
social sustainability. Journal 

of Cleaner Production, 247, 
119131. https://doi.org/10.1016/j.
jclepro.2019.119131

5. Bandura, A. (2014). Social 
cognitive theory of moral thought 
and action. In Handbook of moral 

behavior and development (pp. 69-
128). Psychology Press. https://doi.
org/10.4324/9781315807294 

6. Bandura, A., & Cervone, D. (1986). 
Differential engagement of self-
reactive influences in cognitive 
motivation. Organizational 

Behavior and Human Decision 

Processes, 38(1), 92-113. 
https://doi.org/10.1016/0749-
5978(86)90028-2

7. Boselie, P. (2014). EBOOK: 

Strategic Human Resource 

Management: A Balanced 

Approach. McGraw Hill. 

8. Chaudhary, R. (2021). Effects 
of green human resource 
management: testing a moderated 
mediation model. International 
Journal of Productivity and 
Performance Management, 70(1), 
201-216. https://doi.org/10.1108/
ijppm-11-2018-0384 

9. Creswell, J. W., & Creswell, J. 
D. (2017). Research design: 
Qualitative, quantitative, and 
mixed methods approaches. Sage 
Publications. 

10. Diamantopoulos, A., & Si-
guaw, J. A. (2006). Formative 
versus reflective indicators 
in organizational measure 
development: A comparison and 
empirical illustration. British 
Journal of Management, 17(4), 
263-282. https://doi.org/10.1111/
j.1467-8551.2006.00500.x

11. Dumont, J., Shen, J., & Deng, X. 
(2017). Effects of Green HRM 
Practices on Employee Workplace 
Green Behavior: The Role of 
Psychological Green Climate and 



261

Problems and Perspectives in Management, Volume 21, Issue 1, 2023

http://dx.doi.org/10.21511/ppm.21(1).2023.22

Employee Green Values. Human 
Resource Management, 56(4), 
613-627. https://doi.org/10.1002/
hrm.21792 

12. Faul, F., Erdfelder, E., Lang, A.-G., 
& Buchner, A. (2007). G* Power 3: 
A flexible statistical power analysis 
program for the social, behavioral, 
and biomedical sciences. Behavior 
Research Methods, 39(2), 175-
191. https://doi.org/10.3758/
bf03193146

13. Garavan, T., Ullah, I., O’Brien, F., 
Darcy, C., Wisetsri, W., Afshan, G., 
& Mughal, Y. H. (2022). Employee 
perceptions of individual green 
HRM practices and voluntary 
green work behavior: a signalling 
theory perspective. Asia Pacific 
Journal of Human Resources. 
https://doi.org/10.1111/1744-
7941.12342

14. García-Machado, J. J., & Martínez-
Ávila, M. (2019). Environmental 
performance and green culture: 
The mediating effect of green 
innovation. An application to the 
automotive industry. Sustainability, 
11(18), 4874. https://doi.
org/10.3390/su11184874

15. González-Rodríguez, M. 
R., Martín-Samper, R. C., 
Köseoglu, M. A., & Okumus, 
F. (2019). Hotels’ corporate 
social responsibility practices, 
organizational culture, firm 
reputation, and performance. 
Journal of Sustainable Tourism, 
27(3), 398-419. https://doi.org/10.
1080/09669582.2019.1585441

16. Guerci, M., Montanari, F., 
Scapolan, A., & Epifanio, A. 
(2016). Green and nongreen 
recruitment practices for 
attracting job applicants: exploring 
independent and interactive 
effects. The International Journal 
of Human Resource Management, 
27(2), 129-150. https://doi.org/10.
1080/09585192.2015.1062040

17. Gulzar, S., Ghauri, S., Abbas, 
Z., Hussain, K., & Jibril, A. B. 
(2020). Antecedents of employee 
well-being in the banking sector: 
The moderating role of working 
environment. Problems and 
Perspectives in Management, 
18(4), 448-460. http://dx.doi.
org/10.21511/ppm.18(4).2020.36

18. Hair, J., Black, W., Babin, B., 
Anderson, R., & Tatham, R. (2010). 
Multivariate data analysis (6th ed.). 
Upper Saddle River, NJ: Prentice-
Hall. 

19. Hameed, Z., Khan, I. U., Islam, 
T., Sheikh, Z., & Naeem, R. 
M. (2020). Do green HRM 
practices influence employees’ 
environmental performance? 
International Journal of Manpower, 
41(7), 1061-1079. https://doi.
org/10.1108/ijm-08-2019-0407 

20. Harris, L. C., & Crane, A. (2002). 
The greening of organizational 
culture: Management views on 
the depth, degree and diffusion of 
change. Journal of Organizational 
Change Management, 
15(3), 214-234. https://doi.
org/10.1108/09534810210429273

21. Henseler, J., Ringle, C. M., 
& Sarstedt, M. (2015). A 
new criterion for assessing 
discriminant validity in variance-
based structural equation 
modeling. Journal of the Academy 
of Marketing Science, 43(1), 115-
135. https://doi.org/10.1007/
s11747-014-0403-8

22. Holtbrügge, D., Baron, A., & 
Friedmann, C. B. (2015). Personal 
attributes, organizational 
conditions, and ethical attitudes: A 
social cognitive approach. Business 
Ethics: A European Review, 24(3), 
264-281. https://doi.org/10.1111/
beer.12082

23. Isaksson, L. E., & Woodside, 
A. G. (2016). Modeling firm 
heterogeneity in corporate 
social performance and financial 
performance. Journal of 
Business Research, 69(9), 3285-
3314. https://doi.org/10.1016/j.
jbusres.2016.02.021

24. Jabbour, C. J. C., & Jabbour, A. 
(2016). Green Human Resource 
Management and Green Supply 
Chain Management: linking two 
emerging agendas. Journal of 
Cleaner Production, 112, 1824-
1833. https://doi.org/10.1016/j.
jclepro.2015.01.052 

25. Kim, Y. J., Kim, W. G., Choi, H. 
M., & Phetvaroon, K. (2019). 
The effect of green human 
resource management on hotel 
employees’ eco-friendly behavior 

and environmental performance. 
International Journal of 
Hospitality Management, 76, 
83-93. https://doi.org/10.1016/j.
ijhm.2018.04.007 

26. Kline, R. B. (2015). Principles and 
practice of structural equation 
modeling. Guilford Publications. 

27. Latif, K. F., Pérez, A., & Sahibzada, 
U. F. (2020). Corporate social 
responsibility (CSR) and customer 
loyalty in the hotel industry: A 
cross-country study. International 
Journal of Hospitality Management, 
89, 102565. https://doi.
org/10.1016/j.ijhm.2020.102565

28. Lin-Hi, N., & Müller, K. (2013). 
The CSR bottom line: Preventing 
corporate social irresponsibility. 
Journal of Business Research, 
66(10), 1928-1936. https://doi.
org/10.1016/j.jbusres.2013.02.015

29. Maak, T., & Pless, N. M. (2006). 
Responsible leadership in a 
stakeholder society – A relational 
perspective. Journal of Business 
Ethics, 66(1), 99-115. https://doi.
org/10.1007/s10551-006-9047-z

30. Manner, M. H. (2010). The 
impact of CEO characteristics 
on corporate social performance. 
Journal of Business Ethics, 93(1), 
53-72. https://doi.org/10.1007/
s10551-010-0626-7

31. Mousa, S. K., & Othman, M. 
(2020). The impact of green 
human resource management 
practices on sustainable 
performance in healthcare 
organisations: A conceptual 
framework. Journal of Cleaner 
Production, 243, 118595. 
https://doi.org/10.1016/j.
jclepro.2019.118595 

32. Muisyo, P. K., & Qin, S. (2021). 
Enhancing the FIRM’S green 
performance through green 
HRM: The moderating role of 
green innovation culture. Journal 
of Cleaner Production, 289, 
125720. https://doi.org/10.1016/j.
jclepro.2020.125720 

33. Oldendick, R. W. (2012). Survey 
research ethics. In Handbook of 
survey methodology for the social 
sciences (pp. 23-35). Springer. 

34. Paillé, P., Amara, N., & Halilem, N. 
(2018). Greening the workplace 



262

Problems and Perspectives in Management, Volume 21, Issue 1, 2023

http://dx.doi.org/10.21511/ppm.21(1).2023.22

through social sustainability 
among co-workers. Journal 
of Business Research, 89, 305-
312. https://doi.org/10.1016/j.
jbusres.2017.12.044

35. Paillé, P., Boiral, O., & Chen, Y. 
(2013). Linking environmental 
management practices and 
organizational citizenship 
behavior for the environment: a 
social exchange perspective. The 
International Journal of Human 
Resource Management, 24(18), 
3552-3575. https://doi.org/10.1080
/09585192.2013.777934

36. Paillé, P., Chen, Y., Boiral, O., & 
Jin, J. F. (2014). The Impact of 
Human Resource Management on 
Environmental Performance: An 
Employee-Level Study. Journal of 
Business Ethics, 121(3), 451-466. 
https://doi.org/10.1007/s10551-
013-1732-0 

37. Pan, C., Abbas, J., Álvarez-
Otero, S., Khan, H., & Cai, 
C. (2022). Interplay between 
corporate social responsibility 
and organizational green culture 
and their role in employees’ 
responsible behavior towards 
the environment and society. 
Journal of Cleaner Production, 366, 
132878. https://doi.org/10.1016/j.
jclepro.2022.132878

38. Paulet, R., Holland, P., & Morgan, 
D. (2021). A meta-review of 10 
years of green human resource 
management: is Green HRM 
headed towards a roadblock or a 
revitalisation? Asia Pacific Journal 
of Human Resources, 59(2), 159-
183. https://doi.org/10.1111/1744-
7941.12285 

39. Pham, D. D. T., & Paillé, P. (2020). 
Green recruitment and selection: 
an insight into green patterns. 
International Journal of Manpower, 
41(3), 258-272. https://doi.
org/10.1108/IJM-05-2018-0155

40. Pham, N. T., & Tuckova, Z. 
(2018). Green Human Resource 
Management Practices in the 
Hospitality Sector. In Proceedings 
of the International Conference on 
Tourism Research, ICTR 2018 (pp. 
219-226). Jyvaskyla: Academic 
Conferences and Publishing 
International Limited. Retrieved 
from https://publikace.k.utb.cz/
handle/10563/1008428

41. Pham, N. T., Thanh, T. V., Tuckova, 
Z., & Thuy, V. T. N. (2020). The 
role of green human resource 
management in driving hotel’s 
environmental performance: 
Interaction and mediation 
analysis. International Journal 
of Hospitality Management, 88, 
102392. https://doi.org/10.1016/j.
ijhm.2019.102392 

42. Rawashdeh, A. (2018). The 
impact of green human resource 
management on organizational 
environmental performance 
in Jordanian health service 
organizations. Management 
Science Letters, 8(10), 1049-
1058. http://dx.doi.org/10.5267/j.
msl.2018.7.006

43. Raza, S. A., & Khan, K. A. (2022). 
Impact of green human resource 
practices on hotel environmental 
performance: the moderating 
effect of environmental 
knowledge and individual green 
values. International Journal 
of Contemporary Hospitality 
Management, 34(6), 2154-
2175. https://doi.org/10.1108/
IJCHM-05-2021-0553

44. Ren, S., Jiang, K., & Tang, G. 
(2022). Leveraging green HRM 
for firm performance: The joint 
effects of CEO environmental 
belief and external pollution 
severity and the mediating role 
of employee environmental 
commitment. Human Resource 
Management, 61(1), 75-90. https://
doi.org/10.1002/hrm.22079

45. Ren, S., Tang, G. Y., & Jackson, 
S. E. (2018). Green human 
resource management research in 
emergence: A review and future 
directions. Asia Pacific Journal 
of Management, 35(3), 769-803. 
https://doi.org/10.1007/s10490-
017-9532-1 

46. Ren, S., Tang, G., & Jackson, S. 
E. (2021). Effects of Green HRM 
and CEO ethical leadership on 
organizations’ environmental 
performance. International 
Journal of Manpower, 42(6), 961-
983. https://doi.org/10.1108/IJM-
09-2019-0414

47. Roscoe, S., Subramanian, N., 
Jabbour, C. J. C., & Chong, T. 
(2019). Green human resource 

management and the enablers 
of green organisational culture: 
Enhancing a firm’s environmental 
performance for sustainable 
development. Business Strategy 
and the Environment, 28(5), 
737-749. https://doi.org/10.1002/
bse.2277 

48. Saunders, M., & Lewis, P. (2017). 
Doing research in business and 
management. Pearson. 

49. Tang, Z., Hull, C. E., & 
Rothenberg, S. (2012). How 
corporate social responsibility 
engagement strategy moderates 
the CSR–financial performance 
relationship. Journal of 
Management Studies, 49(7), 1274-
1303. https://doi.org/10.1111/
j.1467-6486.2012.01068.x

50. Tulsi, P., & Ji, Y. (2020). A 
Conceptual Approach to Green 
Human Resource Management 
and Corporate Environmental 
Responsibility in the Hospitality 
Industry. Journal of Asian Finance 
Economics and Business, 7(1), 
195-203. https://doi.org/10.13106/
jafeb.2020.vol7.no1.195 

51. Umrani, W. A., Channa, N. A., 
Yousaf, A., Ahmed, U., Pahi, 
M. H., & Ramayah, T. (2020). 
Greening the workforce to achieve 
environmental performance in 
hotel industry: A serial mediation 
model. Journal of Hospitality 
and Tourism Management, 44, 
50-60. https://doi.org/10.1016/j.
jhtm.2020.05.007

52. Vehovar, V., Toepoel, V., & Stein-
metz, S. (2016). Non-probability 
sampling. In C. Wolf, D. Joye, 
T.W. Smith, & Y.-c. Fu (Eds.), The 
Sage handbook of survey methods 
(pp. 329-345). London: SAGE. 
Retrieved from https://hdl.handle.
net/11245.1/dda2a1ed-7a55-42b6-
b5de-8c10cef59c44 

53. Wang, C.-H. (2019). How 
organizational green culture 
influences green performance 
and competitive advantage: 
The mediating role of green 
innovation. Journal of 
Manufacturing Technology 
Management, 30(4), 666-683. 
https://doi.org/10.1108/JMTM-
09-2018-0314 

54. Welford, R. (2005). Corporate 
strategy, competitiveness and 



263

Problems and Perspectives in Management, Volume 21, Issue 1, 2023

http://dx.doi.org/10.21511/ppm.21(1).2023.22

the environment. In Corporate 

Environmental Managemen 1: 

Systems and strategies (pp. 13-34). 
London: Routledge. https://doi.
org/10.4324/9781315825120 

55. Whitaker, B. G., & Godwin, L. N. 
(2013). The antecedents of moral 
imagination in the workplace: A 
social cognitive theory perspective. 
Journal of Business Ethics, 114(1), 
61-73. https://doi.org/10.1007/
s10551-012-1327-1

56. Wood, D. J. (2010). Measuring 
corporate social performance: A 
review. International Journal of 

Management Reviews, 12(1), 50-84. 
https://doi.org/10.1111/j.1468-
2370.2009.00274.x

57. Wood, R., & Bandura, A. (1989). 
Social cognitive theory of 

organizational management. 
Academy of Management Review, 
14(3), 361-384. https://doi.
org/10.2307/258173

58. Yong, J. Y., Yusliza, M. Y., 
Ramayah, T., Jabbour, C. J. C., 
Sehnem, S., & Mani, V. (2020). 
Pathways towards sustainability 
in manufacturing organizations: 
Empirical evidence on the 
role of green human resource 
management. Business Strategy 
and the Environment, 29(1), 
212-228. https://doi.org/10.1002/
bse.2359 

59. Yusoff, Y. M., Nejati, M., Kee, 
D. M. H., & Amran, A. (2020). 
Linking Green Human Resource 
Management Practices to 
Environmental Performance in 
Hotel Industry. Global Business 

Review, 21(3), 663-680. https://doi.
org/10.1177/0972150918779294 

60. Zhao, W., & Huang, L. (2022). The 
impact of green transformational 
leadership, green HRM, green 
innovation and organizational 
support on the sustainable 
business performance: evidence 
from China. Economic Research-

Ekonomska Istraživanja. https://
doi.org/10.1080/133167
7X.2022.2047086

61. Zoogah, D. B. (2011). The 
dynamics of Green HRM 
behaviors: A cognitive social 
information processing 
approach. German Journal of 

Human Resource Management, 

25(2), 117-139. https://doi.
org/10.1177/239700221102500204


	“How does green HRM influence environmental and social sustainability in hotels?”

