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The purpose of this study is to analyze the impact of Green Human 

Resource Management (GHRM) upon the hotel’s environmental 

performance (HEP) in view of  the global call for sustainability. The 

study was conducted by sampling the employees from different 

hotels of twin cities of Rawalpindi and Islamabad. SPSS and PLS 

were used for data analysis. The findings show that GHRM has a 

positive impact on HEP, but the direct relationship between 

employees’ organizational commitment (EOC) and HEP is negative, 

while EOC plays a negative role in the relationship between GHRM 

and HEP. The sequential mediation shows that the EOC and 

employees’ eco-friendly behavior (EEB) positively mediate the 

relationship between GHRM and HEP. This research shows that it 

would be helpful for the employees to understand the effects of green 

human resource strategies and practices for improvement in the hotel 

environment and thereby leading towards sustainable performance. 
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Introduction  

Global warming is becoming one of the major issues of many governments and organizations, 

particularly corporations working in areas that have a poor impact on the environment and natural 

resources, such as construction companies, oil exploration companies and hotels / resorts. Thus, 

many agencies have emphasized the development of strategies that highlight the green factors of 

active environmental management. In the hospitality sector, using environmental practices in 

human resource administration has been seen as one of the major goals of organizations to limit 

wastes, save costs and beautify employees' environmental awareness and green popularity. The 

important issue of the past decades about the hotel environment is that how waste should be 

consumed and how to improve the employees' commitment to the environment. Top management 

should develop a strategy to deal with the issues related to waste and water that affect the 

environment. It is traditionally an HR responsibility to make policies that can enhance the 
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organizational commitment of the workers. The GHRM program aims to create awareness to 

employees and consumers to reduce the harmful effect of the environment. Employees establish 

higher level of organizational commitment, when they are emotionally attached to the organization 

which is engaged in the GHRM program.  

 

The human resource management, environmental and hotel management are interlinked and are 

relevant to the hospitality industry. Environmental management is a hot topic these days (Renwick, 

Redman, and Maguire, 2013), and when environmental management planning is combined with 

human resource management, the result is Green Human Resource Management (GHRM) 

(Renwick, Redman, and Maguire, 2013). Employees should also take part in the organization's 

environmental citizenship conduct (Robertson and Barling, 2017), where this behavior improves 

organizational commitment towards the environment (De Groot and Steg, 2010). In hospitality 

sector, planning and management of the green activities are very much important as the sector is 

considered to be the major contributor of carbon emission, and this will not only upgrade the 

ecology but also improves the organization performance (Koseoglu, Rahimi, Okumus, & Liu, 

2016). 

 

Literature Review   

A few researchers have focused on HRM with environment management, so naming it as "Green 

Human Resource Management" (Renwick, Redman, and Maguire, 2013). This study also studies 

HRM in connection with Environment Management (GHRM). There are four stages of GHRM: 

Environment Planning (constructing ecological vision and objectives), train Human Resource to 

share their views on ecological vision and objectives, execution of the ecological planning by the 

employees, assess execution of the ecological planning by the employees. Daily and Huang (2001) 

proposed a model of HRM which is very effective in environment management.   

 

Individuals can only develop constructive ideas in a social settings (Hogg and Abrams, 1990; Kim, 

Kim, Choi, and Phetvaroon, 2019). The ideas are further improved in individuals with their 

engagement in social participation (Ashforth and Mael, 1989; Turner, 1999). The workers must be 

trained to work in a social setting to perform certain activities related to the society (Ashforth and 

Mael, 1989; Peterson and Seligman, 2004). The workers who have an impression of HR 

commitment to certain activities show their obligations towards those activities (Brammer, He, 

and Mellahi, 2015; Turker, 2009). The workers positive behavior shows improved commitment 

towards the desired objectives (Lin et al., 2013). The social character theory hypothesizes various 

levels of workers’ commitment towards their obligations (O’Reilly & Chatman, 1986; Shen and 

Benson, 2016). The Social Identity Theory is a famous social psychological theory that tries to 

explain intergroup conflicts, people's choice of groups, and the influence of groups on people's 

views (Hogg and Abrams, 1990; Ashforth and Mael, 1989). 

 

Theoretical Background and Hypotheses Development 

The literature shows that GHRM is important to improve Environmental Performance in the hotel 

sector, where the Employees Organizational Commitment (EOC) and Employees Environmental 

Behavior also play the pivotal role in the relationship between GHRM and Hotel Environmental 

Performance (HEP). 

 

 

 

 

 

 

Figure 1: Hypotheses Development 
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We created the following hypothesis for this investigation based on the previous literature review. 

The GHRM and HEP have the most important link. 

 

Hypothesis 1: GHRM significantly influences HEP. 

 

It is argued that the HRM practices impact employees behavior (Kim et al., 2019). Gould-Williams 

and Davies (2005) found that human resource practices improve employees’ commitment and 

behavior to achieve the desired objectives. HRM plays a key role in improving the skills and 

controlling the actions of the employees (Bratton and Gold, 2017). HRM can play a significant 

role in improving the hotel environment performance by affecting employees organizational 

commitment and employees eco-friendly behavior (Kim et al., 2019). So, it is concluded that 

GHRM is the most important aspect in improving the hotel environment performance by 

influencing the behavior of employees. Podsakoff and MacKenzie (1997) found that Employees’ 

Organization Commitment is also required to achieve the desired objectives of the organization. 

GHRM effects the EOC to achieve the desired objective of HEP. 

  

Hypothesis 2: GHRM significantly influences EOC.  

 

HRM practices affect employees behavior (Homan, Van Knippenberg, Van Kleef, and De Dreu, 

2007) to motivate them for some desired organizational objectives (Xu et al., 2004). GHRM 

policies improve the environmental concern of the employees (Kollmuss and Agyeman, 2002). 

Eco-friendly behavior centers around explicit practices related with efficient utilization of 

resources, minimum water use, and decrease in wastage. So, it is concluded that GHRM improves 

the Employees’ Eco-friendly Behavior (EEB). 

  

Hypothesis 3: GHRM significantly influences EEB.  

 

Employees’ behavior is required to achieve the desired objectives of an organization (Carmeli, 

Gilat, and Weisberg, 2006). EEB plays a significant role in improving the Hotel Environmental 

Performance (HEP) of any organization in the hotel industry.  

 

Hypothesis 4: EEB significantly influences HEP.  

 

Commitment plays major role in improving the performance of an organization. Employees’ 

commitment to improve the environment of a hotel will result in increased Hotel Environment 

Performance (HEP). 

 

Hypothesis 5: EOC significantly influences HEP. 

 

EOC also mediates the relationship between GHRM and EEB because the behavior cannot be 

changed merely by the HRM practices but also needs a great deal of commitment by the 

employees.  

 

Hypothesis 6: EOC mediates the relationship between GHRM and EEB. 

 

Employee’s organizational commitment plays an important role in organization. So, they play a 

vital role in improving environmental performance if properly directed by GHRM practices.  

 

Hypothesis 7: EOC mediates the relationship between GHRM and HEP. 
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GHRM improves Employees Organizational Commitment (EOC), which is only fruitful in 

achieving the desired results of Hotel Environmental Performance (HEP) if improves the 

Employees’ Eco-friendly Behavior (EEB). EOC and EEB both have a direct and indirect impact 

on HEP. In sequential mediation, we'll look at how various mediators affect HEP as a result of 

GHRM policies being implemented. 

 

Hypothesis 8: EOC and EEB sequentially mediate the relationship between GHRM and HEP. 

 

Data and Methodology 

In this section, we discuss data collection, measurement of variables and instrument development. 

The information is gathered by a questionnaire from the top management of various hotels' human 

resource departments. The majority of the questions concern hotel training programmes aimed at 

environmental conservation. We were able to determine whether or not the hotels have adopted 

GHRM practises on their premises by asking the questions. Each item of the GHRM, ECO, EEB, 

and HEP is measured using a 5-point Likert scale ranging from "strongly disagree (1)" to "strongly 

agree (5)" on the questionnaire. The purposive sampling is used to collect the data. In the study we 

use different analysis tools and techniques. First of all, we checked the reliability and validity of 

the instrument. PLS-SEM are used for further analysis. 

 

Data Analysis and Results 

We collected 200 responses from different hotels in Islamabad and Rawalpindi and conducted 

different test to check the data validity and reliability. We used the researchers' recommended 

approaches due to the small sample size compared to the amount of measurement items. 

 

Reliability and Validity 

Table 1 shows that all Cronbach's Alpha and AVE values are greater than the cutoff values of 0.7 

and 0.5, respectively. This shows the reliability and validity of the data collection instrument. 

 

Table 1: Reliability and Validity 

 Cronbach’s Alpha Rho-A 
Composite 
reliability 

Average Variance 
Extracted (AVE) 

EEB 0.880 0.882 0.907 0.582 

EOC 0.896 0.904 0.918 0.616 

GHRM 0.872 0.875 0.904 0.610 

HEP 0.900 0.905 0.923 0.666 

 

Direct Effects 

The Table 2 shows the direct effects between the variables. We accept the hypothesis, H1, that 

Green Human Resource Management has a positive and significant impact on EOC, with a beta 

value of (0.647), where the T value is (9.256) and the P value is (0.000). With a beta value of 

(0.504) and a T value of (5.377) and a P value of (0.000), GHRM likewise demonstrates a positive 

link with EEB, thus we accept the hypothesis, H2. The findings reveal that EEB has a positive link 

with HEP, with a beta value of (0.376), a T value of (3.312), and a P value of (0.001), so we accept 

hypothesis H3. The table reveals a positive link between GHRM and HEP with a beta value of 

(0.368), where the T value is (3.083) and the P value is (0.002), so we accept the hypothesis, H4. 

The data also demonstrate that EOC has a positive association with HEP, with a beta value of (-

0.002), a T value of (0.032), and a P value of (0.974), indicating that we reject hypothesis H5. Past 

studies proved that GHRM contributes to EOC. Chae, Yen, and Sheu (2005) found that GHRM 

affects HEP. Likewise, many researchers found that EEB was a strong determinant of HEP (Demir, 

2008; Herrera, 2010). 
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Table 2: Direct Effects 

 

Mediation Effects 

Employee Organizational Commitment (EOC) mediates the association between GHRM and EEB, 

as shown in Table 3, with a beta value of 0.172, a T value of (2.73), and a P value of (0.007), 

respectively, thus we accept the hypothesis, H6. The results of the mediation effect of EOC 

between GHRM and HEP show that the beta value is (-0.001), while the T and P values are (0.031) 

and (0.975), respectively, indicating that the hypothesis, H7, is rejected. The beta value for the 

sequential mediation of EOC and EEB between GHRM and HEP is (0.065), while the T and P 

values are (2.300) and (0.002), respectively, so we accept the hypothesis, H8. 

 

Table 3: Indirect Effects 

Variable 
Original 

Sample 

Sample 

Mean 
STDV T Value P Value 

GHRM>EOC>EEB 0.172 0.177 0.064 2.703 0.007 

GHRM>EOC>HEP -0.001 0.002 0.043 0.031 0.975 

GHRM>EOC>EEB>HEP 0.065 0.064 0.028 2.300 0.002 

 

Conclusion and Recommendations  

The term Green HRM is a buzzword nowadays and its importance has increased over time. This 

is because of the reason that the attention of the governments and businesses towards 

environmental issues have also increased manifold. GHRM has become an interesting topic of 

current research world. Green human resource management not only increases awareness about 

environmental issues, but also improves social image of the organization. The study's findings 

suggest that implementing green human resource management policies and practises has a 

beneficial impact on hotel environmental performance by increasing employee commitment and 

encouraging eco-friendly behaviour. Green human resource management policies and practises, in 

some way, contribute to the hotel's eco-friendly environment. This study focuses mainly on 

GHRM, where Dutta and Lanvin (2012) state that the GHRM integrates two key components, HR 

practices with the environmental concern. The main goal of GHRM in hotel sector is to make 

employees aware of the complexity of the related environmental issues and environment of the 

hotel; for example, which activities are required, how they work and how these can be helpful for 

the environment. By participating in the environmentally friendly programme, the action truly 

convinces the employees and instils a sense of pride in them. 

 

GHRM motivates the workers to comprehend and improve green culture in an organization. The 

environmental performance can be improved by the HR policies like recruitment, selection, 

training, and advancement of the human capital of the organization with more concern about the 

 Original  
Sample (O) 

Sample  
Mean (M) 

Standard 
 Deviation (STDEV) 

T-Statistics  
(|O/STDEV|) 

P Values 

GHRM -> EOC 0.647 0.646 0.070 9.256 0.000 

GHRM -> EEB 0.504 0.498 0.094 5.377 0.000 

EEB -> HEP 0.376 0.375 0.114 3.312 0.001 

GHRM -> HEP 0.368 0.362 0.119 3.083 0.002 

EOC -> HEP -0.002 0.003 0.065 0.032 0.974 
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environment (Dutta & Lanvin, 2012). An organization's HR office can play a significant job in 

making a culture of conduct for employees (Harmon-Jones, Harmon-Jones, and Price, 2013). HR 

policies and procedures can do a significant job in the implementation and effectiveness of the 

green HR strategy (Renwick, Redman, and Maguire, 2008). The study suggests that employees’ 

appraisal should give a proper weight on the environmental understanding of the employees and 

commitment to improve the environment. The job descriptions must also include the activities 

related to environmental concern. The HR policies should enhance the commitment and improve 

the behavior of the employees which will result in increased environmental performance. The HR 

training programs should be devised in a manner which should increase the commitment towards 

the desired objectives of the organization (Liebowitz and Tourian, 2010). 
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