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Research about green human resource management and perceived organizational support for the environment in
the hospitality and tourism literature is in its development stage. Therefore, our paper tests the interrelationships
of green human resource management, perceived organizational support for the environment, work engagement,
task-related pro-environmental behavior, and quitting intentions. Data gathered from hotel employees with a
time lag of one week in Taiwan were assessed tapping structural equation modeling. The empirical findings offer
strong support for hypotheses and suggest that our model is viable. More precisely, green human resource
management enhances employees’ perceptions of organizational support for the environment, while perceived

organizational support for the environment fosters work engagement and task-related pro-environmental
behavior and reduces quitting intentions. Perceived organizational support for the environment and work
engagement sequentially mediate the effect of green human resource management on the aforesaid outcomes.

1. Introduction

In a strict competitive marketplace, hospitality managers realize that
paying attention to the preservation of the environment and activating
employees’ eco-friendly behaviors are among the important indicators
of the company’s investment in environmental sustainability (e.g.,
Sharma et al., 2020). Though some hotels do not value environmental
sustainable practices as much as commercial outcomes (Khatter et al.,
2021), there is an increasing interest in green management and envi-
ronmental sustainability in the hospitality industry. For instance, Mar-
riott International has sustainability initiatives in four areas such as
“nurturing our world”, “empowering through opportunity”, “sustaining
responsible operation”, and “welcoming all and advancing human
rights” in the sustainability and social impact goals program for 2025
(Marriott, 2021). Investing in employees through favorable job condi-
tions and the environmental sustainability program highlights the
presence of green human resource management (GHRM) practices and
the company’s promotion of its employees’ sustainable actions (cf.
Umrani et al., 2020; Ramus, 2011).

* Corresponding author.

GHRM, which denotes “...the systematic, planned alignment of
typical human resource management practices with the organization’s
environmental goals...” (Jabbour, 2013, pp. 147-148), enhances em-
ployees’ green-related and environmental outcomes (e.g., Ubeda-Garcia
etal., 2021a; Nisar et al., 2021). Employees’ perceptions of green human
resource practices represent the basis for the environmental support
provided by the company (Aboramadan and Karatepe, 2021; Ahmed
et al., 2021b). Perceived organizational support for the environment
(POSE) denotes “...the specific beliefs held by employees concerning
how much the organization values their contributions toward sustain-
ability” (Lamm et al., 2015, p. 209) and results in green and non-green
positive consequences (e.g., job satisfaction, diminished proclivity to
quit, and organizational citizenship behavior for the environment,
OCB-E) (Lamm et al., 2015; Paillé and Meija-Morelos, 2019). Despite
this realization, the hospitality and tourism research still lacks evidence
about the potential green and non-green positive consequences of
GHRM and POSE among hotel employees (Aboramadan and Karatepe,
2021; Nisar et al., 2021; Umrani et al., 2020). This is surprising because
management cannot achieve the organization’s environmental
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sustainability goals without the active involvement of employees
(Kalyar et al., 2021; Karatepe et al., 2020).

1.1. Purpose

Our paper proposes and tests a research model that explores the in-
terrelationships of GHRM, POSE, work engagement (WENG), task-
related pro-environmental behavior (PEB), and quitting intentions.
Accordingly, our paper addresses four critical research questions: (1)
what is the nature of relationship between GHRM and POSE?; (2) what is
the nature of association between POSE, WENG, task-related PEB, and
quitting intentions?; (3) what is the nature of linkage between WENG,
task-related PEB, and proclivity to quit; and (4) do POSE and WENG act
as the sequential mediators of the effect of GHRM on the aforementioned
outcomes?

1.2. Contribution

With the present paper, we contribute to the hospitality and tourism
literature on GHRM and POSE in the following ways. First, management
needs to adopt green practices that would enhance the image of the
company (Hameed et al., 2021a). This can be done through human
resource management focusing on green practices. GHRM highlights
various practices such as green training, green performance appraisal,
green rewards, and green hiring in the workplace (e.g., Farooq et al.,
2021; Kim et al., 2019). Such practices send messages to employees that
the company invests in environmental sustainability and develops their
knowledge and skills about green management (Ahmed et al., 2021a,b;
Nisar et al., 2021). These signals are interpreted as the basis for POSE.
Surprisingly, the extant literature presents only two empirical pieces
concerning the linkage between GHRM and POSE (Aboramadan and
Karatepe, 2021; Hameed et al., 2021b). In light of this, our paper fills in
the said lacuna.

Second, the extant literature delineates few studies that have linked
POSE to employee outcomes (Aboramadan and Karatepe, 2021; Bhat-
nagar and Aggarwal, 2020; Lamm et al., 2015). This is not unsurprising
since management investing in environmental sustainability is in need
of employees who can deliver exceptional quality services and accom-
plish customer satisfaction (e.g., Wang et al., 2021; Wu et al., 2021).
Work-engaged employees can respond to the aforesaid need (Ozturk
et al., 2021; Teng et al., 2021). WENG is designated by “vigor”, “dedi-
cation”, and “absorption” (Schaufeli et al., 2006). Employees who work
with intensity on, possess positive feelings about, and devote much
attention to their jobs exhibit good work-related performance (Ozturk
et al., 2021). Such employees may also display task-related PEB (Kar-
atepe et al., 2021), which denotes employees’ completion of tasks in an
environmentally-friendly way within the company (Bissing-Olson et al.,
2013). Therefore, ascertaining whether POSE fosters the level of em-
ployees” WENG and results in positive workplace outcomes and PEB is
imperative.

Third, recent empirical pieces call for research about the conse-
quences of GHRM in service-related settings (e.g., Aboramadan et al.,
2021a; Mousa and Othman, 2020). Exploring these outcomes in the
hospitality industry is important because hotels are among the main
energy-consuming companies (Chen et al., 2021; Karatepe et al., 2021).
As stated by Sinclair-Desgagné (2021), companies have to adjust their
human resource practices in the realm of environmental sustainability.
This makes GHRM a relevant and significant strategy to accomplish the
environmental sustainability goals and green initiatives (cf. Abor-
amadan et al., 2021a; Sabokro et al., 2021). In light of this, it is of utmost
importance to exploring the mechanism through which GHRM is related
to green and non-green work outcomes.

There are empirical studies reporting that GHRM, green training, or
green performance appraisal promotes employees’ green creativity and
environmental commitment (e.g., Pham et al., 2019, 2020). However,
we do not know whether GHRM influences non-green positive
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consequences directly and/or indirectly. This gap has been underscored
in Shen ’s et al. (2018) and Shafaei et al.’s (2020) papers. Recent studies
have also begun to link GHRM to non-green behaviors (Aboramadan and
Karatepe, 2021; He et al., 2021). More importantly, this is the first
empirical piece of its kind testing POSE and WENG as the sequential
mediators of the impact of GHRM on hotel employees’ task-related PEBs
and propensity to quit. Such voids are noticeable in recent reviews about
GHRM (Amrutha and Geetha, 2020; Yong et al., 2019). By gauging these
linkages, it would be possible to ferret out whether green human
resource managerial practices foster employees’ task-related PEBs and
mitigate their proclivity to quit as a consequence of POSE and WENG.

Lastly, most the empirical pieces on GHRM have been conducted in
Western societies and manufacturing industries (Cabral and Jabbour,
2019). There is call for more research about GHRM in the Asian conti-
nent (Cooke et al., 2020). To respond to this, we utilize time-lagged data
obtained in hotels in Taiwan to test the interrelationships of GHRM,
POSE, WENG, task-related PEB, and quitting intentions. Taiwan is an
island with plenty of natural resources and has 1450 green hotels as of
February 2019 (Chen et al., 2021). However, there is limited informa-
tion about how hotels make green changes/adjustment and manage
energy consumption in the realm of environmental sustainability in
Taiwan (Chen et al., 2021).

In the rest of our paper, we delineate the research model. Then, we
develop hypotheses based on organizational support (Rhoades and
Eisenberger, 2002), social exchange (Cropanzano and Mitchell, 2005),
job demands-resources (JD-R) (Bakker and Demerouti, 2017) theories,
and limited evidence in the extant literature. These are followed by the
method and findings of the empirical investigation carried out in
Taiwan. Our paper culminates with a discussion of the key contribu-
tions, management implications, and avenues for future research.

2. Theoretical framework, hypotheses, and research model
2.1. Theoretical focus

Organizational support theory proposes that the availability of
human resource practices sends signals to employees that the organi-
zation cares about their well-being and values their contributions
(Rhoades and FEisenberger, 2002). These practices emanate from the
company’s actions done voluntarily (Rhoades and Eisenberger, 2002).
Green human resource practices associated with the company’s volun-
tary efforts to protect the ecological environment foster employees’
perceptions of organizational support toward the environment (Abor-
amadan and Karatepe, 2021). Employees display positive work-related
outcomes such as green and non-green outcomes (i.e., green behaviors
and diminished proclivity to leave) when the company develops their
knowledge and skills regarding environmental sustainability and
greening issues (cf. Rhoades and Eisenberger, 2002).

Employees are highly work-engaged when they find that various job
resources are in place. This is supported by JD-R theory that the avail-
ability of job resources is a sign of support provided by the company
(Karatepe and Aga, 2016). JD-R theory posits that WENG, as a motiva-
tional variable, activates employees’ green or eco-friendly behaviors.
This is because of the fact that individuals who have positive feelings
about their jobs and are bursting with energy are work-engaged (Bakker
and Demerouti, 2017). These employees exhibit positive behavioral
outcomes and contribute to the organization via their eco-friendly be-
haviors (Raza et al., 2021).

Social exchange theory contends that the workplace encompasses
various social exchanges between the company and employees (Cro-
panzano and Mitchell, 2005). For instance, job resources stemming from
social exchanges makes employees become work-engaged and display
lower intention to quit. Employees remain with the company as a
consequence of favorable reciprocal exchanges (Saks, 2006). In light of
the aforesaid theoretical underpinnings, it is proposed that POSE and
WENG sequentially mediate the influence of GHRM on employees’ PEBs
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and withdrawal cognitions.

2.2. Hypotheses

The hypotheses are: (a) an increase in GHRM results in an increase in
POSE; (b) POSE fosters WENG and PEBs, while it mitigates quitting in-
tentions; (c) WENG positively influences PEBs, while it reduces pro-
clivity to quit; and (d) POSE and WENG sequentially mediate the impact
of GHRM on these green and non-green work outcomes.

2.2.1. Green human resource management and perceived organizational
support for the environment

GHRM consists of various practices. Specifically, arranging green
training programs enables the company to implement its environmental
sustainability operations successfully and results in cleaner production
(Diana et al., 2017; Pinzone et al., 2019). These training programs in-
crease employees’ knowledge about green management and environ-
ment sustainability, add more to their green-related awareness, and
strengthens their environmental commitment and proactive PEBs
(Aboramadan et al., 2021b; Ahmed et al., 2021a,b; Pham et al., 2020;
Pinzone et al., 2019). The company’s GHRM practices can also focus on
green selection (Rubel et al., 2021; Yong et al., 2019). Utilization of
rigorous selection criteria can result in the identification of the candi-
dates with high levels of environmental sensitivity and knowledge about
green- and environmental-related issues (e.g., Nisar et al., 2021). Having
a well-managed green performance appraisal in place encourages em-
ployees to attain green goals (Mousa and Othman, 2020).

Recognition and rewards for employees’ eco-initiatives would
motivate them to help the organization accomplish the environmental
goals (cf. Ahmed et al., 2021a,b; Kim et al., 2019). Without possessing an
equitable green performance assessment mechanism and rewarding
workers for their eco-friendly behaviors, hotels cannot achieve the green
and environmental sustainability goals. It is also important to imple-
ment green information sharing within the company so that employees
who can make potential contributions to the environmental sustain-
ability program are informed about any investments made in the green
area or the environment (cf. Rubel et al., 2021). These practices
collectively suggest that GHRM plays a crucial in enabling the company
to accomplish its environmental goals (Ubeda-Garcia et al., 2021b).

The aforesaid GHRM practices constitute a basis for the development
of POSE (Aboramadan and Karatepe, 2021). As organizational support
theory posits, various human resource practices (e.g., rewards and
training) activate employees’ perceptions of organizational support and
emanate from the company’s actions (e.g., Garcia-Chas et al., 2016;
Rhoades and Eisenberger, 2002). Specifically, rewards represent a pos-
itive valuation of employees’ contributions to the company, while
training communicates investment in the development of employees’
intellectual capacity (Rhoades and Eisenberger, 2002). Similarly, GHRM
practices would be the signals of support for the environment provided
by the company.

Surprisingly, the extant literature presents only two studies about the
association between GHRM and perceived green organizational support.
For example, a study of hotel employees in Palestine denoted that GHRM
practices fostered perceived green organizational support (Aboramadan
and Karatepe, 2021). Likewise, Hameed et al.’s (2021b) research in
different settings in Pakistan supported the positive association between
these two variables. In short, GHRM practices are the basis for POSE.
Hence, we posit that:

H1. GHRM relates positively to hotel employees’ POSE.

2.2.2. Perceived organizational support for the environment and green and
non-green work outcomes

The second proposition in JD-R theory connotes two different pro-
cesses: “the health-impairment process” and “the motivational process”
(Bakker and Demerouti, 2017). Job demands are the unique
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determinants of burnout, while job resources are the unique predictors
of WENG or disengagement. However, research also demonstrated that
lack of job resources predicted burnout (Schaufeli and Bakker, 2004).
According to the motivational pathway in JD-R theory, employees have
various opportunities to learn, grow, and develop in a supportive work
environment (Bakker and Demerouti, 2017; Caesens and Stinglhamber,
2014). These individuals are work-engaged at high levels due to the
presence of job resources such as support provided by the organization.
Empirically, Caesens and Stinglhamber (2014) research in Belgium
indicated that perceived organizational support activated service em-
ployees” WENG. Karatepe and Aga’s (2016) work in Northern Cyprus
illustrated that support provided by the company increased bank em-
ployees’ WENG. A recent research conducted in India revealed that
perceived organizational support positively affected hotel employees’
WENG (Tripathti et al., 2021).

Despite the above theoretical background and the aforementioned
findings, it is unclear whether employees are high on WENG as a result
of the company’s support towards the environment. Nevertheless, we
assume that employees may display higher levels of WENG if they
believe that organizational support for the environment contributes to
their personal growth and development as well as goal achievement.
They may also demonstrate high levels of WENG when their employer
assists them in resolving environmental issues and shows appreciation
for their environmental contribution and accomplishment at work.
Hence, we posit that:

H2. POSE relates positively to hotel employees® WENG.

Organizational support theory contends that actions taken by man-
agers are considered as indications of the company’s intent (Rhoades
and Eisenberger, 2002). If these actions are associated with the com-
pany’s human resource practices and contribute to the development of
employees’ knowledge and skills, employees possess positive beliefs
regarding the extent to which the company values their contribution and
cares about their well-being (Eisenberger et al., 2001). Consequently,
employees exhibit positive work-related consequences (Erdogan et al.,
2015). Employees also display higher task-related PEBs or
environmentally-friendly behaviors when they observe that the orga-
nization creates a workplace where there are resources needed to do the
job (Paillé and Meija-Morelos, 2019). For example, the company can
implement green training to raise awareness about environmental sus-
tainability and enable employees to behave more responsibly for the
environment. These practices would fulfill the socioemotional needs of
employees as emotional support (Rhoades and Eisenberger, 2002).

Though limited, there is evidence demonstrating that POSE gives rise
to better environmentally-friendly behaviors. Specifically, Temminck
et al. (2015) reported that POSE bolstered OCB-E in the United
Kingdom. Bhatnagar and Aggarwal’s (2020) research in various service
settings in India indicated that POSE enhanced eco-initiatives. Paill¢ and
Meija-Morelos (2019) research in Mexico documented that POSE boos-
ted OCB-E. Hence, we posit that:

H3. POSE relates positively to hotel employees’ task-related PEBs.

As propounded by organizational support theory, the caring,
approval, and respect implied by organizational support creates a felt
obligation to care about the company’s well-being and help the com-
pany accomplish its objectives (Rhoades and Eisenberger, 2002). Allen
et al. (2003) argue that employees are unlikely to desire to leave the
company when they perceive a number of inducements. An organization
providing support to its employees can be seen as giving more in-
ducements. Under these circumstances, these employees would repay
the company through their continued participation. Kurtessis ’s et al.
(2017) meta-analytic work supports the association between organiza-
tional support and quitting intentions.

The aforesaid argument is also reasonable for the association be-
tween POSE and quitting intentions. Specifically, when employees
believe that management invests in the preservation of the environment
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and encourages them to pay particular attention to environmental sus-
tainability, they will be less likely to leave the organization. Hameed
et al. (2021b) cogently discuss that employees are eager to work for the
organization if the company cares about their well-being while man-
aging tasks associated with environmental sustainability. In empirical
terms, Lamm et al. (2015) found that POSE reduced employees’ intent to
leave. Hence, we posit that:

H4. POSE relates negatively to hotel employees’ quitting intentions.

2.2.3. Work engagement and green and non-green work outcomes

As the sixth proposition in JD-R theory indicates, motivation exerts a
positive impact on job performance (Bakker and Demerouti, 2017).
Employees who possess positive emotions about and pay much attention
to their jobs and are energetic are goal-oriented and complete the
work-related tasks effectively (Ozturk et al., 2021). The general litera-
ture presents plenty of findings to support this linkage (e.g., De Souza
and Hancer, 2021; Orlowski et al., 2021; Rich et al., 2010). However,
few empirical studies have assessed the association between WENG and
employees’ PEBs so far. For instance, Karatepe et al. (2021) reported
that WENG activated hotel employees’ task-related and proactive PEBs
in China. Raza et al.’s (2021) paper documented that WENG fostered
voluntary PEBs among employees in Pakistan.

In view of JDR-theory and the aforementioned findings, we contend
that hotel employees high on WENG focus on their personal growth and
learning and have goal-orientation. In addition to elevated levels of
work-related performance, they can contribute to the company through
their environmentally-friendly behaviors. Hence, we posit that:

H5. WENG relates positively to hotel employees’ task-related PEBs.

Social exchange theory proposes that both the company and em-
ployees can develop relationships based on trust, loyalty, and mutual
commitment as long as they show compliance with certain “rules of
exchange” (Cropanzano and Mitchell, 2005). Therefore, individuals who
are highly work-engaged due to a number of favorable reciprocal ex-
changes exhibit reduced propensity to leave the company (Saks, 2006).
This is a reciprocal interdependence (Cropanzano and Mitchell, 2005).
Specifically, as the company cares about the development of employees’
intellectual capacity as well as their well-being, employees are dedicated
to the company and feel obligated to make contributions to the company
they work for (De Souza and Hancer, 2021). Work-engaged employees
not only demonstrate higher work-related performance but also display
declined intentions to leave as they show uplifted level of energy and
enthusiasm about their jobs (e.g., Kim, 2017). There is evidence sup-
porting this premise. Specifically, Jung et al.’s (2021) empirical piece
denoted that WENG mitigated deluxe hotel employees’ quitting in-
tentions in South Korea. Wang et al.’s (2020) work also disclosed that
higher WENG led to low levels of turnover intentions among hotel em-
ployees in China. Hence, we posit that:

H6. WENG relates negatively to hotel employees’ quitting intentions.

2.2.4. The sequential mediating roles of perceived organizational support
and work engagement

GHRM is comprised of various practices such as selecting the can-
didates on green criteria, organizing green training programs associated
with environmental sustainability, implementing a fair performance
appraisal mechanism for employees’ green behaviors, and sharing green
information with employees (e.g., Hameed et al., 2021b; Kim et al.,
2019; Rubel et al., 2021). These practices implicitly demonstrate that
the company considers a corporate green strategy and invests in the
environmental sustainability program (cf. Ahmed et al., 2021a,b).

GHRM practices can raise employees’ perceptions pertaining to
organizational support towards the environment (Aboramadan et al.,
2021a). In hospitality settings, GHRM has been shown to trigger POSE
(Aboramadan and Karatepe, 2021). Another study provided by Cantor
et al. (2012) found that environmental training and rewards enhanced
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POSE. In line with these studies, we argue that the company values
employees’ green contributions and cares about their well-being when it
takes advantage of GHRM practices to develop employees’ knowledge
and skills in environmental sustainability. This also receives support
from organizational support theory that POSE increases when organi-
zational members believe that the company implements GHRM prac-
tices. In the same line of inquiry, POSE can serve as a socioemotional
resource, and, if this resource is attained, the norm of reciprocity takes
place and employees seek to pay back with positive attitudes and/or
behaviors (Bhatti et al., 2021) such as WENG. The general literature also
supports the linkage between human resource practices, organizational
support, and WENG (Zhong et al., 2016).

As the motivational pathway in JD-R theory proposes, job resources
enhance employees’ WENG, which in turn engenders desirable work-
related consequences (Bakker and Demerouti, 2017). The perceived
organizational support - WENG — employee outcomes linkage has also
been supported in the literature (Caesens and Stinglhamber, 2014).
Likewise, we contend that POSE emerges from the relevant environ-
ment- and green-related resources, which trigger employees’ WENG.
Consistent with the norm of reciprocity (Cropanzano and Mitchell,
2005), employees who display high levels of WENG as a result of
organizational support for the environment are more likely to engage
themselves in task-related PEBs and show diminished intention to leave
the organization. Bhatti et al. (2021) found that perceived green orga-
nizational support and innovative environmental behavior sequentially
mediated the influence of GHRM on environmental performance in the
gas industry in Pakistan. The abovementioned discussions implicitly
suggest that POSE and WENG sequentially mediate the influence of
GHRM on task-related PEBs and quitting intentions. Hence, we posit
that:

H7. POSE and WENG sequentially mediate the impact of GHRM on
task-related PEBs.

H8. POSE and WENG sequentially mediate the impact of GHRM on
quitting intentions.

2.3. Research model

Fig. 1 depicts the interrelationships of GHRM, POSE, WENG, task-
related PEB, and quitting intentions. As the model contends, the avail-
ability of GHRM practices stimulates employees’ perceptions of orga-
nizational support for the environment. POSE triggers their WENG and
task-related PEBs. POSE also mitigates their proclivity to quit. The
model posits that employees high on WENG display environmentally-
friendly behaviors and are less inclined to leave the company. These
relationships altogether suggest that POSE and WENG sequentially
mediate the impact of GHRM on task-related PEB and quitting in-
tentions. Gender and organizational tenure were selected as control
variables since they may be significantly related to the study variables
and confound these associations (Dumont et al., 2017; Ozturk et al.,
2021; Saeed et al., 2019).

3. Method
3.1. Sample and procedure

To ascertain the interrelationships of GHRM (Time 1), POSE (Time
1), WENG (Time 2), task-related PEB (Time 3), and propensity to quit
(Time 3), we used three-wave time-lagged data obtained from full-time
customer-contact supervisory and non-supervisory employees in the
rooms divisions and food and beverage departments in the four- and
five-star hotels in Kaohsiung, the major harbor city in southern Taiwan.
Having two variables measured at Time 1 is in line with empirical pieces
in the hospitality and service literatures (e.g., Cheng et al., 2020; Kar-
atepe and Choubtarash, 2014). Each wave had one-week time lag.

The literature presents empirical studies that have specially used the
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Time 1 1-week time lag
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Time 2 1-week time lag Time 3

Perceived
organizational
support for the
environment
(POSE)

Green human
resource
management
(GHRM)

Control variables
Gender and
organizational tenure

Task-related pro-
environmental

behavior (PEB)

Work engagement
(WENG)

Quitting intentions

H7. POSE and WENG sequentially mediate the impact of GHRM on task-related PEB.

H8. POSE and WENG sequentially mediate the impact of GHRM on quitting intentions.

Fig. 1. Research model.

judgmental sampling technique due to the sample which was limited to
employees at the bottom line in hotels (e.g., Darvishmotevali et al.,
2017; Ozturk et al., 2021). To achieve such a sampling frame, judg-
mental sampling was therefore employed in the current study. There are
at least three criteria for choosing these hotel types and employees in
customer-contact positions. First, it has been shown that the four- and
five-star hotels pay particular attention to the preservation of the envi-
ronment and environmental sustainability (cf. Chan et al., 2020). Sec-
ond, customer-contact employees play a critical role in providing the
company’s products and services to customers and delivering value in
the hope of achieving customer attainment and creating customer loy-
alty (e.g., Jung et al., 2021). Third, management of the hotels cannot
accomplish the environmental sustainability goals without the active
involvement of employees (e.g., Kalyar et al., 2021).

The participating hotels were chosen from the government tourism
website to fit into the four-to five-star hotel ratings. Although one of the
surveyed hotels did not participate in the voluntary hotel grading system
organized by the Taiwanese government, it is a well-known hotel brand
managed by an international hotel management team. For example, its
star rating is available on the websites of the major online travel
agencies. It is rated as a four-star hotel by booking.com (Booking
Holdings) and a five-star hotel by Trivago. It is also the sole international
hotel brand operated in Kaohsiung. Its service quality is relatively high
as evidenced on the Internet reviews. In total, the international brand
hotel, three five-star hotels, and one four-star hotel partook in the pre-
sent study.

The managers of the participating hotels were informed by the
researcher about the sample before the survey. After arranging the
matching numbers for those employees, managers had issued the
questionnaires to those employees in each stage of data collection.

Data were gathered between April and July in 2020 during the
COVID-19 pandemic. However, the COVID-19 alert level in Taiwan
during the time of our research was considered low and the govern-
ment’s epidemic prevention measures were tight namely, wearing a
mask in public areas, keeping social distancing, sanitizing hands regu-
larly, checking body temperature, and scanning QR code for tracing
before entering a store for each citizen.

In addition, according to Taiwan Labor Quarterly (2020), the press of
the Council of Labor Affairs, the lodging industry in the country in June
2020 returned to a healthier operation from a year ago because of the
demand by domestic customers who could not go abroad due to the

pandemic. The press further indicated that the unemployment rate in the
job market was 4% in July 2020 which was relatively low compared to
neighboring countries namely, Japan, South Korea, Singapore, and
China. In addition, full-time customer-contact supervisory and
non-supervisory employees completed the surveys during their work
hours. We did not prefer to collect data online since it could be prob-
lematic for hotel employees to get access to the electronic devices with
the internet connectivity as they were not permitted to use them at work.

Two hundred and eighty surveys in the first wave were distributed to
the workers by management of the participating hotels and were
returned. The Time 2 surveys were distributed to the same individuals.
In total, 276 surveys were obtained. This was because of the fact that two
workers were on long job leave in one hotel and two workers left the job
in another hotel. Subsequently, 276 Time 3 surveys were distributed to
the same individuals. Of the employees surveyed in Time 3, five left the
company and nine did not return the surveys. A total of 262 surveys
were collected. After each survey had been checked by the researcher
side by side for completion and validation, there were 24 surveys with
missing answers or information. Thus, they were discarded from the
dataset. In addition, two surveys were removed as a result of outlier
check. A total number of 236 surveys were utilized in the analysis. The
response rate was 84.3%. Numbers were used to match the surveys with
each other. To reach such a response rate, we received solid manage-
ment support and corporation, used self-adhesive envelopes and sepa-
rate boxes to place the questionnaires, and gave affirmation of
anonymity and confidentiality (Anseel et al., 2010). The response rate
obtained here is comparable to the rates reported in other empirical
pieces (e.g., Chen, 2020; Liu et al., 2014).

There were few precautions taken to decrease the risk of common
method variance. These precautions were suggested by Podsakoff et al.
(2003). First, data were gathered through three surveys with one week
apart (Cheng et al., 2020). Second, each survey comprised such infor-
mation as: “There are no right or wrong answers in this questionnaire.
Any sort of information collected during our research will be kept
confidential. Participation is voluntary but encouraged. Management of
your company fully endorses participation”. Third, each participant was
instructed to put the completed survey into the self-adhesive envelope
with the school logo on it, seal it, and place it in the box. These remedies
ensured anonymity and confidentiality (Ozturk et al., 2021). The data
collection procedure was consistently and strictly followed throughout
the three stages of survey.
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Table 1 shows the participants’ profile. Most of the respondents
(78%) were aged between 18 and 37 years. One hundred and sixty-two
participants (69%) had four-year college degrees, while 61 (26%) had
two-year college degrees. The sample included 82 (35%) male and 154
(65%) female employees. One hundred and twenty-two participants
(52%) had tenures between 1 and 5 years, while 41 (17%) had tenures
between 6 and 10 years. The sample consisted of 190 (81%) participants
who were single or divorced. One hundred and twenty-seven (54%)
participants worked as supervisory employees and the rest worked as
entry-level employees.

3.2. Instrumentation

The Time 1, Time 2, and Time 3 surveys were originally prepared in
English and then translated into Chinese via the back-translation tech-
nique. A pilot study among 10 employees tested the initial version of the
Time 1 survey. This was repeated for the items in the Time 2 and Time 3
surveys. There was no need to make amendments in the surveys as a
consequence of these pilot studies.

3.2.1. Green human resource management

Congruent with various empirical pieces (Aboramadan and Kar-
atepe, 2021; Ansari et al., 2021; Dumont et al., 2017), GHRM was
measured as a uni-dimensional variable. Specifically, six items from Kim
et al. (2019) were tapped to assess GHRM on a five-point scale (“1 =
strongly disagree”, “5 = strongly agree”). Sample items are “This hotel
provides adequate training to promote environmental management as a
core organizational value” and “This hotel considers how well em-
ployees are doing at being eco-friendly as part of their performance
appraisals”. Coefficient alpha (reliability) for the GHRM measure was
0.90.

3.2.2. Perceived organizational support for the environment

POSE was operationalized with six items from Paille and
Meija-Morelos (2019). Example items are “The organization takes pride
in my environmental accomplishments at work” and “My colleague
really cares about my view on the environment”. All responses were
obtained on a seven-point scale (“1 = strongly disagree”, “7 = strongly

Table 1
Participants’ profile.
Frequency %

Gender
Male 82 34.7
Female 154 65.3
Age (year)
18-27 104 44.0
28-37 79 33.5
38-47 34 14.4
48-57 15 6.4
58 or above 4 1.7
Education
Secondary and high school 9 3.8
Two-year college degree 61 25.9
Four-year college degree 162 68.6
Graduate degree 4 1.7
Organizational tenure (year)
Under 1 36 15.3
1-5 122 51.7
6-10 41 17.4
11-15 17 7.2
16-20 7 2.9
Longer than 20 13 5.5
Marital status
Single or divorced 190 80.5
Married 46 19.5
Position
Entry- level employee 109 46.2
Supervisory employee 127 53.8
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agree”). Coefficient alpha for the POSE measure was 0.927.

3.2.3. Work engagement

Schaufeli et al. (2006) have stated, “...it seems that the total UWES-9
score can be used as an overall measure of work engagement” (p. 712).
The current literature delineates evidence about the use of nine items to
operationalize WENG (Ozturk et al., 2021; Teng et al., 2021). In view of
this, nine items from Schaufeli et al. (2006) were tapped to gauge hotel
customer-contact employees’ WENG. Example items: “At my work, I feel
bursting with energy”, “I am enthusiastic about my job”, and “I feel
happy when I am working intensely”. Responses were made on a
seven-point frequency rating scale (“0 = never”, “6 = Always”). Coef-
ficient alpha for the WENG measure was 0.961.

3.2.4. Task-related pro-environmental behavior

Three items were taken from Bissing-Olson et al. (2013) to gauge
task-related PEB. Example items are “I adequately complete assigned
duties in environmentally-friendly ways” and “I perform tasks that are
expected of me in environmentally-friendly ways”. Responses were on a
five-point format that ranged from “1 = never” to “5 = almost always”.
Coefficient alpha for the task-related PEB measure was 0.932.

3.2.5. Quitting intentions

In our paper, quitting intentions were measured via three items from
Singh et al. (1996). Example items are “It is likely that [ will actively look
for a new job next year” and “I often think about quitting”. Participants
utilized a five point scale (“1 = strongly disagree”, “5 = strongly
agree”). Coefficient alpha for the quitting intentions measure was 0.885.

3.2.6. Controls

Gender (“0 = male” and “1 = female”) and organizational tenure (six
categories) were controlled in our paper (Jolly et al., 2021; Ozturk et al.,
2021; Ugwu et al., 2021).

3.3. Strategy of analyses

We used SPSS 24 to report descriptive statistics and measure in-
tercorrelations. Covariance matrix was utilized as input in AMOS 24 to
assess the measurement and structural models. The measurement model
was gauged via confirmatory factor analysis (CFA) to confirm conver-
gent and discriminant validity and present internal consistency reli-
ability scores (Fornell and Larcker, 1981; Hair et al., 2010).

The hypothesized associations were gauged via structural equation
modeling (SEM). In this paper, we used the maximum likelihood esti-
mation. Following previous research in hospitality (e.g., Aboramadan
et al., 2021c¢), the sequential mediation process in this research was
performed via the user-defined estimands plugin with bootstrapping of
5000 samples at 95% of confidence interval in AMOS 24. Concordant
with other studies (e.g., Aguiar-Quintana et al., 2021), we used the fit
statistics such as “y?/df, comparative fit index (CFI), Tucker-Lewis index
(TLI), parsimony normed fit index (PNFI), root mean square error of
approximation (RMSEA), and standardized root mean square residual
(SRMR)”.

4. Results
4.1. Measurement model

CFA was performed for the following factors: GHRM, POSE, WENG,
task-related PEB, and quitting intentions. The fit indices for our model
were: 2 = 606.928; df = 309; x>/df = 1.964; CFI = 0.948; TLI = 0.941;
PNFI= 0.793; RMSEA = 0.064; and SRMR = 0.046. These results were
considered satisfactory. For instance, the values of RMSEA and SRMR
were below the value of 0.08 (Hooper et al., 2008; Jiang et al., 2002),
while PNFI value was larger than 0.50 (Hooper et al., 2008). In addition,
CFI value was above the recommended value of 0.90 (Marsh and



O.M. Karatepe et al.

Hocevar, 1985). Based on the outcomes of CFA, all standardized load-
ings were significant and were above the value of 0.70 (Table 2).

To confirm convergent validity of the constructs, the average vari-
ance extracted (AVE) value was calculated. The AVE values were above
the 0.50 threshold (Fornell and Larcker, 1981). The AVE value for
GHRM, POSE, WENG, task-related PEB and quitting intentions was
0.609, 0.626, 0.747, 0.827, and 0.734, respectively. In sum, convergent
validity was confirmed. Furthermore, we computed the composite reli-
ability (CR) for each variable. The findings denoted that the CR values
were larger than 0.60. The CR value for GHRM, POSE, WENG,
task-related PEB, and quitting intentions was 0.903, 0.909, 0.964,
0.935, and 0.891, respectively. This suggested that our research vari-
ables achieved reliability (Bagozzi and Yi, 1988).

Discriminant validity was checked via three techniques. First, we ran
CFA for different models to assess the superiority of our measurement
model against other models. The findings presented in Table 3 denoted
that the measurement model was superior to other competing models
such as model 2 (Ay? = 422.488; Adf = 4), model 3 (Ay? = 516.867; Adf
= 7), and model 4 (Ay*> = 1655.034; Adf = 9). Finally, a single-factor
model produced poor fit to the data (> = 2848.985; df = 319; y*/df =
8.931; CFI = 0.559; TLI = 0.515; PNFI = 0.484; RMSEA = 0.184; and
SRMR = 0.247).

Second, we compared the square root of the AVE for each construct
against the intercorrelations (Fornell and Larcker, 1981). The results
indicated that the square root of the AVE was larger than the in-
tercorrelations among the variables, excluding the one between GHRM
and POSE. For instance, the square root of the AVE for GHRM and POSE
was 0.780 and 0.791, respectively. This was lower than the correlation
between GHRM and POSE (0.799). Accordingly, we used the Anderson

Table 2
Measurement model results.
Variables and  Standardized t-value  Average Composite
items loading variance reliability
extracted
Green human resource management (GHRM)
GHRM 1 0.774 11.878 0.609 0.903
GHRM 2 0.828 12.765
GHRM 3 0.794 12.210
GHRM 4 0.783 12.028
GHRM 5 0.756 11.576
GHRM 6 0.742 F
Perceived organization support for the environment (POSE)
POSE 1 0.810 F 0.626 0.909
POSE 2 0.765 13.409
POSE 3 0.852 14.694
POSE 4 0.791 12.420
POSE 5 0.781 12.232
POSE 6 0.744 11.551
Work engagement (WENG)
WENG 1 0.927 15.447 0.747 0.964
WENG 2 0.930 15.502
WENG 3 0.911 15.133
WENG 4 0.895 14.813
WENG 5 0.829 13.535
WENG 6 0.844 13.819
WENG 7 0.850 13.928
WENG 8 0.830 13.549
WENG 9 0.748 F
Task-related pro-environmental behavior (PEB)
Task-related 0.848 F 0.827 0.935
PEB 1
Task-related 0.929 19.594
PEB 1
Task-related 0.948 20.074
PEB 1
Quitting intentions (QI)
QI1l 0.842 16.714 0.734 0.891
QI2 0.758 14.311
QI3 0.958 F
F = fixed.
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and Gerbing’s (1988) criterion to re-check discriminant validity be-
tween these two constructs. A-two factor model of GHRM and POSE
showed the following chi-square and df (x> = 116.898; df = 48), while a
single-factor model comprising GHRM and POSE showed the following
chi-square and df (3 = 205.453, df =49). The difference was significant
(Ay? = 88.555, Adf = 1). Additional evidence was also obtained through
Heterotrait-Monotrait ratios, which were lower than 0.85. Table 4 pre-
sented these ratios. Therefore, discriminant validity was confirmed.

Descriptive statistics and correlations of observed variables as well as
the skewness and kurtosis values were given in Table 5. The skewness
(smaller than 3.00) and kurtosis (smaller than 8.00) values indicated
that there was no evidence of the non-normality of the data (Kline,
2011).

4.2. Common method variance check

In addition to a number of procedural remedies, the unmeasured
latent method factor (ULMF) technique was performed (Podsakoff et al.,
2003). In this statistical technique, the ULMF was included with the
five-factor measurement model in the analysis where we freed 27 items
to load onto their corresponding constructs and the ULMF simulta-
neously. We fixed the correlation between the ULMF and the other
constructs to zero (Podsakoff et al., 2003). The fit indices for the ULMF
with the five-factor measurement model were: y* = 605.972 df = 308;
y?/df =1.967; CFI =0.948; TLI=0.941; PNFI=0.790;
RMSEA = 0.064; and SRMR = 0.046. We compared the CFI, TLI,
RMSEA, and SRMR results in the measurement model with the ones in
the measurement model with the ULMF. The difference in each of these
statistics was below 0.05 (Bagozzi and Yi, 1990). In addition, the PNFI
value (0.793) in the measurement model was larger than the one (0.790)
in the measurement model with the ULMF. We conclude that our data
are not contaminated by common method variance.

4.3. Test of hypotheses

Multicollinearity was not an issue in our paper since none of the
variance inflation factors exceeded 2.00 (Hair et al., 2010). The result
concerning the comparison between the fully mediated model (3> =
679.588; df—= 359) and the proposed model (y* = 666.056; df = 357) was
significant (sz =13.532, Adf =2, p < 0.05). Accordingly, the proposed
model had a better fit to the data. The fit statistics for this model was: x>
= 666.056 df = 357; y*/df = 1.866; CFI = 0.946; TLI = 0.939; PNFI
= 0.784; RMSEA = 0.061; and SRMR = 0.049.

The findings in Fig. 2 showed that GHRM exerted a positive effect on
POSE (f = 0.798, t = 10.077). This gave a full support to H1. H2 was
also confirmed since POSE positively affected WENG (f = 0.226,
t = 3.206). The linkage between POSE and task-related PEB was sig-
nificant (f = 0.172, t = 2.400). This also gave support to H3. On the
other hand, POSE was found to negatively relate to quitting intentions
(p = —0.196; t = —2.820). This lent support for H4. In accord with H5
and H6, WENG was found to depict a positive association with task-
related PEB (H5, p = 0.179, t = 2.577) and a negative association with
quitting intentions (H6, p = —0.163, t = —2.438).

The results illustrated that both POSE and WENG sequentially
mediated the effect of GHRM on task-related PEB (f = 0.039, SE=
0.021, lower-level confidence interval LLCI = 0.014, upper-level confi-
dence interval ULCI = 0.085). No confidence interval consisted of zero.
This provided support for H7. Furthermore, the findings denoted that
the impact of GHRM on quitting intentions was sequentially mediated
by POSE and WENG ( = —0.053, SE= 0.033, LLCI = —0.128, ULCI =
—0.015). Again none of the confidence intervals comprised zero. This
confirmed H8. Among the control variables, organizational tenure was
significantly linked to quitting intentions (y = —0.235, t = —3.719).
These results demonstrated that employees with more organizational
experience tended to have lower quitting intentions. The absence of
control variables in the analysis did not amend the significance of the
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Table 3
Model comparison and competing models.
$ df ¥/df Ay? Adf CFI TLI PNFI RMSEA SRMR
Model 1 606.928 309 1.964 - - 0.948 0.941 0.793 0.064 0.046
Model 2 1029.416 313 3.289 422.488 4 0.875 0.860 0.741 0.099 0.093
Model 3 1123.795 316 3.556 516.867 7 0.859 0.844 0.734 0.104 0.098
Model 4 2261.962 318 7.113 1655.034 9 0.661 0.626 0.569 0.161 0.241
Model 5 2848.985 319 8.931 2242.057 10 0.559 0.515 0.484 0.184 0.247

Model 1 = hypothesized model
Model 2 = four factors (GHRM, POSE, WENG, and task-related PEB+ quitting intentions),

Model 3 = three factors (GHRM + POSE, WENG, and task-related PEB + quitting intentions)
Model 4 = two-factors (GHRM-+POSE+WENG, and task-related PEB + quitting intentions)

Model 5 = all factors combined
CFI = Comparative fit index; TLI = Tucker-Lewis index; PNFI = Parsimony normed fit index; RMSEA = Root mean square error of approximation; SRMR = Stan-
dardized root mean square residual; GHRM = Green human resource management; POSE = Perceived organizational support for the environment; WENG = Work
engagement; PEB = Pro-environmental behavior.

Table 4
Heterotrait-Monotrait ratios.
GHRM POSE  WENG  Task-related Quitting
PEB intention
GHRM -
POSE 0.790
WENG 0.142 0.220
Task-related 0.204 0.186  0.215
PEB
Quitting 0.175 0.233 0.224 0.209 -
intentions

GHRM = Green human resource management; POSE = Perceived organiza-
tional support for the environment; WENG = Work engagement; PEB = Pro-
environmental behavior.

impacts. Finally, our model explained 4% of the variance in GHRM,
64.2% in POSE, 6.5% in WENG, 7.9% in task-related PEB, and 14.6% in
quitting intentions. Having low values of R? is not uncommon in social
science (Uen et al., 2018). The values of R? reported in our paper are
comparable to the ones in other pieces (e.g., Aboramadan et al., 2021c;
Ghosh, 2017; Nambudiri, 2012; Uen et al., 2018).

5. Discussion
5.1. General findings

In the present paper, which is underpinned by organizational support
theory, JD-R theory, and social exchange theory, we investigated the
interrelationships of GHRM, POSE, WENG, task-related PEB, and quit-
ting intentions. We also examined POSE and WENG as the sequential
mediators of the impact of GHRM on task-related PEBs and quitting
intentions. The empirical findings delineate strong support for the

hypothesized associations.

GHRM is a strong predictor of POSE. That is, the path estimate
concerning the association between GHRM and POSE corroborates the
findings reported in recent writings (e.g., Hameed et al., 2021b). As
propounded by organizational support theory (Rhoades and Eisen-
berger, 2002), favorable job conditions associated with GHRM practices
send powerful messages to workers that the company values their
environmental efforts. Simply put, GHRM is the basis for the support for
the environment provided by the company (Aboramadan and Karatepe,
2021).

In addition, employees’ perceptions of organizational support for the
environment activate their WENG. This is congruent with the motiva-
tional pathway in JD-R theory (Bakker and Demerouti, 2017) that em-
ployees pay much attention to, possess positive feelings about, and work
with intensity on their jobs as a consequence of POSE. In such a work-
place, employees’ contributions to the environment are highly valued by
the company. Employees high on POSE display higher task-related PEBs
and diminished quitting intentions. Concordant with organizational
support theory (Rhoades and Eisenberger, 2002), employees exhibit
positive consequences such as task-related PEBs when they perceive that
the company’s actions emerging from human resource practices
enhance their knowledge and skills and the company values their
environmental efforts (Paillé and Meija-Morelos, 2019). These em-
ployees also have lower turnover cognitions. This finding is important in
a time of global talented employee shortages since retention of talented
employees has become the key to the survival and growth of hotel
companies. The path estimate pertaining to the association between
POSE and task-related PEBs and quitting intentions corroborates the
findings reported by Bhatnagar and Aggarwal (2020) and Lamm et al.
(2015), respectively.

Job performance is an immediate outcome of WENG (Ozturk et al.,
2021). In accord with JD-R theory (Bakker and Demerouti, 2017),

Table 5
Descriptive statistics and correlations.
Mean SD 1 2 3 4 5 6 7

1. Gender 0.65 0.48 1

2. Organizational tenure 2.48 1.24 0.013 1

3. GHRM 3.83 0.71 -0.075 0.024

4. POSE 5.50 1.00 -0.030 0.068 0.799™"

5. WENG 4.22 1.08 -0.112 0.032 0.135 * 0.244"

6. Task-related PEB 3.67 0.78 0.017 -0.041 0.185"" 0.198" 0.206""

7. Quitting intentions 2.78 1.04 0.047 -0.254"" -0.177 * -0.254"" -0.219" -0.169™

Skewness -0.169 1.387 -0.445 -0.839 -0.074 0.036 -0.344

Kurtosis 0.272 1.657 -0.009 0.979 -0.803 0.126 -0.408
N =236

SD = Standard deviation; GHRM = Green human resource management; POSE = Perceived organizational support for the environment; WENG = Work engagement;
PEB = Pro-environmental behavior.
**p < 0.01 level (2-tailed).
*p < 0.05 level (2-tailed).
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Time 1 1-week time lag
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Time 2 1-week time lag Time 3

B =0.798,t=10.077

Green human Perceived

resource organizational
management support for the
(GHRM) environment
R?=0.04 (POSE)
R*=0.642

Organizational tenure — Quitting intentions (y =-0.235, t =-3.719)

GHRM — POSE — WENG — Task-related PEB

B=0.172, t=2.400

B =0.226,t=3.206

B=-0.196, t =-2.820

Task-related pro-
environmental
behavior (PEB)

R*=0.079

B=0.179,t=2.577

Work engagement
(WENG)
R’ =0.065

B=-0.163,t=-2.438

Quitting intentions
R*=0.146

(B =0.039, standard error = 0.021, lower-level confidence interval = 0.014, upper-level confidence interval = 0.085)

GHRM — POSE — WENG — Quitting intentions

(B =-0.053, standard error = 0.033, lower-level confidence interval = -0.128, upper-level confidence interval =-0.015)

All path estimates are significant (p < 0.05, 0.01, or 0.001)

Fig. 2. Structural model test results.

employees high on WENG display environmentally-responsible behav-
iors. This finding obtains support from the work of Raza et al. (2021).
Such employees are also less willing to quit due to various favorable
reciprocal exchanges, as proposed by social exchange theory (Cro-
panzano and Mitchell, 2005; Saks, 2006). The abovementioned result
corroborates the findings in recent papers (e.g., Jung et al., 2021).

More importantly, the findings suggest that POSE and WENG
sequentially mediate the impact of GHRM on task-related PEB and
quitting intentions. GHRM practices boost employees’ perceptions of
organizational support for the environment, which results in WENG at
elevated levels. These employees in turn carry out their tasks in
environmentally-friendly ways and are willing to continue to work for
the company. The findings regarding POSE and WENG as the sequential
mediators are new additions to current knowledge.

5.2. Theoretical implications

From a theoretical perspective, our paper advances current knowl-
edge in the following ways. First, our paper fills in the lacuna by showing
that GHRM exerts a strong positive influence on employees’ perceptions
of organizational support for the environment. This finding is critical
because the literature has presented only two empirical pieces assessing
the linkage between GHRM and POSE to date (Aboramadan and Kar-
atepe, 2021; Hameed et al., 2021b). Second, there are few studies that
have assessed non-green outcomes of POSE or perceived green organi-
zational support so far (e.g., Bhatnagar and Aggarwal, 2020). With this
stated, our paper advances the understanding about the consequences of
POSE among hotel employees. Specifically, our research revealed that
employees’ favorable perceptions of the environmental support pro-
vided by the company led to an increase in the level of their WENG but a
decrease in their propensity to quit. Our research also denoted that
employees high on WENG fulfilled tasks in an environmentally-friendly
way and exhibited lower inclination to leave.

Third, to our knowledge, the current literature presents no evidence
about POSE and WENG as the sequential mediators of the influence of
GHRM on green and non-green work consequences. Lack of such

research is also observed in recent reviews (Amrutha and Geetha, 2020;
Yong et al, 2019). We found that GHRM activated employees’
task-related PEBs and alleviated their intentions to quit as a result of
POSE and WENG. Fourth, our paper has extended the GHRM research to
the hospitality industry in Taiwan to respond to the research calls about
the green side of human resource management in Asia (Cabral and
Jabbour, 2019; Cooke et al., 2020).

5.3. Management implications

Management should invest in GHRM practices to develop employees’
knowledge about the hotel’s environmental sustainability initiatives and
encourage them to have active involvement in the protection of the
environment and scarce resources. For instance, management should
arrange continuous green training programs about environmental sus-
tainability to increase employee engagement and foster task-related
PEBs. It is important that managers consider these training programs
as an investment rather than a cost (Cabral and Jabbour, 2019). The
presence of a fair green performance evaluation process and green re-
wards shows the company’s commitment to GHRM (Aboramadan and
Karatepe, 2021). These GHRM practices are the signs of favorable green
job conditions and the environmental support provided by the company.

Management should increase the visibility of GHRM and environ-
mental sustainability initiatives. This can be done through the com-
pany’s official web pages and social media. The relevant stakeholders
would perceive that the company makes investment in greening the
workplace, takes into consideration the importance of the human side of
green hotel management, helps employees handle various environ-
mental problems, and values employees’ contributions toward
sustainability.

Highly work-engaged employees contribute to the hotel’s environ-
mental sustainability initiatives through their eco-friendly behaviors
and exhibit lower quitting intentions, while both GHRM and POSE
positively influence the level of their WENG. With this recognition,
management should retain these employees by keeping the promises
given to them (Karatepe et al., 2021). This is so critical since these
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employees display both green and non-green positive workplace out-
comes and play a crucial role in the achievement of customer satisfac-
tion (Raza et al., 2021; Wang et al., 2021).

Having rigorous selection procedures would enable managers to
identify the candidates with a green perspective and the ones who are
work-engaged at high levels. Utilizing experiential exercises and taking
advantage of Schaufeli et al.’s (2006) WENG scale during the process
would be helpful. Lastly, employees who are inclined to leave the
company erode the service delivery process. If such employees still
intend to quit after the company’s GHRM efforts and organizational
support for the environment are in place, allowing them to leave the
company would be less costly than trying to change their minds about
leaving or staying.

During the COVID-19 pandemic, the abovementioned implications
would enable hotels to maintain long-term relationships with customers
who really pay particular attention to the preservation of the ecological
environment. For example, hotels with their environmental sustain-
ability and greening initiatives would motivate their employees to
display PEBs and these efforts would send strong signals to customers
regarding the protection of the ecological environment. Strengthening
the company’s green brand image would lead to a strong emotional
bond with employees and customers. This is important because “Human
health originates from the health of nature” (Jiang and Wen, 2020, p.
268) and any sort of environmentally-friendly hospitality and tourism
activities is likely to be popular once the COVID-19 pandemic is pacified.

5.4. Limitations and future research

The results should be considered in view of several limitations. First,
our paper tested task-related PEB and quitting intentions as the conse-
quences of GHRM, POSE, and WENG. There are various organizationally
valued outcomes that could be tested in future research. For example, to
further enhance the current knowledge base, future studies could assess
whether POSE and WENG serially mediate the effect of GHRM on other
critical green and non-green outcomes such as green creativity, hotel’s
green performance, adaptive performance, nonattendance behavior,
green recovery performance, and employees’ well-being (Ahmed et al.,
2021a,b; Darban et al., 2022; Hartline and Ferrell, 1996; Kalyar et al.,
2021; Karatepe et al., 2020; Wood et al., 2021).

Second, environmental culture in the organization (Shafaei et al.,
2020), management commitment to the ecological environment (Kar-
atepe et al., 2022), and environmentally-specific leadership practices
(Aboramadan et al., 2021b) could predict GHRM. Inclusion of these
predictors in future research would shed further light on the factors
affecting GHRM and the relevant outcomes.

Third, our study utilized POSE and WENG as the mediators relating
GHRM to task-related PEB and quitting intentions. Job embeddedness is
a critical employee retention strategy (e.g., Teng et al., 2021), while
harmonious environmental passion is a “...a positive emotion that re-
sults in an individual wanting to engage in pro-environmental behav-
iors” (Robertson and Barling, 2013, p. 180). Green human resource
practices may foster organizational members’ harmonious environ-
mental passion and job embeddedness which in turn result in
task-related PEBs and diminished quitting intentions. Future studies
could enrich current knowledge by testing whether harmonious envi-
ronmental passion and job embeddedness mediate the effect of GHRM
on the abovementioned consequences in a sequential manner.

Fourth, there is support for the use of GHRM as a uni-dimensional
variable (e.g., Ansari et al., 2021). To add to the general literature,
future studies can unravel whether GHRM, as a uni-dimensional variable
(Kim et al., 2019), the separate components of GHRM (Pham et al.,
2019), and GHRM as a second-order latent variable (Tang et al., 2018)
have similar or different green and non-green hotel employee work
consequences. In closing, testing the study linkages with cross-national
data (i.e., Taiwan, the United States, and Nigeria) would contribute to
the literature and enlighten the potential consequences of GHRM and
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POSE.
Data Availability
Data will be made available on request.
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