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Green human resource management in hospitality: Nurturing green voice 

behaviors through passion and mindfulness 

Short title: Raising the Green Voice of Hospitality Workers. 

Abstract:  

This study uses Partial Least Squares Structural Equation Modeling (PLS-SEM) to explore 

the nexus between green human resource management (GHRM) practices and employee 

green voice behaviors in the Spanish hospitality sector. Using a sample of 308 Spanish hotel 

employees, the findings indicate that employees' perception of GHRM practices significantly 

predicts green voice behavior development and is positively associated with harmonious 

environmental passion. Employees' GHRM perception substantially impacts organizational 

green mindfulness, positively influencing harmonious environmental passion. The study 

unveils complementary partial mediation, showcasing the significant and indirect impact of 

GHRM practices on green voice behaviors through harmonious environmental passion and 

organizational green mindfulness. Theoretical contributions involve introducing novel 

psychosocial processes that motivate and influence the interaction between GHRM and 

employees’ green behaviors. Meanwhile, practical implications underscore the role of 

GHRM in fostering a shared green vision and empowering employees for actively engaging 

in environmental sustainability within the hospitality sector. 
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1. Introduction 

Hospitality businesses can benefit from implementing cutting-edge management practices, 

such as GHRM, that foster a green mindset among workers and encourage employee 

feedback on the hotel’s environmental initiatives and original proposals for sustainable 

development (Aboramadan & Karatepe, 2021). GHRM research in the hospitality industry 

has grown over the last decade as more hotels have started to use GHRM practices to improve 

green performance and encourage hotel staff members to adopt green behaviors (El Baroudi 

et al., 2023). Despite these advances, this field of knowledge is still young, and there is a 

fundamental interest in emphasizing how GHRM practices are paramount in service-related 

settings to promote sustainable employee behavior (Karatepe et al., 2022). 

Luu (2022) highlights a new research trend, redirecting the focus from green 

organizational outcomes to the green behaviors of hospitality workers, specifically 

Organizational Citizenship Behavior for the Environment (OCBE). These discretionary 

behaviors are neither mentioned in formal job descriptions nor rewarded. Robertson and 

Barling (2013), for example, recognize the need for human behavioral adjustment toward 

more eco-friendly actions. However, despite the increasing global attention being paid to 

employees' eco-behaviors, as highlighted by Farooq et al. (2021), the exploration of the 

fundamental factors influencing employees' green behaviors remains a fledgling topic. 

Saleem et al. (2021) note this gap in the fields of sustainable development and organizational 

behavior. 

Particularly little research has analyzed the impact of a company’s sustainability 

approach on employees’ voice behaviors—a type of OCBE that indicates employees’ 

willingness to make suggestions for improvement (Palmié et al., 2023). Compared to other 
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OCBE types, green voice behavior is considered to be riskier and more challenging due to 

its focus on driving change and improving organizational efficiency through employees’ self-

initiatives (Bergeron & Thompson, 2020). In this regard, Chou and Barron (2016) advocated 

the need to emphasize employees’ voice as a form of organizational citizenship behavior to 

support better business decisions, efficient problem-solving, and corporate learning. In 

addition, GHRM procedures can demonstrate the company’s appreciation for workers’ 

contributions to environmental protection and welfare, and encourage them to engage in 

green voice behaviors. This can be achieved by allowing employees to provide feedback on 

the business’s green initiatives and make original suggestions for optimizing GHRM and 

green management (Aboramadan & Karatepe, 2021). 

Similarly, research in the hospitality industry has primarily concentrated on the direct 

relationship between GHRM and organizational citizenship behavior for the environment. 

According to Paulet et al. (2021), Darvishmotevali and Altinay (2022b), and Karatepe et al. 

(2022), the current literature focuses on key mediating mechanisms between GHRM and 

certain target employee green behaviors. This selective focus has led to an incomplete 

understanding of how GHRM practices shape employee green behaviors - a gap underscored 

by Luu (2022). Consequently, a more comprehensive understanding can be achieved only by 

delving into and clarifying potential mechanisms mediating between GHRM initiatives 

implemented in hospitality businesses and their resulting outcomes - a gap identified by 

Aboramadan and Karatepe (2021). 

Likewise, Robertson and Barling (2013) suggest that future studies might benefit 

from exploring the effect of harmonious passion in promoting corporate citizenship 

behaviors. Although harmonious environmental passion is linked to employees’ adoption of 
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green behaviors (Saleem et al., 2021), it has received insufficient study. Luu (2022) is one of 

the few studies that consider the role of hospitality employees’ harmonious environmental 

passion—an independent drive to safeguard the environment—in bridging green 

management practices to individual green behaviors. It is also important to delve deeper into 

the role of green mindfulness in establishing sustainable businesses (Fields & Atiku, 2016). 

Studies that explicitly link organizational green mindfulness to environmentally responsible 

actions are scarce, and research on the application of mindfulness in the context of 

environmental sustainability is still nascent and evolving (Dharmesti et al., 2020). 

Furthermore, most studies focusing on employees' green behaviors are predominantly 

theoretical, as emphasized by Saleem et al. (2021). Consequently, a recent meta-review of 

GHRM by Paulet et al. (2021) advocates a shift towards more empirical research with 

rigorous designs. This approach is essential for exploring the implications of GHRM from 

an employee perspective, including its impact on their voice. Guided by these considerations, 

our study seeks to fill these gaps by revealing a two-stage mediation mechanism involving 

harmonious environmental passion and organizational green mindfulness between GHRM 

practices and employees’ green voice behavior. This type of extra-role behavior becomes 

crucial in organizations operating in dynamic environments, where new ideas drive 

continuous improvement and are future-oriented (Van Dyne & Lepine, 1998).  

Closing these gaps is important, especially in service-related domains, notably within 

the evolving field of GHRM research in the hospitality industry (Karatepe et al., 2022; 

Dharmesti et al., 2020). Here, effective GHRM implementation serves as a driving force, 

motivating employees to actively engage in the organization's environmental sustainability 

endeavors (Aboramadan & Karatepe, 2021). However, the success of GHRM practices relies 
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on the eco-performance of employees (Farooq et al., 2021). Acknowledging employees as 

instrumental contributors, organizations should direct their behaviors toward environmental 

issues (Saleem et al., 2021). The central role employees play in environmental protection 

underscores the importance of organizations actively fostering and supporting green voice 

behaviors within their workforce (Luu, 2022). 

In sum, this study addresses the barriers in place by empirically analyzing the 

determinants of employees' green voice behaviors. Our study therefore pursues the following 

two aims: 1) to improve the understanding of the link between GHRM practices and 

employee green voice behavior by examining the dual mediation process that combines 

organizational green mindfulness and harmonious environmental passion, and 2) to examine 

the existing link between harmonious environmental passion and organizational green 

mindfulness. 

By pursuing these goals, our study helps to unravel the black box between GHRM 

and pro-environmental behaviors and hence to extend the body of behavioral research on 

human resource management in at least three distinct ways. Firstly, we propose a two-stage 

mediation mechanism involving harmonious environmental passion and organizational green 

mindfulness, expanding on prior research that relied on single mediation pathways (T. Chen 

& Wu, 2022; Darvishmotevali & Altinay, 2022a; Dumont et al., 2017). Secondly, unlike the 

traditional approach that concentrates on task-related pro-environmental behaviors (e.g., 

Karatepe et al., 2022), our research demonstrates methods to encourage employees' green 

voice behaviors (a form of green extra-role behavior) within a service-oriented context. 

Finally, it helps to bridge the gap identified by Choong et al. (2020) by illuminating the 

determinants and outcomes of harmonious environmental passion in a distinct cultural setting 
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(a developed southwestern European market, Spain). Moreover, the practical contribution of 

this study lies in the utilization of a transformative learning perspective, providing valuable 

guidance to hospitality managers on effectively cultivating social responsibility and 

promoting green voice behaviors among their workforces. This study specifically presents 

hotel organizations with a pathway to nurture organizational citizenship behavior for the 

environment, by showing how GHRM practices in interaction with harmonious 

environmental passion and organizational green mindfulness create a work environment that 

supports green voice behaviors.   

To this end, our paper is organized as follows. Initially, it conducts a literature review 

to develop the hypotheses. Subsequently, the method is presented, followed by the findings, 

a discussion of the results, and ultimately the conclusions. Finally, we highlight the study’s 

important implications for practitioners and academics. 

2. Bibliographic review and hypothesis formulation 

2.1. The impact of GHRM practices on employees’ green voice behavior 

To achieve positive outcomes in green hotels, it is crucial to cultivate a workforce committed 

to environmental preservation and innovation within a green framework (Irani et al., 2022). 

GHRM covers many facets of human resource management that seek to build a green 

workforce, defined as individuals who are aware of the importance of environmental 

conservation efforts (Farooq et al., 2022).  We therefore consider a "green hotel" as one that 

strives to minimize the harmful ecological and social impacts of its activities while educating 

its guests and employees about the environmental implications of their behavior (Sourvinou 

& Filimonau, 2018). Such a green strategy reflects a shift from historically important hotel 
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attributes, which focus on service quality, to a more comprehensive hotel profile that includes 

eco-friendly practices in the hotel’s facilities and activities (Bani-Melhem et al., 2022). For 

example, Demetriou (2022) argues that reducing food waste is one of the most important 

sustainability challenges in the hospitality industry and that it can only be achieved if 

managers and staff are aware of the moral implications and the negative social and 

environmental impacts associated with activities that produce food waste. 

The hotel and tourism industry literature increasingly recognizes the significance of 

GHRM in achieving environmental sustainability (Ari et al., 2020). Nevertheless, the 

hospitality industry faces a substantial challenge involving high staff turnover, as reported 

by Karatepe et al. (2021). This issue hinders employees’ active involvement in environmental 

management efforts, leading to inconsistencies in sustainable practices. Given this challenge, 

it becomes imperative to understand the factors influencing employees' intentions to engage 

in eco-friendly behaviors. If GHRM is to be an effective green management tool that fosters 

employees’ eco-friendly values, attitudes, and behaviors, corresponding practices should 

consider them to be proactive agents who shape their own beliefs and attitudes through their 

perceptions and views on human resource practices (Luu, 2019). In addition, and in 

accordance with Luu (2022), implementation of GHRM practices should include: a) the 

development of training courses to improve employees’ environmental awareness, expertise, 

and competencies; b) empowerment of employees in the process of embracing eco-friendly 

values, in the form of commitment to green behaviors and involvement in eco-initiatives that 

support corporate sustainability; and c) rewarding of such green-oriented contributions to 

motivate and reinforce them.  
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Adopting the person-organization fit perspective (Hoffman & Woehr, 2006), our 

study views GHRM practices as an organizational tool beneficial in helping hotel staff 

members understand their role and responsibility in green initiatives and management of 

environmental issues at work. This theoretical framework can help explain the power of 

HRM policies in stimulating employee environmental involvement through the deployment 

of green voice behaviors in the workplace. As described by Van Dyne and Lepine (1998), 

green voice behavior is an eco-friendly behavior that entails suggesting brand-new ideas for 

green activities and modifications to established protocols for green activities even when 

others disagree (Ari et al., 2020; Wen & Chi, 2023). 

The adoption of GHRM practices is crucial for influencing employees' norms, values, 

and mindsets. Irani et al. (2022) contend that GHRM practices are conducive to knowledge-

sharing and widespread interaction among employees. The research corpus has demonstrated 

that GHRM practices are effective methods for informing workers about the elements 

companies consider essential to their environmental efforts, thus encouraging employee 

commitment to change (Darvishmotevali & Altinay, 2022a). In parallel, perceived 

organizational support (a caring environment that values employees’ contributions and well-

being) would have a positive impact on workers’ voice behaviors (Nourafkan et al., 2023). 

For example, employees are more likely to take the risk of trying out green voice behaviors 

if they believe that their company will not only allow these changes but will also support 

their innovative efforts with the necessary resources (Palmié et al., 2023). 

Based on the previous theoretical premises and contemporary empirical findings on 

the impact of GHRM practices on pro-environmental outcomes among employees (i.e., 
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employees’ green voice behaviors), we suggest the subsequent hypothesis, as depicted in 

Figure 1. 

Hypothesis 1 (H1): There exists a positive relationship between employees’ perception of 

GHRM practices and green voice behaviors. 

2.2. Employee’s harmonious environmental passion as a driver of the employee’s 

adoption of green voice behaviors 

Harmonious passion is a motivational concept that promotes favorable individual and 

organizational outcomes. We extend the idea of harmonious environmental passion by 

defining it, based on Anser et al. (2021), as employees’ integration of environmentally 

friendly practices into their personality through individual approval and choice. 

Harmonious passion has two main components: a) an action that an individual feels 

passionately about in a harmonious manner, which becomes an inseparable part of their 

identity through self-consolidation and brings personal pleasure; and b) the feeling of energy 

and additional motivation to participate in activities that are the focus of an employees’ 

passion, particularly when that passion is harmonious and intense (Chen et al., 2021). 

Employees with strong harmonious environmental passion tend to have a heightened 

awareness of environmental concerns and are more inclined to prioritize environmental 

protection over their interests because of their autonomous internalization of ecological 

principles (Anser et al., 2021). 

It is worth noting, however, that employees tend to demonstrate a strong level of 

passion for environmentally sustainable initiatives when they perceive that their organization 

adopts a set of GHRM practices (Chen et al., 2021). Robertson and Barling (2013) claimed 
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that encouraging employees’ autonomy regarding environmental behaviors and promoting a 

positive view of environmental activities could help to foster the growth of eco-values among 

workers by intervening to strengthen their shared love of the environment and encourage 

their environmentally friendly workplace behaviors. 

We can also assume that people who are genuinely enthusiastic about the 

environment will integrate green standards and values into their priorities and actively 

embrace GHRM activities as important for themselves without constraints. This assumption 

is consistent with the theoretical underpinnings of self-determination theory (Ryan & Deci, 

2000), which contends that workers are inclined to engage in behavior due to their growing 

aspiration to be proactive agents in their personal lives, to act in a manner in tune with their 

integral vision of themselves. In this context, employees prefer to select projects and practices 

that are aligned with crucial aspects of their identities, engaging with organizations that 

reflect these values. Such engagement is noticeably higher among employees with a strong 

connection to the organization, fostering their active participation in positive work behaviors 

(Irani et al., 2022). From the theoretical and empirical statements above, we deduce the next 

hypothesis (see Figure 1): 

Hypothesis 2 (H2): A direct and positive association exists between GHRM practices and 

employees’ harmonious environmental passion. 

Because harmonious passion drives stronger cognitive involvement in an activity, individuals 

who possess significant degrees of harmonious environmental passion are more inclined to 

devote effort and intellectual energy to environmental activities and to contribute 

constructive ideas to environmental challenges (Luu, 2022). Therefore, the strong 

environmental commitment and self-motivation of these green employees will drive them to 
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act on their passion. As a result, there will be an increase in the amount of green voice 

behaviors, as their heightened concern will prompt them to suggest improvements aimed at 

safeguarding the environment (Palmié et al., 2023). This notion leads to the next study 

hypothesis (see Figure 1): 

Hypothesis 3 (H3): Harmonious environmental passion mediates the positive association 

between employees’ perceptions of GHRM practices and employees’ green voice behaviors. 

2.3. Green mindfulness as an underpinning mechanism in the link between GHRM 

and green voice behaviors 

Considering that GHRM practices can enhance corporate learning about green management 

and improve the organization’s employees’ awareness of environmental challenges (Ho et 

al., 2022), our research model argues that GHRM can lead to higher levels of organizational 

green mindfulness. This in turn helps to create a shared understanding of the behavioral 

norms and expectations by which members of the organization can support the achievement 

of green-oriented goals, thereby promoting the green voice of employees. 

Green mindfulness can initially be defined as an individual-level characteristic that 

reflects “a state of conscious awareness in which individuals are implicitly aware of the 

context and content of environmental information and knowledge” (Chen et al., 2014, p. 

6605). It therefore indicates a psychological state of members of the organization that is 

expressed as a higher level of contextual awareness, demonstrates dynamic information 

processing, and shows greater receptivity to novelty and creativity (Farooq et al., 2022). In 

this study, however, the focus is on organizational green mindfulness, which refers to a 

business’s capability to adapt and persevere in difficult and high-risk scenarios by developing 
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an environment that allows for the consideration of alternative viewpoints and a focus on the 

present, as well as recognizing the need to pay attention to practical details and to examine 

and learn from mistakes (Ho et al., 2022). Under these conditions, organizational green 

mindfulness has a significant impact on workers' active awareness and participation in the 

ongoing creation, improvement, and process of learning to implement GHRM by fostering a 

climate of openness, engagement, and flexibility (Chen et al., 2014).  

In the same vein, introducing Environmental Management initiatives requires 

fundamental adjustments to the organizational culture, including a realignment of the old 

standards, principles, and outlooks with the new green goals (Nourafkan et al., 2023). 

Academics claim that GHRM is essential for such change in encouraging staff to express 

their pro-environmental values and views and participate in ecologically conscious conduct 

(Luu, 2019), exhibit green behavior (Ogbeibu et al., 2020) and increase staff understanding 

of environmental issues (Farooq et al., 2021). In addition, T. Chen and Wu (2022) found that 

a variety of resources in GHRM processes (e.g., environmental education and green work 

planning) help to promote mindful workplaces. This relationship provides the basis for the 

subsequent hypothesis. 

Hypothesis 4 (H4): Employees’ perception of GHRM practices is favorably connected to 

organizational green mindfulness. 

The concept of organizational green mindfulness includes both cognitive and behavioral 

dimensions (Ho et al., 2022). Those engaging in green mindfulness form a deep connection 

with nature, show awareness of environmental issues, and are therefore less inclined to harm 

the environment (Darvishmotevali & Altinay, 2022a). The cognitive aspect of mindfulness 

serves as a foundational element for effective adaptation, involving the ability to focus on 
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specific details and feedback arising from current activities (Chen et al., 2014). Meanwhile, 

the behavioral dimension refers to the execution of the information processed, as well as the 

motivation that drives the individual to act (Ho et al., 2022). With respect to the latter, values 

serve as the underlying principles that guide a person’s cognitive judgments (Bani-Melhem 

et al., 2022). They also shape behaviors—the way information is processed—and establish 

normative behavioral patterns. Based on this idea, we suggest the ensuing hypothesis: 

Hypothesis 5 (H5): There is a positive link between harmonious environmental passion and 

organizational green mindfulness. 

Several scholars, including Farooq et al. (2022) and Fields and Atiku (2016), have taken this 

argument a step further, claiming that organizational green mindfulness not only encourages 

employees to adopt environmentally friendly habits but also functions as a green competency 

that fosters the spread of creative green solutions to vicious unsustainable practices and 

environmental issues. Similarly, Chen et al. (2014) argue that organizational green 

mindfulness is a crucial predictor of green innovative proposals because it allows employees 

to see their work in a broader and more meaningful framework. It also allows employees to 

improve their problem-solving and decision-making abilities, as well as their interpersonal 

and communication skills, concentration, and attention (Chen et al., 2015). Consequently, 

employees are more likely to engage in green voice behaviors, drawing attention to problems 

and offering advice on organizational improvement (Wen & Chi, 2023). 

In essence, as asserted by transformative learning theory (Mezirow, 1991), and 

according to Y.S. Chen and Wu (2022), adopting a transformative learning perspective can 

strengthen people's sense of social responsibility and encourage behavioral change in the 

form of green voice behaviors, by giving workers the ability to think critically, increase their 
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awareness, and develop new problem-solving skills that challenge their current perceptions, 

mindsets, and routines. The above discussion leads us to propose a hypothesis about the 

mediating impact of green mindfulness (see all proposed associations in Figure 1): 

Hypothesis 6 (H6): The positive association between employees’ perception of GHRM 

practices and employees’ green voice behaviors is mediated by green mindfulness. 

(Insert Figure 1) 

3. Methodology 

3.1. Participants and data retrieval 

A survey questionnaire was designed to assess the conceptions of Spanish hotel employees. 

According to the Instituto Nacional de Estadística (INE, 2022), Spain is globally recognized 

as a leading force in the tourism sector, and tourism is a crucial cornerstone of the Spanish 

economy, generating employment for 11.4% of all affiliated workers and serving as a major 

source of income (8.0% of GDP). In the public health context following the Covid-19 

pandemic, many hospitality chains in Spain opted to acquire sustainability certification for 

various properties in their portfolio due to both the social and regulatory push for 

sustainability and the need to promote healthy and safe environments (BREEAM | ES, 2022). 

Given this situation, and to improve tourism’s competitive capacity and profitability, the 

Spanish government is now advancing the Spanish Sustainable Tourism Strategy 2030, 

whose goal is to promote sustainability at the environmental, social, economic, and territorial 

levels. As this initiative seeks to define a new transformational foundation for tourism in 

Spain that will be guided by a sustainable growth model (Ministerio de Industria, Comercio 
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y Turismo, 2023), it becomes imperative to gain insight into how to encourage green voice 

behaviors in the tourism workforce. 

Because the information was gathered in a Spanish-speaking country, back 

translation procedures were used (Brislin, 1980). Two bilingual specialists checked the 

translation’s quality and adjusted some expressions to the hospitality sector and green 

business orientation. Before the final administration of the questionnaire, we ensured its 

comprehensibility through a pilot pre-test with the ultimate translations of the scales. The 

pre-test sample consisted of ten senior tourism students and academics and eleven hoteliers, 

all of whom were different from the individuals participating in the final survey, to ascertain 

the relevance, pertinence, and clarity of the research measures. Slight modifications were 

then made to the questionnaire, including adding friendlier vocabulary, specifying the 

subjects being asked about, and listing all questions, among others. 

For this study, we obtained contact information from 644 hospitality companies 

registered in the publicly accessible directories of three prominent hotel business associations 

in Spain. The questionnaire data were then collected during the spring of March, April, and 

May 2022. Convenience sampling (Topcuoglu et al., 2022), was used to select full-time hotel 

employees intensively involved in serving guests (front-desk staff and reservations 

department) in three top tourism destinations in Spain: Madrid, Costa del Sol, and the Canary 

Islands. Using frontline employees as respondents is consistent with earlier publications 

related to GHRM (e.g., Moin et al. (2021); Ribeiro et al. (2022)). The availability of front-

desk and reservations employees as the initial point of interaction (Huertas-Valdivia et al., 

2019), as well as the operational involvement of these fundamental employees (Elshaer et 

al., 2023; Nisar et al., 2023), provide valuable insights for research purposes. Moreover, the 
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unique viewpoint of these employees allows them to identify inefficiencies in service design, 

collect customer feedback, and understand frontline dynamics (Gazzoli et al., 2023). Thus, 

assessing their viewpoint is crucial for evaluating employees’ green voice behaviors (Ari et 

al., 2020). Every participant was sent an online questionnaire link and cover letter via email. 

This invitation to participate notified the respondents of the research purpose and confidential 

handling of their data. 

The introductory section of the survey outlined the study’s objectives and presented 

guidelines for filling out the questionnaire. The second section requested respondents to 

furnish their personal details, encompassing their demographic information. The third 

presented the main research queries and response options on a seven-point (1—7) Likert 

scale, with 1 denoting “completely disagree” and 7 denoting “completely agree”. We 

received completed questionnaires from 308 hotel employees, representing a total of 249 

hotels, who ultimately participated in the study out of the 644 initially contacted (38.66% 

response rate). Since a 10:1 ratio of a sample size to items is necessary for multivariate data 

analysis (Hair et al., 2011) and the minimal sample size for structural equation modeling is 

100 (Hox & Maas, 2001), the sample size (308 employees > 26 items * 10) was adequate for 

the study. Finally, the G*Power software (Faul et al., 2009) was employed to establish the 

minimum sample size. The findings indicated that a minimum of 128 participants were 

required to achieve a power of 0.80 (for α = 0.05 and f2 = 0.5), which confirms that the data 

is adequate for analysis. 

Since the primary method for collecting data in this research was a single wave of 

self-reported questionnaires, the probability of common method variance (CMV) increased 

(Hair et al., 2016). We utilized exploratory factor analysis (EFA) to conduct Harman's single-
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factor analysis and examine any potential CMV (Podsakoff & Organ, 1986). The findings 

showed that CMV is not a problem. We obtained 26 factors, with the first factor explaining 

48.421% (below 50%) of the variance in the dependent variables (Hair et al., 2016). This 

finding is probably explained by the procedural remedies we used, which included 

safeguarding respondent privacy and anonymity, balancing the order of the questions, and 

eliminating item uncertainty through back translation (Podsakoff et al., 2012). To reduce 

socially desirable bias, we also asked respondents to be truthful while answering the survey 

(Chen et al., 2014). Thus, we can infer that the results were not significantly impacted by 

CMV. 

3.2. Study measures 

To measure how employees perceived their hotels’ implementation of GHRM policies, we 

employed the six-item measurement scale adapted from Dumont et al. (2017). One sample 

item read “My hotel sets green goals for its employees.” The items demonstrated high 

consistent reliability (Cronbach’s alpha = 0.947). We assessed employees’ perceptions of 

GHRM practices, as Luu (2019) has demonstrated that “employees’ work attitudes are more 

strongly influenced by their perceptions of HRM than by the actual provision of HR practices 

as reported by managers” (p. 1179). 

Next, we generated the scale for harmonious environmental passion by using 8 items 

derived from the scale in Robertson and Barling (2013). A sample item is “I am passionate 

about the environment.” The 8-item measure for harmonious environmental passion showed 

a satisfactory Cronbach’s alpha (= 0.945). 
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The six scale items for green mindfulness in our study were derived from the study 

by Williams and Seaman (2010), which reported a reliable internal consistency (Cronbach’s 

alpha = 0.924). The items were modified slightly to customize them to the specific hospitality 

context. For example, one item read “The employees at the hotel where I work feel free to 

discuss environmental issues and problems.” 

Lastly, the fourth construct, green voice behavior, was assessed with the scale built 

by Van Dyne and LePine (1998) as used in Aboramadan et al. (2022), with a total of six 

items. The questionnaire items were obtained from these works and were adjusted to fit the 

specific features of the hospitality industry when necessary. The Cronbach’s alpha coefficient 

for green voice behavior was 0.965. 

For a clear overview of all the items that were used to operationalize these constructs, 

please refer to the table included in the manuscript’s supplementary material. Additionally, 

prior research suggests that a worker's gender and job position can impact individual eco-

friendly behaviors. Aboramadan et al. (2022) and Chen et al. (2021) found evidence of 

gender’s influence on attitudes and behaviors related to environmental issues. Similarly, T. 

Chen and Wu (2022) and Dumont et al. (2017) supported the idea of job position as a 

potential factor that influences employees' green behaviors. To account for these confounding 

effects on green voice behaviors, we treated gender and job position as control variables in 

our hypothesis testing. In addition, to facilitate the analysis, we converted these categorical 

variables into dummy variables based on Kline's (2011) guidelines. Specifically, gender was 

coded as 0 for males and 1 for females, while worker's job position was coded as 0 for middle 

management and 1 for basic employees. 
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3.3. Techniques for data analysis 

We performed partial least squares structural equation modeling (PLS-SEM) procedures with 

the SmartPLS 4 program to evaluate the hypotheses (Ringle et al., 2022). PLS-SEM is an 

increasingly significant approach for empirical research in the field of tourism (Chung, 2020; 

Irani et al., 2022). Regarding Hair et al. (2011), it is suitable for researchers since it provides 

benefits including lower identification problems and greater flexibility concerning data 

needs, model complexity, and connection definition. What is more, PLS applies a 

conservative modeling technique that often underestimates rather than overestimates path 

coefficients (Hair et al., 2019). In line with previous studies by Assaker et al. (2020) and 

Kahraman et al. (2023), PLS-SEM was chosen due to its ability to handle deviations from 

normality in the dataset and accurately compute the SEM even with a relatively small sample 

size. Additionally, recent enhancements, such as the consistent PLS algorithm and bootstrap-

based test for overall model fit, have extended the applicability of PLS-SEM to encompass 

confirmatory, explanatory, exploratory, descriptive, and predictive research (Benitez et al., 

2020). 

PLS-SEM is a non-parametric technique that capitalizes on the variance accounted 

for in latent factors that are not directly observable (Hair et al., 2019). Following Leguina 

(2015), we adopted a two-step process wherein we initially examined the outer model to 

assess the convergent and discriminant validity of the proposed theoretical model and 

subsequently evaluated the inner model for hypothesis testing. 
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4. Results 

4.1. Descriptive and demographic data 

The profile of the participants in the sample selected showed an even representation of male 

(48%) and female participants (52%). Most respondents (64%) had a university education, 

and the most frequent age range was 26-30 years old. The participating hotels showed a clear 

predominance of 4-star (46%) and smaller hotels (fewer than 25 employees). This result is 

unsurprising given that the service sector comprises 46.2% of all SMEs (INE, 2023). 

Additionally, as outlined by O’Donohue and Torugsa (2016), the unique characteristics of 

small and medium-sized hotels make them an ideal environment for the incorporation of 

GHRM practices. These structural features include: a) a stronger employer-employee 

connection, b) a relatively informal management approach, c) the presence of familial bonds 

that nurture confidence and reciprocity, d) agility in adapting to changing business 

environments, and e) a proactive entrepreneurial and innovative orientation. See Table 1 for 

more detail. 

(Insert Table 1) 

4.2. Assessing the validity of the Outer Measurement Model 

To assess the validity and precision of the outer measurement model, a range of statistical 

methods recommended by Hair et al. (2019) were utilized. These techniques encompass 

composite reliability (CR), internal consistency reliability (Cronbach’s alpha), and tests for 

convergent and discriminant validity. The findings presented in the manuscript’s 

supplementary material show that Cronbach’s alpha (α) values ranged from 0.895 to 0.965, 
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indicating that the scales have good internal reliability (Rex, 2015). 

Second, each factor took Standardized Factor Loading (SFL) values that surpassed 

the 0.70 threshold suggested by Carmines and Zeller (1979), thus indicating acceptable 

construct reliability. Third, we looked at average variance extracted (AVE) values to see if 

they were greater than 0.5, which is the minimum required for satisfactory convergent 

validity (Fornell & Larcker, 1981). The table attached with the manuscript’s supplementary 

material demonstrates that, with 0.678 serving as the lowest value, all AVE values were 

higher than that cut-off. 

Following Leguina (2015), three main indicators were used to confirm the scale’s 

discriminant validity—the cross-loading matrix, the Fornell-Larcker criterion technique, and 

the heterotrait-monotrait method (HTMT) ratio, among others. Table 2 displays these results. 

First, to ensure discriminant validity, each latent unobserved variable’s outer-loading 

(bolded) needs to be greater than its cross-loading (with other measurements). Next, Table 3 

displays the bolded values for the diagonal square root of the AVE, showing that they are 

higher than the inter-variable correlation coefficient, suggesting strong discriminant validity 

(Fornell & Larcker, 1981). Finally, Henseler et al. (2015) argue that HTMT values should be 

lower than 0.85. The HTMT results from our research were less than the reference value (see 

Table 3). 

Table 4 displays the descriptive statistics of the variables studied along with their 

corresponding skewness and kurtosis values. Since the outer model findings collectively 

validate and support scale reliability and discriminant and convergent validity, we can 

proceed with the structural inner model to verify the research hypotheses.  

(Insert Table 2) 
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(Insert Table 3) 

(Insert Table 4) 

4.3. Evaluation of the Structural Inner Model 

For a reasonable model fit, Chin (1998) recommends a coefficient of determination (R2) 

value of at least 0.10. All the constructs’ R2 values from a bootstrap with 5000 subsamples 

meet this condition (see Table 5), indicating that the study model adequately captures the 

data gathered. Moreover, Hair et al. (2011) established the general rule that R2 values of 0.75, 

0.50, and 0.25 can be regarded as significant, moderate, and weak, respectively. Following 

these instructions, we deem the variance explained by our endogenous variables to be 

appropriate. More specifically, it is substantial for green voice behaviors, moderate for 

organizational green mindfulness, and weak in the case of employees’ harmonious 

environmental passion. 

Similarly, the Stone-Geisser Q2 calculation yielded a value of 0.622 for green 

mindfulness, 0.248 for green voice behavior, and 0.085 for harmonious environmental 

passion—all values greater than zero (Table 5), showing adequate predictive power of the 

structural model. Subsequently, we evaluated how representative each construct was for the 

model by calculating the effect size (f2) or Cohen indicator (see Table 5). The values 0.02, 

0.15, and 0.35, are regarded as having modest, medium, and substantial impacts over the R2 

when an exogenous variable is removed from the model (Cohen, 1988). Lastly, for a 

successful model fit to the data, the SRMR value should be lower than 0.08 and the NFI value 

higher than 0.90 (Hair et al., 2019). As displayed in Table 5, the SRMR value of our estimated 

model is 0.044 and the NFI value is 0.9. 
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(Insert Table 5) 

In Smart PLS4, a bootstrapping technique was ultimately used to calculate the path 

coefficient and its corresponding t-value for both direct and mediating associations (see Table 

6). Our paper proposed six hypotheses, four on direct and two on indirect relationships. 

Regarding the evaluation of the outer measurement model and the structural inner model, 

Figure 2 displays the outcomes of the bootstrap analysis (the 95% confidence intervals (CI) 

with bootstrapping, 5000 samples). 

First, the results on the proposed direct relationships support H1, that employees’ 

perception of GHRM practices positively and significantly predicts the development of green 

voice behaviors in the work environment in hospitality firms (β = 0.155; p < 0.05). H2 was 

also validated (β= 0.21; p < 0.001), as we found a direct, positive, and significant connection 

between employees’ perception of GHRM practices and their harmonious environmental 

passion. We also confirmed H4, a positive and substantial impact on employees’ perception 

of GHRM practices and organizational green mindfulness (β = 0.812; p < 0.001). 

Furthermore, path coefficients suggest a positive impact of employees’ harmonious 

environmental passion on organizational green mindfulness, supporting H5 (β = 0.100; p ≤ 

0.05). 

Second, with regard to the mediating role of harmonious environmental passion 

(corresponding to H3), our results indicate a significant and indirect impact of employees’ 

perceptions of GHRM practices on the development of green voice behaviors via harmonious 

environmental passion (β = 0.236; p < 0.001). We also accept H6, which seeks to prove the 

indirect influence of GHRM practices on green voice behaviors through the mediating role 

of organizational green mindfulness (β = 0.146, p ≤ 0.05). In both cases, complementary 
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partial mediation is confirmed, as both the indirect and direct effects are substantial and 

demonstrate a consistent direction (see Table 6). 

The outcomes of the statistical analysis for the control variables indicated that neither 

job position (β = 0.036; p > 0.10) nor gender (β = -0.040; p > 0.10) was significant in 

explaining employees’ green voice behaviors (see Figure 2). 

(Insert Table 6) 

(Insert Figure 2) 

5. Discussion and Conclusions 

In analyzing the relationship between GHRM practices and green voice behaviors among 

hospitality workers, this study provides empirical support for a twofold mediation pathway 

of employees’ harmonious environmental passion and organizational mindfulness. These 

findings are consistent with two theoretical approaches, the person-organization fit 

perspective (Hoffman & Woehr, 2006) and the basic tenets of transformative learning theory 

(Mezirow, 1991). The results are consistent with the former because value congruence 

between people and organizations influences attitudes and behaviors by facilitating 

communication, supporting decisions, and socially reinforcing individual identities. The 

results are consistent with the latter because transformative learning theory is gaining 

prominence in tourism literature and has been successfully used to explore learning processes 

related to environmental issues (Bueddefeld & Duerden, 2022). Additionally, transformative 

learning theory allows for clarification of how hospitality workers' transformative learning 

experiences affect their behavior (Altinay & Arici, 2022), advancing our knowledge of how 

people adopt green voice behaviors. 
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Our results confirm previous research by indicating a positive link between GHRM 

practices and hospitality employees’ extra-role green behavior (Farooq et al., 2021). Our 

inquiry also supports the recent findings of Ari et al. (2020) and Aboramadan et al. (2022), 

who analyzed the bond between GHRM and green voice behaviors, reinforcing knowledge 

of under-explored variables. Additionally, our findings align with Luu (2019) in that green 

training programs give employees access to resources related to the environment, including 

both environmental awareness and values and knowledge and competencies for productive 

participation in environmental practices and the creation of eco-friendly initiatives. 

As to the connection between GHRM practices and employees’ harmonious 

environmental passion, Bani-Melhem et al., (2022) state that a hotel’s green policies probably 

appeal to agents whose environmental beliefs and consciousness align with such efforts, and 

this positive perception leads to continuing adoption. Chen et al. (2021) and Choong et al. 

(2020) corroborate this assumption, stating that employees’ view of GHRM will elicit their 

harmonious environmental passion. Some theoretical judgments also support the idea that 

harmonious environmental passion acts as a mediator between GHRM practices and the 

adoption of green voice behaviors. For instance, Luu (2022) claimed that harmonious 

environmental passion reflects both internal and prosocial motivation and is an affective trait 

that is positively related to employees’ innovative change proposals. Our findings are 

consistent with this line of thinking and empirical evidence. 

The indirect impact between GHRM practices and green voice behaviors via green 

mindfulness supported in our research can be justified by the following assumptions. 

Formulating a proactive environmental strategy and deploying green management practices 

(i.e., GHRM practices) positively influence organizational mindfulness (Ho et al., 2022). 
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These authors go on to say that mindfulness is a desirable characteristic in a company since 

mindful firms do not constrain or inhibit employees’ perspectives but push employees to 

make improvements to avoid future failures. This is why T. Chen and Wu (2022) have 

prioritized organizational green mindfulness as a novel concept that could explain the 

influence of green management on employees’ environmental outcomes. Similarly, 

according to Dharmesti et al. (2020), increased awareness and understanding of new green 

information connected with corporate green mindfulness are associated with increased 

employee voices of novel environmentally friendly ideas.  

5.1. Theoretical implications 

The understanding of how organizations may instill green behaviors in employees is both 

incomplete and restricted, with much of the existing research being primarily theoretical 

(Saleem et al., 2021). This study therefore contributes to the state-of-the art on eco-friendly 

behavior in the workplace, especially the literature on sustainable tourism, by highlighting 

the key role employees play in achieving sustainability goals and the measures hotels can put 

in place to encourage their employees’ eco-friendly behavior. We are therefore introducing 

harmonious environmental passion and organizational green mindfulness for the first time 

into the expanding but still limited range of motivated psychosocial processes that influence 

the interaction between GHRM practices and individual-level organizational citizenship 

behavior for the environment (i.e., green voice behaviors). Moreover, this study redirects the 

focus from intentions to tangible (self-reported) eco-friendly behaviors, thereby raising the 

significance of the research. 

In line with self-determination theory and transformative learning theory, our results 

help to clarify the important yet underexplored positive impact of GHRM on employees’ 



27 

 

confidence in addressing complex environmental issues, while also generating innovative 

and practical green recommendations for promoting environmental sustainability within the 

hospitality sector. Likewise, a focus on green mindfulness is another innovative feature of 

the study (Dharmesti et al., 2020). This research takes a step further to highlight the 

antecedents and implications of green mindfulness, a critical component for effective green 

management implementation that has been neglected in specific contexts such as the tourism 

business. Our research therefore provides original empirical evidence for positive green work 

outcomes in the hospitality sector both by examining and evaluating the role of GHRM 

practices in promoting green voice behaviors and by depicting the roles of employees’ 

harmonious environmental passion and organizational green mindfulness in shaping them.  

5.2. Practical implications 

Neglecting human or behavioral aspects when implementing environmental initiatives may 

impair performance. However, there is a dearth of research on the effective implementation 

of eco-friendly initiatives through behavioral interventions. This study addresses this 

shortfall by highlighting the importance of implementing GHRM in hotel organizations to 

encourage employees' green voice behaviors. Management should increase the visibility of 

GHRM to reflect the hotel's investment in greening the workplace and valuing employees' 

contributions to environmental sustainability. 

This research highlights two key mediators in this process: organizational green 

mindfulness and employees' harmonious environmental passion. By nurturing these factors, 

employees are more likely to engage in extra-role green behaviors, such as providing 

feedback on green initiatives and suggesting novel ideas for improvement. Creating a 

supportive working environment through GHRM practices and organizational green 
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mindfulness encourages employees to be proactive in addressing environmental challenges. 

Moreover, fostering a green mindset among employees leads to greater acceptance and 

adoption of the hotel's environmental values, resulting in increased green behaviors.  

Overall, this research provides valuable insights for hotel managers to develop a 

shared green vision and empower employees to actively participate in environmental 

sustainability efforts through their green voice behaviors. By providing opportunities for 

applying new knowledge and implementing environmental initiatives, hospitality managers 

are more likely to instill individual responsibility. This encouragement drives greater efforts 

in environmental protection, challenging existing norms, and steering hospitality 

organizations toward more eco-friendly workplaces. These scenarios will increase 

employees' readiness to provide feedback on the company's green initiatives and voice 

valuable opportunities for improvement in environmental matters. 

5.3. Limitations and future research lines 

Our research's shortcomings open new avenues for future research. Although CMV was not 

a serious danger in our study, self-reported data may be more vulnerable to CMV. Since our 

inquiry focused exclusively on the hospitality sector in Spain, and used convenience 

sampling, the current research model's generalizability to other sectors and countries may be 

limited. Our research approach should thus be retested to see if the findings can be replicated 

in other tourism subsectors and nations. 

Moreover, due to the absence of a cross-lagged investigation, we cannot derive causal 

linkages among the variables from the results. Additional studies employing longitudinal data 

could overcome this limitation by replicating and extending our study. Lastly, other control 
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variables (such as the hotel's geographic location) might be incorporated into our model to 

examine whether location influences the decision to create sustainable practices. 
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Table 1. Sample Characteristics.  

Respondents’ 

Demographics 

Frequency  

(N = 308) and 

Percentage 

Hotel 

Characteristics 

Frequency  

(N = 308) and 

Percentage 

Gender  Hotel star rating 

Female 161 one-star 22 (7.14%) 

Male 147 two-star 42 (13.64%) 

 

 three-star 62 (20.13%) 

Education  four-star 141 (45.78%) 

Higher education or below 112 five-star 41 (13.31%) 

University studies 196 Average number of rooms 

 

 114  

Age  Hotel size (no. employees) 

 

 < 25 175 (56.82%) 

20 or less 5 (1,62%) 26-50 41 (13.31%) 

21-25 21 (6.82%) 50-75 42 (13.64%) 

26-30 58 (18.83%) > 75 50 (16.23%) 

31-35 46 (14.94%) Average tenure in the company 

36-40 50 (16.23%) 8 years  

41-45 53 (17.21%)  

46-50 34 (11.04%)   

51-55 25 (8.12%)   

> 55 16 (5.19%)   
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Table 2. Factor Cross-Loadings. 

Items 

GHRM 

practices 

Harmonious 

Environmental 

Passion (HEP) 

Organizational 

Green 

Mindfulness (GM) 

Green Voice 

Behavior 

(GVB) 

GHRM_1 0.873 0.284 0.751 0.454 

GHRM_2 0.936 0.314 0.786 0.510 

GHRM_3 0.945 0.317 0.799 0.508 

GHRM_4 0.894 0.312 0.745 0.490 

GHRM_5 0.772 0.233 0.654 0.427 

HEP_1 0.262 0.780 0.265 0.654 

HEP_5 0.296 0.842 0.342 0.676 

HEP_7 0.303 0.883 0.333 0.724 

HEP_8 0.226 0.783 0.270 0.669 

GM_2 0.722 0.328 0.858 0.492 

GM_3 0.651 0.324 0.788 0.463 

GM_4 0.722 0.314 0.863 0.502 

GM_6 0.796 0.303 0.914 0.495 

GVB_1 0.422 0.775 0.470 0.901 

GVB_2 0.486 0.791 0.493 0.935 

GVB_3 0.463 0.775 0.491 0.916 

GVB_4 0.525 0.727 0.552 0.904 

GVB_5 0.495 0.718 0.532 0.884 

GVB_6 0.548 0.705 0.558 0.891 
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Table 3. Inter-Construct Correlations, Square Root of AVE and HTMT Results. 

 Fornell-Larcker Criterion HTMT Results 

 1 2 3 4 1 2 3 4 

1-GHRM 

practices 

0.886    

    

2-Harmonious 

Environmental 

Passion 

0.331 0.823   0.329    

3-Organizational 

Green 

mindfulness 

0.845 0.369 0.842  0.842 0.367   

4-Green Voice 

Behavior 

0.541 0.827 0.570 0.905 0.541 0.825 0.569  
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Table 4. Descriptive statistics. 

 

 Mean SD Skewness Kurtosis 

GHRM practices 4.102 1.840 -0.160 -1.001 

Harmonious 

Environmental Passion 
4.906 1.340 -0.289 

-0.270 

Organizational Green 

Mindfulness 
4.591 1.682 -0.366 -0.845 

Green Voice Behavior 4.575 1.567 -0.351 -0.503 

N = 308, SD: Standard deviation. 
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Table 5. Explanatory Power: Coefficient of Determination (R2), Predictive Validity (Q2) or 

Stone-Geisser Indicator, and Effect Size (f2) or Cohen Indicator. 

Predictor(s) Outcome(s) R2 Q2 f2 

GHRM practices 

Green voice 

behavior 

0.773 0.248 

0.030 

Harmonious 

Environmental 

Passion 

1.902 

Organizational Green 

Mindfulness 

0.038 

GHRM practices 

Harmonious 

environmental 

passion 

0.110 0.085 0.123 

GHRM practices 

Organizational 

green 

mindfulness 

0.723 0.622 

2.120 

Harmonious 

Environmental 

Passion 

0.032 

 

Model Fit Indices 

SRMR NFI 

0.044 0.9 
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Table 6. Hypothesis Testing. 

Direct hypotheses Beta (β) (T-value) 

p-

values 

Results 

H1 GHRM → GVBs 0.155 2.067 0.039 Accepted 

H2 GHRM → HEP 0.331 5.395 0.000 Accepted 

H4 

GHRM → Organizational 

Green Mindfulness 

0.812 24.980 0.000 Accepted 

H5 

HEP→ Organizational Green 

Mindfulness 

0.100 1.963 0.050 Accepted 

Mediating hypotheses 

Direct Effect Indirect Effect 

Results 

(β) 

p- 

value 

(β) 

p-

value 

H3 GHRM → HEP → GVBs 0.155 0.039 0.236 0.000 

Accepted 

(Partial) 

H6 

GHRM → Organizational 

Green Mindfulness → GVBs 

0.155 0.039 0.146 0.031 

Accepted 

(Partial) 

Notes: GHRM = Green human resource management practices; GVBs = Green voice 

behaviors; HEP = Harmonious Environmental Passion.  
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Figure 1. Theoretical model illustrating hypothesized relationships.  

Figure 2. Structural Model Findings. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 


