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Abstract

This study examines the relationship between green human resource management and environmental performance using
green employee empowerment and organizational citizenship behavior for the environment. It also evaluates the moderating
role of environmental knowledge between green human resource management and green employee empowerment, which
was not discussed in previous studies—the research data was collected from Pakistani hotel industry employees using a
cross-sectional process method. The total number of employees who completed the questionnaire was 360, out of which 237
were considered valid as these responses were used for further partial least square analysis. The study's findings revealed that
green human resource management practices directly correlate with environmental performance. Furthermore, the results
shed light on green employee empowerment and organizational citizenship behavior for the environment with moderation
by environmental knowledge and individual green values to motivate employees to achieve sustainability leading toward
ecological performance. This study supports theoretical contributions using the ability, motivation, and opportunity and
sports value framework theories. In addition, our outcomes contribute to the literature by incorporating the moderation role
of environmental knowledge between green human resource management and green employee empowerment. The study
provides implications for green human resource management practices and sustainable environmental performance to top
management and policymakers.

Keywords Environmental knowledge - Environmental performance - Green employee empowerment - Green human
resource management - Individual green values - Pakistan

Introduction

The tourism industries worldwide are the primary source
of the nation's income, particularly in developed and
developing countries (Bank 2012). The tourism industry
of Pakistan has been positively increasing in terms of rev-
enue and generated good profits through it (Economics
2019). According to the trend, the enterprises will increase
further and create more income in terms of tourism (Times
2019). The tourism industry has faced the challenges of
employee turnover, a big problem for enterprises world-
wide (Kenneth 2016). According to Catio (2020), the
strategies of management that show investment opportu-
nities and workers' progress can play a significant role in
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reducing employee turnover. Generally, as in other coun-
tries of the world, the tourism industry of Pakistan also
has many organizations, such as transportation, restau-
rants, hotels, resorts, etc. The most selected organization
was hotels, as they are overgrowing in the environment
(Yusoff et al. 2020; Jahanger et al. 2022). Human resource
management (HRM) is significant because it inspires the
employees as they are involved in the initiatives of a green
environment and are associated with the company's vision
(Renwick et al. 2013; Yang and Usman 2021; Roscoe et al.
2019). The activities of green human resource manage-
ment (GHRM) are essential to creating awareness among
the employees related to the environment to inspire them
to perform actions to keep the environment free from
pollution (Zaid et al. 2018; Usman and Makhdum 2021;
Zhang et al. 2019). Le et al. (2021) describe the influence
of green human resource management on the environ-
ment's friendly eco behavior and performance.
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According to Jackson and Seo (2010), organizations
implement green human resource management activities
regarding the policies that lead to environmental sustain-
ability. Empowerment of employees EE increases the per-
formance of the job through work regarding efficiency and
effectiveness (Ren et al. 2020). The employees who try
to achieve their goals use empowerment; then it is said
to be green employee empowerment (GEE). The green
plans include recycling office furniture, efficient energy
appliances, double-sided photocopies, and the recycling
process. In this way, the organizations achieve their goals
with the practices of GEE. The managers provide the sup-
port and feedback to empower the employees to help them
act related to green tasks (Daily and Huang 2001; Tariq
et al. 2016). Tariq et al. (2016) explain that the empower-
ment of employees related to green practices improves an
organization's commitment and production level. There-
fore, the empowered employees show better performance
related to their duties and do organization citizenship
behavior environment (OCBE) (Boiral, 2009). Accord-
ing to Sinaga and Nawangsari (2019), an individual's vol-
untary actions to improve the environment are known as
organizational citizenship behavior environment. These
individual actions can be compared to providing informa-
tion to prevent workplace pollution and offering alterna-
tives to cut waste. The organization's citizenship behavior
environment is personal conduct chosen on purpose and
directed toward items that advance the business's goals and
environmental improvement. According to Paillé and Boi-
ral (2013) describes, the three crucial describable extents
to the quantity of the organizational citizenship behavior
environment are named eco-initiatives and eco-manage-
ment civic. The management at the top plays an essential
role as they have the freedom to impact an organization’s
environmental performance (Hambrick and Quigley 2014;
Singh and El-Kassar 2019). Research has investigated the
measurement and evaluation of a corporation’s environ-
mental performance for many years (Dias-Sardinha and
Reijnders 2005; Intisar et al. 2020; Searcy et al. 2016).

The present study contributes to the influence of green
human resources management in many conducts. First, in
this study, we described the relationship of green employee
empowerment as a mediation function between the two vari-
ables of green human resource management and organiza-
tional citizenship behavior. The practices of green human
resource management have a direct link with green employee
empowerment, which positively creates employee organi-
zational citizenship behavior and leads to environmental
performance. Our study tends to explain the moderation
effect of a variable like individual green values (IGV) and
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environmental knowledge concerning relation with green
employee empowerment and organizational citizenship
behavior, which leads to ecological performance. The indi-
vidual values and knowledge about the environment increase
commitment and develops the relationship between green
employee empowerment and employee's organizational
citizenship behavior leading directly toward ecological per-
formance. Third, in previous studies, two variables such as
environmental knowledge and environmental performance
were neglected this study has added these two variables as
these variables need to be studied. The issue of the environ-
ment is significant to be investigated more. The organiza-
tions could reach the care-maintained sustainability level
and carry out environment-friendly employee behavior. The
organization is always expected to advance its performance
in terms of the environment (Kim et al. 2019).

The purpose of the study is to fill the gaps not studied
previously as it incorporates the potential variables/factors
such as (i.e., green human resource management, green
employee empowerment, individual green values, environ-
mental knowledge, organizational citizenship behavior, and
environmental performance). These variables are the key to
providing the solution to environmental issues. These vari-
ables significantly affect employee behaviors and attitudes
as they act as a role model in designing the good policies of
the organization.

Literature review
Theoretical foundation

The present study used theories that support the theoreti-
cal model—the ability, motivation, and opportunity (AMO)
and Sport value framework (SVF) Theory. The AMO the-
ory renders human resource management activities directly
interrelated to performance (Jiang et al. 2012), opportu-
nity, motivation, and ability (Appelbaum et al. 2000). The
theory of AMO describes the human resource management
activities which improve an institution's wealth and improve
competencies. This theory affects workers' flexible behaviors
(Shen et al. 2018). The theory of AMO activities signifi-
cantly influences employees' discretionary conduct (Ashraful
et al. 2021). The human resource management social pro-
cess describes that human resource management activities
affect several workers in their workplaces regarding their
behavior and attitudes through social and psychological
practices (Jiang et al. 2012). The second theory supporting
the model is SVF which describes workplace behaviors and
how it affects individual standards as Chou (2014) explains
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that personal environmental beliefs have a substantial effect
on the worker's ecological conduct, so the theory of AMO
supports the conceptual model of the research through the
combination of three AMO element’s ability, motivation,
and opportunity which create environmental knowledge
and green employee empowerment which will lead toward
improvement in environmental performance.

Relationship between green HRM and green
employee empowerment

Green human resource management is one of the fundamen-
tal problems within organizations and has become an essen-
tial strategy for increasing competition worldwide (Nawang-
sari and Sutawidjaya 2019). Green employee empowerment
is one of the crucial elements to accomplishing the organi-
zation’s objectives related to the green goals (Tariq et al.
2016). Gutowski et al. (2005) explain some of the significant
benefits related to encouraging green worker’s the benefits
are the commitment of upper level, satisfaction related to
the work, improvement in work excellence, and self-esteem
(Renwick et al. 2013) explains that for a sustainable environ-
ment many institutions may use human resources activities
as a relation with the environment. For example, by pro-
viding training to the workers and participation programs,
the institutions may increase workers' inspiration for social
and economic welfare related to employee empowerment.
Therefore, it shows the following relationship between
green human resources management and green employee
empowerment:

H, Green HRM is positively related to green employee
empowerment GEE.

Moderating the role of environmental knowledge

Environmental knowledge discusses an individual's knowl-
edge in terms of the environment and the problem nearby
it, such as the problems of deforestation, sea contamination,
and other significant issues in the background. The previous
studies tend to explain the association between environmen-
tal knowledge and the beliefs of consumers (Dahlbo et al.
2017). Value-Belief-Norm (VBN) theory shows a logical
relationship that environmental knowledge influences green
human resource management and green employee empower-
ment and performs a moderation function between two vari-
ables. Knowledge regarding the environment is a significant
and external factor. The theory of VBN makes it logical to
describe the importance of environmental knowledge as it
positively influences both variables. Therefore, this hypoth-
esis tends to explain the relationship between two variables.

One of the most important aspects is that knowledge of the
environment is essential for the employees in making deci-
sions. However, the employees in the organizations ignore
such conditions where they feel shunned by the organization
(Otto and Pensini 2017). The following hypothesis shows
that:

H, Environmental knowledge moderates the relationship
between GHRM and GEE.

Relationship between green employee empowerment
and OCBE

Furthermore, Pinzone et al. (2016) describe that when
employees are involved in decision-making concerning envi-
ronmental issues, they are enthusiastic about applying to vol-
unteer activities to improve the environment. The empower-
ment of green employees involves. Hard work recognition,
opportunities for promotion, the procedure of good job
appraisal, and good behavior of superiors are the essential
activities for the implementation and development that leads
toward making the employees go green within the organiza-
tion and perform well (Amrutha and Geetha 2020). Tang
et al. (2017) have highlighted that enunciating a solid vision
of the environment and spreading the information through
different communication channels guides the employees to
be involved in the initiatives of the domain. A recent study
examined that there is a direct link between organizational
citizenship behavior environment and employee empower-
ment that influences green activities. The study showed that
empowerment and individual green values are the essential
aspects influencing the employee's organizational citizenship
behavior environment (Hameed et al. 2021). Organizations
must use green human resource management practices to
ensure that organizational citizenship behavior environment
inspires employees to act sustainably. Therefore, it is hypoth-
esized that:

H; Green employee empowerment GEE is positively related
to OCBE.

Relationship between OCBE and environmental
performance

Organizational citizenship behavior environment is intended
for those activities that are not a requirement in terms of
an individual's job if they are willing to protect the criti-
cal environment from the counterproductive belongings of
business processes. Kim et al. (2019) describe that organi-
zational citizenship behavior environment contribution is
essential in promoting environmental performance. The
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involvement of employees is necessary to address the chal-
lenges of the environment and also inspire them to determine
the organization's citizenship behavior environment as it is
considered a critical strategy in terms of the organization
as it demonstrates the positive results related to increasing
environmental performance (Anwar et al. 2020; Tian and
Robertson 2019). The hypothesis that organizational citizen-
ship behavior environment is an essential predictor of eco-
logical performance is recognized by the involvement of the
employees in the activities of the environment in terms of
their job requirements and how it enables the organizational
to improve its environmental efficiency (Yusoff et al. 2020).
As organizational citizenship behavior environment incorpo-
rates a diversity of behavior related to the environment, it is
essential to describe that employee's environmental behavior
has a positive influence on their environmental performance
and also has a significant effect on their environmental per-
formance in many ways (Kim et al. 2019; Luu 2019; Hussain
et al. 2022). As organizational citizenship behavior environ-
ment provides help in terms of many objectives related to
the environment, it needs to be considered an opportunity
to improve environmental performance (Bishop et al. 2017).
Many reasons justify that environmental performance is an
essential aspect of enhancing the organizational citizenship
behavior environment. As for the literature review related to
environmental performance, many examples show their link
with each other. For instance, by involving the organizational
environmental committee (Stewart and Tyler 2019; Usman
and Radulescu 2022), organizational citizenship behavior
environment can improve the environmental performance
related to eco-civic management (Boiral et al. 2018; Dan-
gelico and Environment 2015). Likewise, organizational
citizenship behavior environment, as an element of low
energy or recycling consumption, expands environmental
performance by avoiding preventable resources (Anwar et al.
2020). The organizational citizenship behavior environment
also deals with employees' pro-environmental voluntary
actions during their routine activities and plays a vital role
in establishing environmental performance. Therefore, it is
hypothesized that:

H, OCBE is positively related to environmental
Performance.

Mediating role of green employee empowerment

The conceptual model shows how green human resource
management activities have a direct effect on green employee
empowerment as it describes the activities of green human
resource management that have a direct influence on the psy-
chological behavior of the employees (Hameed et al. 2020a).
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Employees contribute to environmental performance when
they are authorized through the practices of green human
resource management. According to the studies, it was found
that employees, when they receive benefits and incentives,
tend to feel grateful and show green behavior toward the
organization (Hameed et al. 2020b). It tends to describe the
significant role of green employee empowerment as media-
tion among organization citizenship behavior environment
workers and green human resource management activities.
Social exchange theory explains that workers who feel green
employee empowerment by promising human resources
activities feel grateful and actively engage in organizational
citizenship behavior environment. The green human resource
management activities improve workers' participation in
green practices, inspiration, and consciousness, resulting
in workers' empowerment to green objectives. Workers get
inspired when empowerment feelings keep increasing, and
they show their discretion behavior. The conceptual model
shows that green employee empowerment has a mediation
influence on workers' organization citizenship behavior envi-
ronment by green human resource management (Jiang et al.
2012). Ultimately, the conceptual model framework shows
that green employee empowerment performs the mediator
function between green human resource management and
workers' organizational citizenship behavior environment.
Based on the previous studies, the following hypothesis is
proposed:

H; Green employee empowerment mediates the relation-
ship between GHRM and OCBE.

The Moderating role of individual green values

According to Yong et al. (2019), the research study focuses
on individual values in forecasting the efficacy of green
human resource management practices to increase employee
behavior. The methods of green human resource manage-
ment can be an indicator in an organization to value the
sustainability and environment, and individual responses to
those indicators (Luu 2019; Usman and Balsalobre-lorente
2022). Previously, green values were found to strengthen
the relationship between green human resource management
and employees regarding environmental passion (Gilal et al.
2019) and green citizenship behavior and psychological cli-
mate (Dumont et al. 2017b). Further research shows unpre-
dictable answers regarding employees' individual values
(Boiral et al. 2015). The individual green value is a con-
ditional variable, and it positively affects the behavior and
attitudes of employees (Hameed et al. 2020b; Low 2013).
Looking at the research that describes individual green
values, it is proposed that personal green values have an
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essential function as moderation between two variables rep-
resenting the bond between green employee empowerment
and the organizational citizenship behavior environment of
employees as individual green values perform the role of
moderation between two factors. The following hypothesis
is proposed (Fig. 1):

H¢ Individual green values moderates the relationship
between GEE and OCBE.

Materials and methods
Sample design and data collection

The research data was collected from employees of the tourism
sector from hotels. The total population of this study includes
four central 5-star hotel employees in Lahore, Pakistan, Pearl
continental hotel, Avari hotel, Royal Swiss, and park lane
hotel, from which the data were collected from employees to
measure the green human resource management practices.
The respondents provided the answers based on their experi-
ence with the green human resource management practices
concerning five options Likert scales from strongly agree to
disagree. The measures were produced concerning the litera-
ture (Tilikidou 2007) through which the scales were devel-
oped. The research data was collected through an online
questionnaire that addressed the variables of the research. A
self-administered questionnaire method is used to collect data
from the tourism industry using the simple random technique.
This technique is beneficial as it contains the data from a dif-
ferent population group and provides the complete information

Green Human
Resource Management

Environmental
Knowledge
Green Employee
Empowerment
Individual Green
Values
Organization

Citizenship Behavior
for the Environment

Environmenta
Performance

Fig. 1 Theoretical framework

required to obtain data (Saunders et al. 2009). The research
data based on a questionnaire was taken from 360 respondents,
of which 237 were valid responses for data analysis.

Measurement of variables

The green human resource management practices scale was
taken from previous research studies (Dumont et al. 2017a).
The response was based on their experience on five major
points from Strongly Agree to disagree. Green employee
empowerment was a significant aspect of the scale of employee
psychological empowerment to judge its perspectives (Spre-
itzer 1995). The process of green employee empowerment
measures work-related factors that involve green behavior and
jobs. The variable environmental knowledge was restrained
according to the method (Gatersleben et al. 2002). The
respondents provided their answers to asked questions about
the significant environmental issues. The individual green val-
ues variable was measured using the three main items (Chou
2014) to describe the scale of the personal environment. This
scale was measured through the hierarchy of (1 =strongly
agree to=strongly disagree).

An example could be, "I feel a personal obligation to do
whatever I can to prevent environmental degradation.” The
scales were measured using the questionnaire. Organization
citizenship behavior environment, the scale was measured by
(Boiral and Paillé, 2012) as it was developed to observe the
behaviors of the employees regarding the improvement of the
environment. These scales were introduced by (Raineri and
Paillé, 2016). The variable environmental performance tends
to describe the practices of the domain. This scale was meas-
ured through a qualitative study (Yusof and Jamaludin 2013),
representing the good's reliability and validity.

Results and discussion

To generate a result of data analysis for correlation and
expressive statistics, we used SPSS data analysis. This
study used Smart PLS and structural equation modeling
(SEM) to find accurate results for the structural equation,
which are commonly used when we do SEM, and con-
firmatory factor analysis (CFA). The screening process
involves descriptive statistics, correlations, normality,
multicollinearity, multivariate outliers, and missing val-
ues analysis.
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Reliability analysis

Reliability refers to the inter-item consistency of the
scales. Reliability can be measured easily with the help of
the inter-item correlation and alpha coefficients to study
the significant importance of the variables. Table 1 shows
that the reliability analysis is calculated by assessing the
importance of Cronbach's alpha coefficients. The reliabil-
ity data of this research study show the coefficient alpha
values are 0.71, 0.75, 0.95, 0.82, 0.72, and 0.75. These
values show the reliability of the data.

Correlation analysis

Table 2 shows the correlation that exists between the vari-
ables. The above correlation matrix classifies that green
human resource management has a significant positive cor-
relation with Individual green Values (r=0.61, p <0.05).
However, green human resource management has no neg-
ative correlation with any variables. Also, green human
resource management has a Positive significant correla-
tion with green employee empowerment (r=0.80, p <0.5),
environmental knowledge (r=0.82, p <0.5), organization

Table 1 Alpha reliability coefficients of all scales (N=237)

citizenship behavior environment (r=0.83, p <0.5), and
environmental performance (r=0.52, p <0.5), it shows
that green human resource management is more corre-
lated to individual green values as compared to the other
variables.

Common bias method

The common method bias (CMB) was used to explore the
significant aspects of the measure of statically and proce-
dural work described by (Podsakoff et al. 2003). The data
was collected from the employees and supervisors for pro-
cedural measures assessment. It was made clear to ensure
the confidentiality of participants who responded to the
questionnaire. The primary factor singular factor, the human
singular factor, which refers to joint common factor analysis,
was used to assess the reliability (Guide and Ketokivi 2015).
The results of factor human single tend to describe that the
variables are divided into four essential elements. The com-
mon factor analysis single-factor does not show any illustra-
tion that fits the model appropriately. In the current study, no
threat of CMB was taken related to common latent factors
(Podsakoff et al. 2003). The primary variance inflation fac-
tor refers to indicators (VIF) to assess multicollinearity. The
research by (Hair et al. 2006) describes that the value of VIF

Variables No. of items  Alpha needs to be below 5. The scores of VIF range from 1.04 to
z?;,f?- 1.67, which reflects the multicollinearity absence problem.

Green human resource management 6 0.71 Measurement model assessment
Green employee empowerment 9 0.75
Individual green values 3 0.95 The measurement model was assessed with the help of load-
Environmental knowledge 9 0.82 ing in the concurrent validity table. It includes significant
Organization citizenship behavior environ- 7 0.72 factors like composite reliability and the extract of average

ment variance extract. In Table 1, the factor loading values exceed
Environmental performance 8 0.75 the recommended matter, which is 0.60. The importance of
Table 2 Correlation matrix
Variables Green human Green Individual ~ Environmen- Organization citizen-  Environmental

resource manage- employee green tal knowl- ship behavior environ-  performance
ment empowerment  values edge ment

Green human resource management 1.000
Green employee empowerment 0.805* 1.000
Individual green values 0.611* 0.799* 1.000
Environmental knowledge 0.825%* 0.875% 0.837* 1.000
Organization citizenship behavior 0.832%* 0.921%* 0.774% 0.917* 1.000

environment
Environmental performance 0.522%* 0.621* 0.603* 0.657* 0.636* 1.000

“Denotes the significance level at 1%

]
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composite reliability has also exceeded the recommended
value of 0.70. Significant values of the average variance
extract (AVE) show that their values also exceed the recom-
mended 0.50 (Hair et al. 2016). The items below recom-
mended values of the factor loadings were deleted to have
their weights more minor than the required value (< 0.050).
Similarly, the Heterotrait-Monotriat ratio (HTMT) describes
the measurement of discriminate validity. Table 2 tends
to show the significant value cut of 0.85 major aspects
explained by (Kline 2011), which represents that in case the
values remain more minor than the 0.85.

Structural model assessment

To assess the hypothesis, the structure modeling was used
in the tourism industry after confirming the validation and
reliability of the model by evaluating model measurement.
To describe the model's relationship, the standard error path
coefficient t-values in terms of the collected data. The path
coefficient value presents how the hypothesis supports or
does not support it. The important process in Smart PLS-3
used is the bootstrapping procedure to assess the struc-
tural model's reliability in assessing moderation effects.
According to Table 3, environmental knowledge has the
significant relationship with green employee empowerment
(f=0.485, t=4.705; LL=0.299, UL =0.634) therefore
H, is supported. Besides this, Green employee empow-
erment it has positive and significant association with
organization citizenship behavior environment (§=0.492,
t=7.879; LL=0.568, UL =0.852) shows that H, is sup-
ported. However, it was found that green human resource
management is significantly associated to Green employee
empowerment (f=0.494, t=4.77; LL=0.341, UL=0.676),
therefore H; is supported. Environmental knowledge per-
forms major function of moderation between green human
resource management and green employee empowerment
(#=0.014, r=0.565; LL=0.018, UL=0.063) so it shows
H, is supported. The findings also revealed that there is a
significant relationship between organization citizenship
behavior environment and environmental performance
(B=0.96, t=103.83; LL=0.944, UL =0.973) thus Hj; is
supported. Individual green values is significantly has the

relationship with organization citizenship behavior environ-
ment (§=0.288, t=3.159; LL=0.119, UL=0.414) therefore
Hg is supported. The green employee empowerment per-
forms mediation function (f=0.342, t=3.887; LL=0.218,
UL =0.504) thus H; is supported.

Discussion and findings

The previous research paper focused on the role of green
human resource management in managing the environment
(Ren et al. 2020; Renwick et al. 2013). This research paper
aims to describe the relationship between green human
resource management and environmental performance with
the moderation role performed by environmental knowledge
and how it links mediation for green employee empower-
ment and organizational citizenship behavior environment in
the hotel industry of Pakistan. Also, through the help of SVF
theory, we explained that environmental knowledge per-
forms a moderation function between green human resource
management and green employee empowerment, and indi-
vidual green values perform a moderation function between
green employee empowerment and organization citizenship
behavior environment of employees. This research's primary
output is to investigate how green employee empowerment
performs a mediation function between two variables, green
human resource management, and organizational citizenship
behavior environment, of employees and leads to better envi-
ronmental performance. The research study describes green
employee empowerment as the significant psychological
process between the two variables of green human resource
management and organizational citizenship behavior envi-
ronment of an employee as described in the research con-
ducted in the past (Jiang et al. 2012; Renwick et al. 2013).
The study examines how environmental knowledge moder-
ates the outcome of green human resource management and
green employee empowerment and how individual green
values moderates the effect of green employee empower-
ment and organization citizenship behavior environment
on employees, leading to environmental performance. This
research explains how the core relationship between two
variables, green employee empowerment, and organizational
citizenship behavior environment, of employees becomes

Table 3 Path analysis

Hypothesis Relationships Beta S.D t value p value Decision

H, EK—> GEE 0.485 0.103 4.705 0.000 Supported
H, GEE—> OCBE 0.492 0.088 7.879 0.000 Supported
H, GHRM—> GEE 0.494 0.104 4787 0.000 Supported
H, OCBE—>EP 0.961 0.009 103.831 0.000 Supported
H; IGV—> OCBE 0.288 0.091 3.159 0.001 Supported
Hy GEE—> OCBE 0.342 0.088 3.887 0.000 Supported
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much more potent when the employees' green is high. The
theory of SVF (Edwards 1996) describes that when employ-
ees show positive behavior, it will result in the similarity
between organizational values and employees' performance.
The theory also explains the moderating roles of individ-
ual green values and environmental performance and their
influences on the different variables to describe the green
behavior of employees (Chou 2014; Dumont et al. 2017a).
The primary outcome is to describe the moderation effect of
environmental knowledge, which previous researchers and
environmental performance ignored. Also, examining the
mediation role of green employee empowerment is a posi-
tively essential part through which green human resource
management influences organization citizenship behav-
ior environment of employees and leads to environmental
performance.

Conclusion

The research study concludes that green human resource
management practices hinge as an essential antecedent of
green employee empowerment and organization citizenship
behavior environment of employees in the context of the
hotel industry of Pakistan to escalate environmental perfor-
mance. The analytical findings of this study revealed that
green human resource management has a direct relationship;
furthermore, the secondary outcome environmental recital
facilitating variables and green employee empowerment,
organization citizenship behavior environment, environmen-
tal knowledge, and individual green values. The hypothesis
of this study is based upon (AMO) and (SVF) theories or
theory that green employee empowerment, organization
citizenship behavior environment, environmental knowl-
edge, and individual green values signify the relationship
between green human resource management and ecological
performance. The analysis of the current study confirmed
that green human resource management practices directly
impact environmental performance. Additionally, green
employee empowerment, organization citizenship behav-
ior environment, environmental knowledge, and individual
green values augment ecological performance to reduce
water pollution, air emission, energy usage, and consump-
tion of risky materials that affect the environment. Finally,
the study revealed the moderating effect of individual green
values and environmental knowledge for enhanced environ-
mental performance.

* @ Springer

Implications of the study

This research study's results significantly contribute to the
human resource management literature regarding environ-
mental management. Firstly, this study shows the basis of
organizational citizenship behavior environment and the
critical relationship between green human resource man-
agement and environmental performance. In this way, the
present study contributes that the hotel's environmental per-
formance can be further improved through greening related
to human resource management. Secondly, environmental
apprehension is mandatory for pro-environmental behavior
(Han et al. 2019; Ke et al. 2022). In terms of our knowl-
edge, we have seen essential aspects of mediating the effect
of employee Green Employee Empowerment in the rela-
tionship between green human resource management and
environmental performance. Therefore, the present study
relates green human resource management to the context of
environmental performance in the hotel industry. This study
describes that when employees become anxious about the
environment, they focus more on adopting green behavior,
protecting the natural environment, and achieving environ-
mental performance. The third and important aspect is the
number of studies showing an essential link between green
employee empowerment and environmental performance
(Han et al. 2019; Stanwick and Stanwick 1998). Thus, our
research links green human resource management and envi-
ronmental performance through green employee empower-
ment in the hotel industry context. It shows by having green
employee empowerment, the employees contribute more
toward improving their performance.

Practical implications

This research study provides different practical impacts on
organizations, groups, and practitioners. In terms of empow-
ering the human resource managers, the organizations need
to involve them in green human resource management
activities because they are responsible for implementing the
organization’s core vision in the management environment.
From the perspective of employees, the organizations need
to encourage them and authorize them to freely perform the
main tasks involved in the work activity to contribute more
to the green values of the organization. Another element
is that the organizations need to provide proper training to
their employee to make them able to become aware of green
values and green conceptions in the workplace. Through the
help of this training provided to the employees, they could
further improve their skills, and they can achieve the man-
agement goals by applying the concepts of green values in
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the organization. The organization needs to appreciate the
green behavior of the employees (Dumont et al. 2017a) and
turn this behavior into activities like compensation and pay,
opportunities for promotion further inspire them to remain
involved in the green practices through which the employees
would become able to play their parts in the achievement of
the purpose of the organization.

Limitations and future directions

The study of research has some limitations that give infor-
mation to future researchers for their research. The organi-
zation of our research study was the tourism industry of
Pakistan in the area of Lahore. However, the activities of
multinational corporations result from the origin country's
effect (Ferner 1997). The research data we collected was
cross-sectional data from the tourism industry employees.
The administrators in this research have rated the organiza-
tional citizenship behavior environment of employees that
influences CMB and minimizes its effects (Podsakoff 2003).
To further assess the problem of CMB, the research study
describes the use of longitudinal activities to determine
the green behavior of employees with the help of activities
of green human resource management. In this study, our
Theoretical model describes the variable green employee
empowerment as a mediator. However, future research can
research psychological and social concepts such as organi-
zational pride as a variable (Jones 2010) and human capi-
tal and perspectives of motivation (Jiang et al. 2012). The
previous research examined the influence of green human
resource management on individual and green organizations.
Research needs to be done on the impact of green human
resource management on non-green behavior and the atti-
tudes that need to be examined. It is a suggestion for the
future researcher to research by describing how green human
resource management influences the non-green effects in the
light of behavior and attitudes. Exploring these studies will
help increase the knowledge and contribute significantly to
the outcome of the green employee organization.
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