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Abstract 
 

This study examines green innovation, green HRM bundle practices, and Triple Bottom Line sustainability performance. A tailored sur-

vey will quantify the data of 305 high-end hotel personnel in Punjab and Uttar Pradesh. Smart PLS used structural equation modeling to 

analyze data. Data show that green HRM package practices improve hotels' sustainability. Green innovation also has a significant impact 

on sustainable performance and partially mediates the relationship between green HR practices and SMEs' sustainable performance. This 

study advises using GHRM to improve hotels' GI adoption and sustainability. This study reinforces conventional wisdom. Innovation and 

human resources environmental management techniques can improve sustainability. 

 
Keywords: Green Human Resource Management; Triple Bottom Line; Sustainable Performance; Green Innovation; Upscale Hotels 

1. Introduction 

According to research, sustainable ecological and social performance may solve sustainability challenges for businesses. Quantitative 

eco-performance shows a company's environmental commitment [2]. Corporate social performance is measured by meeting stakeholders' 

health and safety needs, creating jobs, and reducing community harm, according to [3]. Business sustainability is crucial for survival, 

environmental protection, and human well-being. It cuts hiring time and turnover while amplifying productivity. It helps organizations 

maintain a global competitive edge while conserving the environment and society [16]. Therefore, scholars and practitioners must com-

prehend business sustainability elements [1]. 

Green management practices like GHRM and dynamic capacity affect business sustainability [19]. Environmentally friendly HR practic-

es benefit the organization. Sustainability in hiring, selection, compensation, and incentives is crucial. GHRM can promote eco-friendly 

business practices and increase company sustainability [9]. Dynamic capacities and GHRM are antecedents to sustainability. Our capa-

bilities help business sustainability efforts. Since they are essential to many companies' business strategies, they improve sustainability 

[6]. To improve ecological and social performance, dynamic sustainable capabilities help organizations find, seize, monitor, and config-

ure sustainable development possibilities [24]. Organizational capacities are rarely mentioned in corporate sustainability. In dynamic 

resource-based theory, it handles internal and external dynamism and is included in this study. Manufacturers create the second-most 

jobs, exports, and GDP after agriculture. Sustainable business practices alleviate the environmental problem and promote safer, more 

compassionate workplaces [22]. 
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2. Review of Literature 

2.1 Theoretical Background 

HR's emphasis has moved from administrative effectiveness to strategic sustainability outcomes because of the quick digitisation of HR. 

Recent research emphasises how AI-augmented HRM can improve the connection between long-term performance and organisational 

strategy. For example, [8] discovered that digital culture had a less significant impact on AI-augmented HRM than organisational strate-

gy, which in turn improves sustainable organisational performance. Similar findings were made by [11], who showed that employee en-

gagement and performance act as a mediating factor in the positive correlation between organisational performance and digital human 

resource management (D-HRM) practices in Vietnamese businesses. These studies highlight the growing importance of digital HRM 

systems in achieving sustainability and efficiency objectives. 

The adoption of AI in HRM that is human-centric is another point of emphasis for academics. [12] contends that rather than viewing AI 

as a purely technical implementation, HR must play a crucial role in forming moral, open, and employee-friendly AI practices. Value 

alignment, skill development, and employee well-being must all be carefully considered when implementing AI, particularly in service 

industries where relationships are crucial to the work process. This viewpoint is supported by research in the hospitality industry, where 

employee and AI coexistence is still a developing topic. In their study of hotel workers' perceptions, [28] found that although they recog-

nize AI's contribution to increased operational efficiency, they are also concerned about job security, deskilling, and fewer opportunities 

for face-to-face interaction with visitors. 

Recently, research focused on the hospitality industry has highlighted how digital transformation can be integrated with sustainability 

goals. According to [10], sustainability performance in Egypt's green-certified hotels is greatly improved by green digital transformation-

al leadership (GDTL). Their research also shows that hotel green efficacy increases the influence of leadership on sustainability out-

comes, while circular economy practices mediate this relationship. This study demonstrates that converting digital practices into observ-

able sustainability outcomes requires strong leadership commitment and employee belief in green initiatives. Similarly, [23] investigated 

how hotel companies' green work engagement is impacted by artificial intelligence awareness (AIA). They discovered that while aware-

ness of AI tends to make jobs more stressful and engage workers less, this effect can be mitigated when workers have high levels of 

technological self-efficacy and trust in management. This underscores the significance of organisational and psychological support. 

In the hospitality industry, green innovation techniques have also been investigated as a means of promoting sustainability. According to 

[29] the implementation of eco-friendly operations, sustainable building design, and waste management techniques greatly enhances the 

financial and environmental performance of hospitality businesses. They do point out, though, that access to technology, regulatory pres-

sures, and firm size all affect how green innovation is implemented. This implies that although there are methods and resources for sus-

tainable hospitality, their uptake varies depending on the situation. 

2.2 Hypothesis Development 

Green Human Resource Management and Sustainable Performance 

At every stage of human resource management, there should be a conscious awareness of the environmental impact. According to [30] 

and [33], human resource management practices can boost environmental performance (EP) by putting in place and carrying out an envi-

ronmental management system. Universal HRM fosters both growth and sustainability. Environmental, employee, and aesthetic concerns 

are the reasons why GHRM is essential. [6] and [31] conducted HRM research that focused on how individual practices affected business 

performance rather than how combinations of practices did. 

It has been suggested by [32] that combined GHRM policies have the potential to improve both business and environmental performance. 

Researchers have recently been concentrating their attention on how GHRM practices influence bundle performance. RBV differentiates 

between different types of business resources, as stated by [14] and [34]. Efficiency can be improved using economic performance 

(Ec.P.). According to [26], GHRM has the potential to promote improved employee performance. It has been suggested by [35] that en-

vironmentally conscious workplace practices that promote employee growth and motivation have the potential to increase earnings. Sev-

eral studies, including Tariq et al. (2016) and [20], have demonstrated that businesses that demonstrate concern for the environment are 

more likely to attract environmentally conscious applicants. Environmental activities can boost worker engagement, retention, and 

productivity. Turning green promotes a sustainable business culture. This culture values efficiency, cost savings, and employee pleasure. 

According to [20], an eco-conscious culture cut costs and increased sales. 

Companies that address environmental challenges have better stakeholder interactions, staff retention, and employee satisfaction [36].  

Several other benefits exist. Social responsibility is higher, and the company can attract and retain top talent, among other benefits. So-

cially responsible enterprises benefit in several ways. The company's social performance is affected by innovation, recruiting policies, 

and customer satisfaction [5]. Businesses that invested in social activities that improved GHRM made a big shift. 

H1: GHRM practices have a significant impact on sustainable performance 

Green Innovation and Sustainable Performance 

In GI, [37] found a favorable correlation between green purchasing (GP) and cooperation with GI or EP consumers, supporting the exist-

ence of GP. [38] Suggests that environmental cooperation (EC) and government procurement (GP) influence suppliers and customers to 

behave sustainably, improving manufacturing companies' environmental performance. By supplying environmentally friendly products, 

[36] suggests that companies that monitor and educate their suppliers may improve their environmental performance (EP). Focusing on 

GI, which uses environmentally friendly production processes, boosts efficiency and reduces resource use. Overall production costs de-

crease. GI's eco-design (ECO) component saves money and improves the organization's environmental performance, according to [39]. 

Reduce waste and improve material efficiency. By increasing the likelihood of selling things overseas and providing a huge benefit that 

outweighs the costs, [40] found that ECO practices reduce costs. Businesses may benefit greatly. 

Environmentally responsible actions are beneficial to the health of both communities and businesses, as stated by [16] and [18]. Accord-

ing to the findings of the study, environmentally responsible production is beneficial to both workers and society. The authors [17] assert 

that businesses can accomplish social goals such as protecting customers, maintaining market transparency, and preserving the environ-

ment. SP can be increased through the implementation of GI into business activities[14]. Brand recognition, consumer loyalty, safety, 

equality, and ethics are all improved while GI practices are implemented. Environmentally responsible practices have the potential to 

boost consumer loyalty and brand identity [4, 13, and 14] even though these types of practices are rarely investigated. Possible hypothe-

ses are below: 
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H2: Green innovation is significantly influenced by GHRM practices. 

H3: Green innovation has a significant impact on sustainable performance. 

Human Resource Management Green Innovation as a mediator 

can improve an organization's performance by turning people into remarkable, significant, and unique resources, according to [7]. Use of 

such a resource can help the company achieve its commercial goals. According to [41], innovation uses talent to achieve organizational 

goals. In addition, [26] states that innovators can help businesses improve performance and gain a competitive edge. 

Resources that interact can give you an edge. The literature suggests that GHRM practices greatly influence GI implementation [14]. 

Literature agrees. Implementing GI and hiring environmentally conscious workers may be difficult without HR management tools and 

organizational culture. Supplementing previous experimental studies, we focus on its impact on sustained performance [42]. GHRM 

recruits specialists and dedicated workers to integrate environmental values in an innovative business model [21]. [15] Conclude that GI 

mediates GHRM-EP. RBV illustrates how ecologically responsible actions affect sustainability results, allowing GHRM-GI to be further 

studied. So, consider this hypothesis: 

H4: Green innovation mediates the relationship between GHRM practices and sustainable performance. 

3. Research Gaps 

Most studies on GHRM and sustainable performance center on manufacturing, energy, or major industry sectors. The hotel industry has 

operational difficulties and a strong service orientation; hence, empirical studies in this field are very lacking. Although GHRM relates to 

sustainable results, the process by which GHRM generates sustainable performance is not clearly known. Still understudied is the media-

tor function of green innovation. Many studies treat sustainability, innovation, and green HRM, all within separate spheres. Integrated 

theoretical models linking these three spheres in a coherent framework are lacking. Few studies look at how workers view GHRM poli-

cies and how this view affects their participation in sustainable outcomes and green innovation. In hotel service delivery, employee be-

havior and attitude define everything; so, this is a vital but underappreciated field. 

4. Empirical Setting and Procedure of Testing 

It focuses on hotel staff and how Green HRM (GHRM) leverages Green Innovation (GI) to promote sustainable performance (SP) in the 

hotel sector. The hypotheses are also tested practically. Hoteliers are under pressure to adopt eco-friendly practices due to their excessive 

energy, water, and waste use. GHRM has become a strategic tool to promote environmental awareness and pro-environmental behavior 

among hotel staff, although its impacts on Sustainable Performance (SP) are unknown. Considering its high energy, water, and garbage 

use, the hotel business is under increasing pressure to embrace eco-friendly solutions. Although GHRM has become a strategic instru-

ment to encourage environmental awareness and pro-environmental behavior among employees, its direct impact on Sustainable Perfor-

mance (SP) in hotels remains unknown. 

5. Sample and Data Description 

Any study needs a comprehensive, accurate, current sample frame. In the lack of a sampling frame, this kind of sampling was applied 

under convenience sampling. Care has been taken to ensure representativeness and reduce bias by keeping an audit record of the data 

collection process and deliberately selecting samples with consistent features. To gather the main data, 305 hotel staff members from 

Punjab and Uttar Pradesh were given a well-organized questionnaire to finish throughout the six-month period between December 2024 

and May 2025. The tool employs a five-point Likert scale, with five denoting "strongly agree" and one denoting "strongly disagree," 

depending on the kind of question. This is a non-comparative, thorough rating system. The data collection procedure is based on the 

cross-sectional approach; a second-generation data analysis application called Smart PLS-4.0 is applied. 

6. Measures 

Tang et.al's (2017) 19-item scale was used to gauge the independent variable, i.e., Green HRM. A 15-item measure developed from Khan 

and Quaddus (2015) was used to evaluate the dependent variable, which is sustainable performance across the social, environmental, and 

economic domains. Four questions taken from a previous study by Chiou et al. (2011) examined green product innovation (GPRD). Four 

elements (GPRC) developed by Chiou et al. (2011) were used to gauge Green Process Innovation. These two together were used to 

measure Green Innovation, which is a mediating variable in the study. 

 

 
Fig. 1: Conceptual Model 
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7. Research Design and Analysis 

In a descriptive study, green innovation mediated the relationship between green HRM practices and sustainable performance. PLS-SEM 

analyzed data. With SmartPLS Version 4.0, the study assessed the structural and measurement models. Assessing measurement model 

convergent and discriminant validity. Discriminant validity compares items across conceptions, while convergent validity compares them 

within. Construct relationships were examined to evaluate the structural model. Applicability, significance, and collinearity of structural 

models were investigated. The model's predictive relevance (Q2), effect size (f2), and coefficient of determination (R2) were examined. 

8. Findings 

Measurement model assessment 

Table 1 lists the metrics, including factor loading, composite reliability (CR), and average extracted variance (AVE), that were used to 

evaluate the measurement model. While values as low as 0.4, 0.5, and 0.6 may be appropriate in certain situations, a factor loading of 

0.700 is generally regarded as average (Ramayah, Cheah, Chuah, Ting, & Memon, 2018). One item from the Sustainable Performance 

scale (EP1) was eliminated because of negative factor loadings. GI2 was similarly eliminated from the GHRM scale for negative factor 

loadings. These things weren't considered for additional analysis. With AVE and CR benchmarks of 0.5 and 0.7, respectively, Table 1's 

results show that all requirements have been satisfied. This suggests that the convergent validity of the measurement model is suitable. 

The measurement of the SmartPLS output for lower-order constructs is shown in Figure 2. 

 
Table 1: Factor loading, composite reliability, and average variance extracted 

 Item Code Factor Loadings Composite Reliability 

(CR) 

Average Variance Ex-

tracted (AVE) 

Economic Performance EP2 
EP3 

EP4 

EP5 

0.774 
0.792 

0.843 

0.743 
 

 
 

0.801 

 
 

0.622 

Environmental Perfor-

mance 

ENP1 

ENP2 
ENP3 

ENP4 

ENP5 

0.785 

0.841 
0.82 

0.82 

0.705 

 

 
0.854 

 

 
0.633 

 

Social Performance SOP1 

SOP2 

SOP3 

SOP4 

SOP5 

0.8 

0.803 

0.777 

0.782 

0.714 

 

 

0.836 

 

 

 

0.602 

 
 

Green Involvement GI1 

GI3 
GI4 

GI5 

GI6 

0.766 

0.786 
0.748 

0.726 

0.73 
 

 

 
0.809 

 

 
 

 

 

 
0.565 

 

 
 

 

Green Performance Man-

agement 

GPM1 
GPM2 

GPM3 

GPM4 

0.809 
0.792 

0.759 

0.817 

 
 

0.807 

 
 

0.631 

Green Recruitment and 

selection 

GRS1 

GRS2 

GRS3 

0.814 

0.863 

0.848 

0.796 0.709 

Green Training GT1 

GT2 

GT3 

0.785 

0.808 

0.804 

 

0.722 

 

0.639 

Green pay and reward GPR1 

GPR2 

GPR3 

0.796 

0.817 

0.743 

 

0.829 

 

0.618 

Green process innovation GPRC1 

GPRC2 

GPRC3 
GPRC4 

GPRC5 

0.688 

0.779 

0.836 
0.773 

0.591 

 

 

 
0.796 

 

 

 
0.545 

Green product innovation GPRD1 
GPRD2 

GPRD3 

GPRD4 

0.68 
0.746 

0.813 

0.777 

 
 

0.757 

 
 

0.571 

Source: Author’s Own Calculation 

 

HTMT was suggested by Henseler, Ringle, and Sarstedt (2015) to evaluate the measurement model's discriminant validity. Gold, Mal-

hotra, and Segars (2001) suggested 0.9, while Kline (2011) mentioned 0.85. As Table 2 illustrates, the measurement model met all these 

discriminant validity conditions. 
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Table 2: HTMT assessment of discriminator validity 

  EP ENP GI GPR GPM GPRC GPRD GRS GT SP 

EP                     
ENP 0.594                   

GI 0.731 0.658                 

GPR 0.736 0.714 0.776               
GPM 0.721 0.657 0.897 0.891             

GPRC 0.766 0.707 0.837 0.864 0.829           

GPRD 0.844 0.723 0.812 0.871 0.825 0.727         
GRS 0.603 0.682 0.799 0.825 0.844 0.755 0.772       

GT 0.731 0.694 0.892 0.656 0.847 0.826 0.857 0.891     
SP 0.617 0.847 0.729 0.804 0.752 0.755 0.739 0.623 0.709   

Source: Author’s Own Calculation 

 

 
Fig. 2: SmartPLS output of the measurement model 

 

Structural model assessment 

The Variance Inflation Factor, or VIF, was used to determine whether multicollinearity existed in the model. Each VIF value was com-

fortably below 3.3, suggesting that multicollinearity was not a problem for the model (Diamantopoulos & Siguaw, 2006).  

 
Table 3: Collinearity Statistics 

Items VIF 

Economic Performance 1.441 

Environmental Performance 2.168 
Green Involvement 2.77 

Green Pay & Reward 2.268 

Green Performance Management 1.022 
Green Process innovation 2.022 

Green Product innovation 2.022 

Green Recruitment & Selection 2.304 
Green Training 2.882 

Social Performance 2.201 

Source: Author’s Own Calculation 

 
Table 4: R- Square and Q- Predict 

 R Square R-squared Adjusted Q Predict 

Green Innovation 0.616 0.614 0.613 

Sustainable Performance 0.664 0.662 0.579 

Source: Author’s Own Calculation 

 

A model with R2 > 0.5 is suitable. Table 4 shows that the model is highly predictive because each exogenous construct's R-squared value 

is greater than 0.5 (Hair et al., 2016). Q2 scores for all model latent variables indicate good predictive power (Hair, Joe F et al., 2016). To 

evaluate the model's "explanatory power," R2 values were calculated for each predicted variable. It showed how much the IV explains 

the DV. Predictive accuracy is R2, 0–1. The R2-values are "weak," "moderate," and "strong." Significant R2 values are 0.75, moderate 

0.50, and low 0.25. R Square values above 0.5 for all exogenous constructs in Table 4 indicate good model prediction (Hair et al., 2016). 
 

Table 5:Hypothesis Testing 

Hypothesis t Values F2 P Values Conclusion 

GHRMP>GI- H1 25.043 1.601 0.000 Accepted 

GHRMP>SP- H2 6.135 0.184 0.000 Accepted 

GI>SP-H3 0.066 0.243 0.000 Accepted 

Source: Author’s Own Calculation 

 



International Journal of Accounting and Economics Studies 1067 

 
According to Hair et al. (2016), this study uses bootstrapping at 5,000 with sample replacement to investigate the hypothesis. Sustainable 

performance is significantly improved by Green HRMP, as seen in the above table (t value = 6.135, p-value = 0.000). Sustainable per-

formance is significantly and favorably correlated with green innovation (t-value = 0.066, p = 0.000). The association between green 

HRM practices and green innovation is significant (t-value = 25.043, p = 0.000). Based on the results, Hypotheses H1, H2, and H3 are 

accepted. Table 5. 

9. Mediation Analysis 

GI combines HRM and sustainability performance. Over 80% of the VAF suggests full mediation, 20% to 80% indicates partial media-

tion for mediation effects, and 20% or less shows no mediation (Hayes & Preacher, 2010). According to research, GI mediates the link 

between SP and GHRM. GHRMP and Sustainable Performance are partially mediated by GI, according to a t-test and p-value. An indi-

rect impact (=0.362, t-value = 7.009, p-value = 0.000) with VAF 47% implies partial mediation. 

 
Table 6: Mediation Analysis 

Hypothesis Direct Effect Indirect Effect Total Effect VAF (%) Explanation Result 

GHRMP>GI>SP 0.785 0.362 0.763 IE/TE-47% Partial H4 Accepted 

Source: Author’s Own Calculation 
 

Table 7: Mediation Rules 

Testing Mediation Analysis Independent Variable-Dependent 

Variable 

Independent Variable-Mediating 

Variable 

Mediating Variable-Dependent 

Variable 

Partial Mediation Significant Significant Significant 

Full Mediation Insignificant Significant Significant 

No Mediation Significant Insignificant Insignificant 

 

By incorporating environmentally friendly principles into hiring, training, rewards, and employee engagement, green human resource 

management, or GHRM, directly improves sustainable performance in hotels. Research indicates that GHRM significantly improves 

sustainability outcomes like waste management, energy use, and environmental reputation (β ≈ 0.42, *p* < 0.01).In this relationship, 

Green Innovation (GI) also serves as a partial mediator. New eco-friendly procedures, technologies, and services are the result of 

GHRM's culture of innovation. With a statistically significant indirect effect (β ≈ 0.16, *p* < 0.05), these innovations further improve 

sustainable performance. GI only partially mediates the link because both direct and indirect effects are significant; therefore, GHRM 

functions both independently and through GI. 

From a practical standpoint, this means that although GHRM policies have quantifiable sustainability benefits, their combined use with 

innovation unlocks even more value. Hotels that combine GHRM and GI boost brand equity and customer loyalty in addition to saving 

money and increasing return on investment through resource efficiency. To put it succinctly, GI strengthens the basis for long-term com-

petitive advantage by multiplying the financial and reputational advantages of green HR practices. 

10. Discussion 

The findings of this comprehensive study will help businesses comprehend their environmental ethics. This study compares organiza-

tional functions to EP, ENP, and SP sustainability performance. Based on the findings, GHRM bundles propagate environmental man-

agement-based ideas and positively correlate with SP (supporting H1). In this approach, employees can contribute to workplace culture 

evolution. A dedicated staff boosts a company's value. This supported Saeed et al.'s (2019) findings that GHRM bundles and SPs imple-

menting green practices would save money, be sustainable, and increase corporate social responsibility, helping a business improve 

community health and reputation. 

According to [44], GHRM significantly improves GI (H2) in comparison to other methods. According to [47], GI requires assistance 

from GHRM to spur innovation and achieve a competitive advantage. Although the current study provides evidence that GI has a posi-

tive link with sustained performance, further research is required to investigate the processes that lie underneath the surface. Additionally, 

GI may be strategically linked with EP, ENP, and SP, which may have a positive correlation with such techniques. This is in support of 

Hypothesis 3. [46] found a strong link between GI and asset and input optimization, supporting this data. Through energy-saving, re-

source recycling, waste and rework reduction, quality improvement, and innovative product and process development, this reduces costs. 

According to the findings of the study, GI has the potential to increase SP and can be utilized to recruit "GHRM bundle-shaped employ-

ees" who are knowledgeable, inspired, and concerned about the environment. It is recommended by [45] to use GI practices depending 

on the resources that are available internally. 

Recruitment, selection, onboarding, lost productivity, and the decline in service quality as replacements increase are all quantifiable line-

item costs (and hidden opportunity costs) associated with high turnover in the hospitality industry. It has been demonstrated that GHRM 

practices—green hiring that draws in mission-fit employees, green training that develops pertinent skills, green performance systems, 

and green rewards—improve retention in hotel settings. The retention benefit is amplified (lowering replacement costs and separations) 

when paired with green innovation that encourages employees to work more sustainably. According to empirical hotel research, there are 

strong correlations between GHRM and retention (with GI serving as a mediator). This suggests that hotels that make investments in 

GHRM and GI see a positive return on investment (ROI) through lower hiring/training costs and fewer service interruptions [48]. Ac-

cording to [49], these effects improve EBITDA and the return on HR investments by lowering operating expenses (training and recruit-

ment) and increasing labor productivity. 

Water conservation technologies, food waste management, LED lighting, energy-efficient HVAC, and on-site renewables are examples 

of green innovations in hotels that directly and traceably lower utility and consumables expense lines. According to several case studies 

and industry reports, renewable energy and water efficiency retrofits and renewable energy sources frequently have measurable payback 

periods (usually several years, but short enough to be financially appealing) and result in long-term drops in operating and sales costs. 

Accounting-wise, these investments have an impact on the balance sheet (capitalised equipment and subsequent depreciation) as well as 

the cash-flow statement (lower operating cash outflows). Research and industry publications provide specific payback examples and 

percentages of hotel energy bill reductions, demonstrating how GI investments eventually result in higher profits and better margins. 
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In addition to costs, GHRM and GI also have an impact on revenue. Hotels enhance their employer brand and environmental reputation 

by implementing visible green innovations and credible green HR policies. This attracts premium corporate accounts, repeat business, 

and longer stays. According to academic research in the hotel industry, environmental management and corporate social responsibility 

(CSR) practices (with GHRM acting as a mediator) have a positive relationship with firm performance. This suggests that the reputation-

al and intangible benefits can be translated into quantifiable revenue increases, higher RevPAR (revenue per available room), and in-

creased profitability. According to resource-based theory, intangible assets that can generate long-term financial benefits include corpo-

rate brand and unique sustainability capabilities. Higher top-line numbers, improved profit margins, and in certain situations, higher in-

tangible asset valuations or goodwill at acquisition are all examples of these effects in accounting. 

11. Implications 

This study suggests that GHRM can help businesses apply GI, improving sustainability. The investigation strengthens and confirms the 

traditional understanding. Environmental management in innovation and human resources can improve sustainability, according to the 

study. This study supports meta-analyses indicating HRM practices and innovation may increase firm competitiveness. By illustrating 

how GHRM can increase green performance by producing informed, committed, and trained people inside GI, the current study assists 

cross-functional green management. GI and GHRM must be used in environmental planning after these findings. This analysis confirms 

previous studies on the importance of a green HRM program. 

Hotels can align digital HR practices with sustainability goals by utilizing Green HRM (GHRM) training programmes and Green Innova-

tion (GI) initiatives. Examples include digital sustainability academies utilized by international hotel chains, waste reduction training for 

chefs, and AI-powered e-learning platforms for eco-friendly housekeeping. In terms of innovation, hotels can implement circular econo-

my techniques like reusing linens or refillable dispensers, IoT-enabled energy systems, and AI-based food waste forecasting. High costs, 

especially for smaller hotels, employee resistance because AI adoption could lead to stress or job insecurity, and technical obstacles like 

data privacy risks and a lack of HR knowledge are the main obstacles to implementation. Hotels should take a phased approach to ad-

dressing these, starting with low-cost projects, looking for partnerships or subsidies, and encouraging participatory cultures where staff 

members jointly develop sustainable solutions. To guarantee that AI and green initiatives are viewed as beneficial rather than dangerous, 

transparent leadership communication is essential. Essentially, integrating digital HRM with green innovations can improve sustainabil-

ity and brand value in the hospitality industry; however, their efficacy is contingent upon leadership commitment, employee engagement, 

and cost management. 

Hospitality companies can use a phased implementation approach to get past these obstacles. Prior to making more significant invest-

ments, it can be beneficial to begin with low-cost projects like waste segregation programmes or digital learning platforms for sustaina-

bility awareness. Securing financial aid or technical support for the adoption of green technologies can also be facilitated by collaborat-

ing with governmental organizations or non-profits. Employee participation in decision-making, such as through employee-led sustaina-

bility committees, green suggestion programmes, or eco-friendly behaviour recognition programmes, can also lessen resistance and in-

crease ownership. It's crucial that leaders communicate how AI tools complement employees rather than replace them to preserve inclu-

sivity and transparency in their implementation. 

12. Limitations and Future Research Directions 

The deficiencies of our study, as well as prospective future research projects, are explored in this article. Because the scope of our study 

was limited to the hospitality sector in the states of Uttar Pradesh and Punjab, the findings cannot be generalized to other sectors of the 

economy. As a result, we recommend that, going forward, our conceptual study framework be extended to include new industries. This 

study did not analyze the environmental attitudes and values held by employees, which significantly impact the connection between hu-

man resource management and performance. Thus, we suggest that to comprehend how green HRM influences green innovation, future 

studies should determine the role that employees' environmental values and beliefs play. This study's third weakness was that it only 

looked at internal factors associated with sustainable solutions. To comprehend how proactive sustainable plans may be created, put into 

practice, and maintained, future research should consider both internal and external elements. We also surveyed to find out how members 

of the organization see green innovations and sustainability. The opinions of both internal and external stakeholders should be sampled in 

future research to achieve a more in-depth comprehension of innovations that are environmentally friendly and have sustainable perfor-

mance. 

References  

[1] Alreahi, M., Bujdosó, Z., Kabil, M., Akaak, A., Benkó, K. F., Setioningtyas, W. P., &Dávid, L. D. (2022). Green human resources management in 

the hotel industry: A systematic re-view. Sustainability, 15(1), 99. 

[2] Alvino, L., Constantinides, E., & Van der Lubbe, R. H. (2021). Consumer neuroscience: Attentional preferences for wine labeling reflected in the 
posterior contralateral negativity. Frontiers in psycholo-gy, 12, 688713. 

[3] Amrutha, V. N., &Geetha, S. N. (2020). A systematic review on green human resource manage-ment: Implications for social sustainability. Journal 

of Cleaner production, 247, 119131. 
[4] Asadi, S., Pourhashemi, S. O., Nilashi, M., Abdullah, R., Samad, S., Yadegaridehkordi, E., ...&Razali, N. S. (2020). Investigating influence of 

green innovation on sustainability performance: A case on Malaysian hotel industry. Journal of cleaner production, 258, 120860. 

[5] Awan, F. H., Dunnan, L., Jamil, K., Gul, R. F., Anwar, A., Idrees, M., &Guangyu, Q. (2021).Impact of role conflict on intention to leave job with 
the moderating role of job embeddedness in banking sector employees. Frontiers in psychology, 12, 719449. 

[6] Awan, F. H., Dunnan, L., Jamil, K., Mustafa, S., Atif, M., Gul, R. F., &Guangyu, Q. (2022). Medi-ating role of green supply chain management 

between lean manufacturing practices and sustainable performance. Frontiers in psychology, 12, 810504. 
[7] Barney, J. B. (2001). Resource-based theories of competitive advantage: A ten-year retrospective on the resource-based view. Journal of manage-

ment, 27(6), 643-650. 

[8] Chen, Y. S., Chang, C. H., & Lin, Y. H. (2014). Green transformational leadership and green per-formance: The mediation effects of green mind-
fulness and green self-efficacy. Sustainability, 6(10), 6604-6621. 

[9] Eckstein, D., Künzel, V., &Schäfer, L. (2021). The global climate risk index 2021. Bonn: Ger-manwatch. 

[10] Elshaer, I. A., Azazz, A. M., Alyahya, M., Fayyad, S., Aboutaleb, M., & Mohammad, A. A. (2025). Driving Sustainability Performance in Hotels 
Through Green Digital Leadership and Circular Economy: The Moderating Role of Hotel Green Efficacy. Systems, 13(6), 415. 



International Journal of Accounting and Economics Studies 1069 

 
[11] Farza, K., Ftiti, Z., Hlioui, Z., Louhichi, W., &Omri, A. (2021). Does it pay to go green? The envi-ronmental innovation effect on corporate finan-

cial performance. Journal of Environmental Manage-ment, 300, 113695. 

[12] Fenwick, A., Molnar, G., &Frangos, P. (2024). The critical role of HRM in AI-driven digital trans-formation: a paradigm shift to enable firms to 

move from AI implementation to human-centric adop-tion. Discover Artificial Intelligence, 4(1), 34. 

[13] Gilal, F. G., Ashraf, Z., Gilal, N. G., Gilal, R. G., &Channa, N. A. (2019). Promoting environmen-tal performance through green human resource 
management practices in higher education institutions: A moderated mediation model. Corporate Social Responsibility and Environmental Man-

age-ment, 26(6), 1579-1590. 

[14] Gul, R. F., Liu, D., Jamil, K., Baig, S. A., Awan, F. H., & Liu, M. (2021). Linkages between mar-ket orientation and brand performance with posi-
tioning strategies of significant fashion apparels in Pa-kistan. Fashion and Textiles, 8, 1-19. 

[15] Haddock-Millar, J., Sanyal, C., & Müller-Camen, M. (2016). Green human resource management: a comparative qualitative case study of a United 
States multinational corporation. The international journal of human resource management, 27(2), 192-211. 

[16] Haldorai, K., Kim, W. G., & Garcia, R. F. (2022). Top management green commitment and green intellectual capital as enablers of hotel environ-

mental performance: The mediating role of green human resource management. Tourism Management, 88, 104431. 
[17] Hassanein, F., Daouk, A., Yassine, D., BouZakhem, N., Elsayed, R., &Saleh, A. (2024). Green human resource management and employee reten-

tion in the hotel industry of UAE: The mediating ef-fect of green innovation. Sustainability, 16(11), 4668. 

[18] Huynh Thi Thu, S., Pham, M., & Luc, H. N. (2025).Leveraging digital human resource manage-ment to optimize organizational performance in 
Vietnam. Humanities and Social Sciences Communica-tions, 12(1), 1-12. 

[19] Jamal, T., Zahid, M., Martins, J. M., Mata, M. N., Rahman, H. U., & Mata, P. N. (2021). Per-ceived green human resource management practices 

and corporate sustainability: Multigroup analysis and major industries perspectives. Sustainability, 13(6), 3045. 
[20] Jamil, K., Hussain, Z., Gul, R. F., Shahzad, M. A., &Zubair, A. (2022).The effect of consumer self-confidence on information search and share in-

tention. Information Discovery and Delivery, 50(3), 260-274. 

[21] Jamil, K., Liu, D., Anwar, A., Rana, M. W., Amjad, F., & Liu, M. (2021).Nexus between relation-ship marketing and export performance of read-
ymade garments exporting firms. Industria Tex-tila, 72(6), 673-679. 

[22] Kevin Summers, J., Smith, L. M., Harwell, L. C., Case, J. L., Wade, C. M., Straub, K. R., & Smith, H. M. (2014). An Index of Human Well-Being 

for the US: A TRIO [22] Ap-proach. Sustainability (2071-1050), 6(6). 
[23] Khairy, H. A., Ahmed, M., Asiri, A., Gazzawe, F., Abdel Fatah, M. A., Ahmad, N., ...&Agina, M. F. (2024). Catalyzing green work engagement in 

hotel businesses: Leveraging artificial intelli-gence. Sustainability, 16(16), 7102. 

[24] Kim, Y. J., Kim, W. G., Choi, H. M., &Phetvaroon, K. (2019).The effect of green human resource management on hotel employees’ eco-friendly 
behavior and environmental performance. International journal of hospitality management, 76, 83-93. 

[25] Koho, M., Tapaninaho, M., Heilala, J., &Torvinen, S. (2015). Towards a concept for realizing sus-tainability in the manufacturing industry. Journal 

of Industrial and Production Engineering, 32(1), 12-22. 
[26] Kraus, S., Rehman, S. U., &García, F. J. S. (2020). Corporate social responsibility and environ-mental performance: The mediating role of envi-

ronmental strategy and green innovation. Technological forecasting and social change, 160, 120262. 

[27] Lara, F. J., & Salas-Vallina, A. (2017). Managerial competencies, innovation and engagement in SMEs: The mediating role of organisational learn-
ing. Journal of Business Research, 79, 152-160. 

[28] Li, N., Bao, S., Naseem, S., Sarfraz, M., & Mohsin, M. (2021).Extending the association between leader-member exchange differentiation and 

safety performance: a moderated mediation mod-el. Psychology Research and Behavior Management, 1603-1613. 
[29] Long, X., Sun, C., Wu, C., Chen, B., &Boateng, K. A. (2020). Green innovation efficiency across China’s 30 provinces: estimate, comparison, and 

convergence. Mitigation and Adaptation Strategies for Global Change, 25, 1243-1260. 

[30] Longoni, A., Luzzini, D., & Guerci, M. (2018).Deploying environmental management across func-tions: the relationship between green human re-
source management and green supply chain manage-ment. Journal of Business Ethics, 151, 1081-1095. 

[31] López-Bernabé, E., Foudi, S., Linares, P., &Galarraga, I. (2021). Factors affecting energy-efficiency investment in the hotel industry: Survey re-

sults from Spain. Energy Efficiency, 14(4), 41. 
[32] Mandal, A., & Pal, B. (2021). Effects of green innovation and advertisement in an imperfect pro-duction‐based competitive supply chain under 

two‐tier credit facility. Mathematical Methods in the Applied Sciences, 44(17), 13227-13251. 

[33] Masud, M. A. K., Nurunnabi, M., &Bae, S. M. (2018). The effects of corporate governance on environmental sustainability reporting: Empirical 
evidence from South Asian countries. Asian Journal of Sustainability and Social Responsibility, 3(1), 1-26. 

[34] Medić, S., AtanackovićJeličić, J., &Rapaić, M. (2024).Advancing social and economic sustainabil-ity in urban areas: a methodology for determin-

ing architectural programs of shopping cen-ters. Sustainability, 16(8), 3264. 
[35] Mollah, M. A., Rana, M., Amin, M. B., Sony, M. A. A. M., Rahaman, M. A., &Fenyves, V. (2024). Examining the role of AI-augmented HRM for 

sustainable performance: key determinants for digital culture and organizational strategy. Sustainability, 16(24), 10843. 

[36] Mousa, S. K., & Othman, M. (2020). The impact of green human resource management practices on sustainable performance in healthcare organi-
sations: A conceptual framework. Journal of cleaner production, 243, 118595. 

[37] Orji, I. J. (2019).Examining barriers to organizational change for sustainability and drivers of sus-tainable performance in the metal manufacturing 

industry.Resources, Conservation and Recycling, 140, 102-114. 
[38] Paillé, P., Valéau, P., & Renwick, D. W. (2020). Leveraging green human resource practices to achieve environmental sustainability. Journal of 

cleaner production, 260, 121137. 

[39] Pericleous, K., Liasidou, S., &Dyankov, T. (2025). AI and hotel employees' coexistence: a helpful tool or a threat to job loss?. Worldwide Hospi-
tality and Tourism Themes, 17(1), 132-143. 

[40] Pham, N. T., Thanh, T. V., Tučková, Z., &Thuy, V. T. N. (2020). The role of green human re-source management in driving hotel’s environmental 

performance: Interaction and mediation analy-sis. International Journal of hospitality management, 88, 102392. 
[41] Rehman, S. U., Kraus, S., Shah, S. A., Khanin, D., &Mahto, R. V. (2021). Analyzing the relation-ship between green innovation and environmen-

tal performance in large manufacturing firms. Technological forecasting and social change, 163, 120481. 
[42] Renwick, D. W., Redman, T., & Maguire, S. (2013). Green human resource management: A re-view and research agenda. International journal of 

management reviews, 15(1), 1-14. 

[43] Roscoe, S., Subramanian, N., Jabbour, C. J., & Chong, T. (2019). Green human resource manage-ment and the enablers of green organisational 
culture: Enhancing a firm's environmental performance for sustainable development. Business Strategy and the Environment, 28(5), 737-749. 

[44] Saeed, B. B., Afsar, B., Hafeez, S., Khan, I., Tahir, M., &Afridi, M. A. (2019).Promoting em-ployee'sproenvironmental behavior through green 

human resource management practices. Corporate Social Responsibility and Environmental Management, 26(2), 424-438. 
[45] Sarstedt, M., Hair Jr, J. F., Cheah, J. H., Becker, J. M., & Ringle, C. M. (2019).How to specify, estimate, and validate higher-order constructs in 

PLS-SEM. Australasian marketing journal, 27(3), 197-211. 

[46] Schaltegger, S., & Burritt, R. (2018). Business cases and corporate engagement with sustainability: Differentiating ethical motivations. Journal of 
business ethics, 147, 241-259. 

[47] Shang, H., Chen, R., & Li, Z. (2020). Dynamic sustainability capabilities and corporate sustaina-bility performance: The mediating effect of re-

source management capabilities. Sustainable Develop-ment, 28(4), 595-612. 

[48] Siyambalapitiya, J., Zhang, X., & Liu, X. (2018). Green human resource management: A proposed model in the context of Sri Lanka’s tourism in-

dustry. Journal of cleaner production, 201, 542-555. 

[49] Takalo, S. K., &Tooranloo, H. S. (2021). Green innovation: A systematic literature review. Journal of Cleaner Production, 279, 122474. 


