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ABSTRACT 

Preserving the ecosystem has become the foremost concern due to the alarming 

escalation of environmental pollution levels, reaching a critical point that poses a catastrophic 

threat to our planet. This study has introduced a paradigm model to examine how green human 

resources management practices, green innovation, and sustainable performance impact each 

other and proven it to be appropriate in Vietnam's hospitality industry  The research employed 

a mixed-method approach, clearly outlining the collection and analysis of both qualitative and 

quantitative data. In-depth interviews were conducted to explore various dimensions of green 

human resources management practices within 4-star and 5-star hotels and resort. 

Subsequently, PLS-SEM statistical techniques were employed, utilizing responses from the 

survey questionnaire to test the formulated hypotheses.  

This study confirmed the existing of less common green human resources management 

practices to extend in order to enhance green innovation, sustainable performance such as green 

job description and analysis, green performance management, green health and safety, green 

involvement and empowerment, green discipline management. Interestingly, this study 

presented the strong significant of green discipline management on green innovation and 

sustainable performance in Vietnam context. Next, this study will be a synthesis study that 

proves the main relationships green human resources management practices and not only 

environmental performance but also economic performance and social performance. By 

integrating the concepts of AMO theory (abilities, motivations, and oppotunities), green 

innovation, and sustainable performance, this study developed an overarching and unique 

conceptual indicating the mediating role of green innovation. The insights into how hospitality 

establishments in Vietnam cultivate sustainable performance through green human resources 

management practices and green innovation mark an initial stride toward establishing cross-

regional and cross-industry comparisons, offering potential avenues for future research. 

Based on the research findings presented earlier, there are several practical 

implications that managers in the hotel management and business sectors can derive. Notably, 

the study reveals that green innovation emerges as the variable with the most robust and 

favorable impact on sustainable performance. This study underscores the benefits of green 

innovation within the hospitality industry, underscoring its dual advantages, encompassing both 

financial and environmental benefits. 

Keywords:  Green HRM practices, green job description and analysis, green 

performance management, green health and safety, green involvement and empowerment, 

green discipline management, green innovation, green product innovation, green process 
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innovation, sustainable performance, economic performance, environmental performance 

social performance.
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CHAPTER 1. INTRODUCTION 

1.1. Research background 

In recent times, "Sustainability performance" has emerged as a compelling subject, 

capturing the attention of hotel managers and tourists alike, especially with the increasing 

concerns about global warming leading to extreme weather events and the growing emphasis 

on environmental conservation worldwide (Adubor et al., 2022; Almemari, 2021; Imran et al., 

2023; Longoni et al., 2018). Protecting the ecosystem is now the main priority because the 

levels of environmental pollution have escalated to a point that can be described as catastrophic 

for our planet. The public's awareness of "greening" the environment is unwarranted given the 

rise in climate change, clearing of forests, and environmental contamination (of the land, water, 

and air). Environmental protection is an important issue and nearly every industry has applied 

measures to preserve the natural environment. According Melnyk et al. (2003), most 

manufacturing organizations have improved their operational efficiency by eliminating waste 

generated throughout the time of creating and manufacturing products. 

The resource-based view (RBV) theory underscores that challenges linked to attaining 

environmentally friendly objectives can be resolved by integrating environmental management 

with Green Human Resource Management (GHRM) practices (Sarkis et al., 2010). Enterprises 

are increasingly adopting green human resource management (GHRM) processes and activities 

of growing global environmental concerns, which in turn enables them to become both 

competitive and green performance (Afsar & Umrani, 2020; Dahiya, 2020; Kautish & Sharma, 

2020). According to the AMO theory (Appelbaum et al., 2000), GHRM practices play a role in 

enhancing organizational performance by bolstering individuals' abilities (e.g., through 

training), motivations (e.g., utilizing a performance management system), and opportunities 

(e.g., engaging a suggestion system). Additionally, the AMO theory is utilized to explore the 

link between HRM and performance, positing that employees' abilities, motivations, and 

opportunities collectively contribute to organizational success. This integrated perspective 

elucidates the mechanisms through which leaders and strategic HRM practices foster firm 

performance. In the quest to make the environment green, scholars such as Renwick et al. 

(2016) have proposed that human resource management (HRM) acts as a critical part. 

Furthermore, increased eco-friendly perception has prompted HRM to take the eco-friendly 

side of HRM, locally known as GHRM. GHRM refers to HRM approaches that improve good 

long-term results (Renwick et al., 2016). 

At present, the concept of "Going green" transcends mere trendiness in the hotel 

industry; it has evolved into a genuine lifestyle. Recognizing the significant environmental 
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impact hotels can wield, owners now acknowledge the necessity of adopting green practices 

(Fukey & Issac, 2014). Their perspective has shifted from implementing green measures solely 

for cost-saving purposes, such as water conservation, as numerous research papers have 

highlighted the positive correlation between water management and reductions in operational 

costs, to understanding that conserving resources like water serves a greater purpose for future 

generations. Put differently, hotel owners and investors are increasingly prioritizing 

environmental sustainability, actively and innovatively seeking ways to integrate green 

practices into their establishments. Green endeavors in the service industry, such as hotels, 

include decreasing waste, lowering energy sources and water sources in their operations, and 

educating customers and staffs (Bohdanowicz et al., 2011; Rahman et al., 2012). According to 

Booking.com (2022) report on sustainable travel, as many as 73 percent of global travelers 

aspire to experience environmentally-friendly accommodations at least once in the future. The 

trend of eco-conscious tourism is on the rise, as evidenced by a Booking.com (2022) report 

which found that 70% of global travelers, while not actively seeking out eco-friendly 

accommodations, are still open to booking them if they're aware of their environmental 

credentials. According to Vietnam National Administration of Tourism (VNAT, 2019), Hilton 

set operational goals, regulations, and eco-friendly initiatives to protect the environment, as 

well as reporting tools to control its progress. Therefore, from 2009 to 2014, Hilton Worldwide 

lowered its overall water consumption by 14.1 % and its energy consumption by 14.5 %. 

Another hotel organization, Marriott International has advocated for environmental 

preservation programs  

Green practices in Vietnam, as well as globally, have expanded beyond conventional 

measures, reflecting shifting attitudes and a heightened ecological consciousness. Hotels in 

Vietnam are progressively embracing green practices tailored to various stages, from the 

conception of environmentally friendly hotel construction to the utilization of sustainable 

materials and resource conservation during operations. Notably, hotels already implementing 

green practices should persist in their efforts, as this aligns with a growing long-term trend that 

increasingly piques guests' interest and could influence their choice of accommodation. 

Moreover, these initiatives offer financial benefits in the long run by reducing operational costs 

such as electricity, water, and materials. Additionally, managers in Vietnam recognize the 

pivotal role of collective effort among staff members in achieving sustainability goals within 

the hotel industry. I firmly believe that every employee across all departments holds the key to 

embracing green practices. Consequently, they foster a green culture within their 

establishments to cultivate environmental consciousness among all staff members and motivate 

them to integrate sustainable practices into their daily routines. However, frequent turnover 
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among hotel staff poses challenges, as it requires continuous and potentially costly training 

efforts to instill environmental habits and awareness in new hires. 

1.2. Research problems and gaps 

Prior research has been conducted at whether GHRM practices based on the AMO 

theory have a favorable effect on innovation to environment (Antonioli et al., 2013), and 

paradoxical studies has been used for looking into how HRM practices affects sustainable 

environment (Guerci & Carollo, 2016). Having said that, those related research only focused 

on some prevalence of green practices such as green training, green recruitment, green pay and 

reward (Mousa & Othman, 2020; Pham et al., 2020). There still have more gaps of less common 

green practices to extend in order to enhance sustinable performance such as green job 

description and analysis, green performance management, green health and safety, green 

discipline management, etc. 

So far, scholars have produced a variety of research papers examining different facets 

of Green Human Resource Management (GHRM) and its impact on green innovation. These 

include theoretical inquiries aimed at enhancing the understanding of existing GHRM literature 

(Ren et al., 2018; Renwick et al., 2016), along with empirical investigations delving into the 

contributions of GHRM to environmental performance (Guerci & Carollo, 2016; Masri & 

Jaaron, 2017), financial performance (Longoni et al., 2018), and sustainable performance 

(Malik et al., 2021; Mousa & Othman, 2020). 

Furthermore, there has been limited comprehensive exploration by researchers into the 

implementation of GHRM practices within the hospitality industry in Vietnam. Indeed, the 

available literature on GHRM in this context is scarce; for instance, Pham et al. (2020) 

conducted one such study. However, this article primarily focused on elucidating the 

connections between green training, green performance, and green involvement in corporate 

environmental performance, rather than delving into the role of green innovation. 

In the green context, however, there hasn't been enough analysis conducted on the 

connection of GHRM practices, green innovation, and  sustainability in hospitality industry. 

We fill gaps in the existing literature by looking in what way GHRM practices influence green 

innovation and sustainable performance.  

In this research, author based on AMO theory try to investigate a wide range of GHRM 

practices in terms of green job description and analysis (GJD), Green recruitment and selection 

(GRS), green training and development (GTD), green performance management (GPM), green 

pay and reward (GPR), green involvement and empowerment (GIE), green health and safety 

(GHS), green discipline management (GDM) and other GHRM practices can improve 
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employees' ability, motivation, and opportunities for enhancing hotel sustainable performance, 

which in turn affects the hotel's green products or the hotel’s procedure innovation. As a result, 

we chose green innovation as a important mediating role for exploring the relation between 

GHRM practices and hotel’s sustainable performance. Top management concerns have a 

favorable impact on the speed with which companies begin environmental operations when 

implementing GHRM principles (Eiadat et al., 2008). Therefore, given the relevance of GHRM, 

the question of whether it can have an impact on green innovation is an important research gap. 

1.3. Research objectives 

The main objective of this study is to scrutinize the impacts of green human resource 

management practices and green innovation on promoting sustainable performance within 

upscale accommodations in Vietnam. By examining the reciprocal influences among green 

HRM practices, green innovation, and sustainable performance, the researcher aims to construct 

a comprehensive model elucidating both direct and indirect relationships among these 

variables. This model is intended to offer practical insights for management, formulate 

organizational development policies for the hospitality industry in Vietnam, and provide 

guidance for future research endeavors. The outcomes of this investigation enhance our 

comprehension of the mechanisms by which GHRM practices shape green innovation and 

sustainability performance in the hospitality sector. In summary, the study sets forth the 

following objectives: 

- First, to explore and achieve overall understanding about GHRM practices in luxurious 

accommodations in Vietnam. 

- Second, to examine the impact of GHRM practices on green innovation of hospitality 

industry in Vietnam. 

- Third, to investigate the relationship between green innovation and sustainable 

performance of hospitality industry in Vietnam. 

- Fourth, to explore the connection between GHRM practices and sustainable 

performance of hospitality industry in Vietnam. 

- Fifth, to examine the mediating role of effects of green innovation on the relationship 

between GHRM practices and sustainable performance of hospitality industry in 

Vietnam. 

- Lastly, to provide recommendation, improvement, and development suggestion for 

sustainable performance based on the purpose to experiencing the samples of luxurious 

accommodations in Vietnam. 
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1.4. Research questions 

In pursuit of the research goals, this investigation seeks to address the subsequent research 

questions (RQ). 

- RQ1: How do luxurious accommodations in Vietnam perform GHRM practices? 

- RQ2: How does GHRM practices have an impact on green innovation of hospitality 

industry in Vietnam?  

- RQ3: How does green innovation affect sustainable performance of hospitality industry 

in Vietnam?  

- RQ4: How does GHRM practices influence sustainable performance of hospitality 

industry in Vietnam?  

- RQ5: How does green innovation mediate the relationship between GHRM practices 

and sustainable performance of hospitality industry in Vietnam. 

- RQ6: What measures and methods to improve sustainable performance of luxurious 

accommodations in Vietnam? 

1.5. Contribution of the research  

1.5.1. Theoretical contribution  

This study makes significant efforts to the current scientific world. First, the author 

examines into the green innovation results of GHRM practices, which haven't gotten enough 

attention. As a result, the author extends and enhances the upgrade practices in human resources 

departments that can help to improve management challenges in luxury accommodations by 

providing a fresh awareness that helps us more comprehend the view and its effects. Second, 

few papers examine green innovation when an organization combines firm’s strategies and 

practices, which may be essential in those matters. As a consequence, this study contributes to 

the existing of research on green innovation by expanding its possible antecedents. Next, 

resource-based view theory, social exchange theory, social identity theory authors analyze the 

mediated role of green innovation on the relationship between GHRM practices and sustainable 

performance, which is an essential but understudied method. 

Secondly, despite numerous studies on green HRM practices, the exploration within 

Vietnam's hospitality sector is limited, as highlighted by Pham et al. (2019) and Pham et al. 

(2020). This study has the potential to deepen our comprehension of effective green HRM 

practices and green innovation specifically within the management levels of upscale 

accommodations in Vietnam, aiming to promote sustainable performance encompassing 

economic, environmental, and social dimensions in their enterprises. Furthermore, through the 
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integration of various theories, this research anticipates contributing to a holistic understanding 

of green HRM practices that facilitate green innovation and sustainable performance. 

Thirdly, numerous prior studies have demonstrated the efficacy of implementing green 

human resource management practices in fostering environmental conservation within 

companies, but there have not been many in-depth studies on the other aspects of sustainable 

performance. Therefore, this study delves deeply into enhancing three aspects of sustainable 

performance (economic performance, environmental performance, social performance) of a 

"green" hotel by establishing robust scientific and theoretical foundations, building new 

models, and adjusting questionnaires, and also proving hypotheses with actual data. This study 

will be a synthesis study that proves the main relationships of green HRM practices, green 

innovation, and sustainable performance so that the following studies can refer to and extract 

guides. 

1.5.2. Managerial contribution  

When developing a research model to illustrate the influence of Green Human 

Resource Management (GHRM) practices on sustainable performance through green 

innovation, the study pursues three key objectives. Initially, the author suggests that GHRM 

exerts a positive influence on green innovation from the perspective of Human Resource 

Management (HRM), suggesting that GHRM practices can assist a company in developing 

environmentally friendly products or processes. Secondly, GHRM fosters sustainability, 

thereby contributing to the success of the company's green initiatives. The author also examines 

the role of green innovation in moderating the relationship between GHRM practices and 

sustainable development. In summary, the author proposes a novel approach to how GHRM 

practices can enhance both green innovation and sustainable development. 
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CHAPTER 2: LITERATURE REVIEW  

2.1. Theoretical background  

2.1.1. Resource-based view theory (RBV) 

The initial recognition of the significant influence exerted by resources specific to a 

company can be traced back to the pioneering contributions of Chamberlin (1933) in "The 

Theory of Monopolistic Competition" and Robinson (1933) in "The Economics of Imperfect 

Competition." In these seminal works, these economists underscored the diversity among firms, 

highlighting that the distinctive assets and capabilities of companies play a pivotal role in 

shaping imperfect competition and attaining exceptional performance. The theory of the 

resource-based view was later refined by Penrose (1959) in his publication titled "The Theory 

of Growth of the Firm" and subsequently surfaced in Wernerfelt (1984) study which depicts an 

organization as a distinctive combination of resources and abilities which combine to form 

competences.  

The proposed research uses the RBV to look into the impact of GHRM practices and 

green innovation on long-term accommodations’ performance in Vietnam. According to the 

Resource-Based View (RBV), companies achieve enduring competitive advantages by 

cultivating qualities or resources that are valuable, rare, unique, not easily replaceable, and 

difficult to transfer – as highlighted in studies by Barney et al. (2010), Clemens and Bakstran 

(2010) and (Priem & Butler, 2001). The RBV proposition posits that an organization's 

capabilities and resources are primary factors determining its performance and competitive 

edge in the market (Xie et al., 2019). The competencies of a firm are a critical prerequisite (Hitt 

et al., 2011) and are contingent on the operational context. Given external and internal pressures 

to implement and adapt environmentally friendly practices, businesses are increasingly 

compelled to develop environmentally conscious organizational capabilities. Amit and 

Schoemaker (1993) posit that if an organization possesses vital, hard-to-replicate resources that 

are in short supply and difficult for rivals to substitute with alternatives delivering comparable 

results, it can maintain a competitive advantage and superior performance. When applying the 

Resource-Based View (RBV) to the relationship between HRM and performance, leadership 

and employees are viewed as critical resources, on par with other resources held by the firm. 

2.1.2. Social identity theory (SIT) 

The social identity theory (SIT) was originally introduced by Tajfel et al. (1979). This 

theory holds that people often go beyond their personal identities to develop social identities 

(Bhattacharya & Sen, 2004). Social identity is an individual's sense of belonging to a certain 
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group that has something in common such as nationality, interests, feelings, characteristics, 

religion and it is valid for the individual themselves (Tajfel et al., 1979). SIT theory explains 

that people always have a need to prove their belonging to some group and try to distinguish 

themselves individually from others with the aim of helping them to feel better than others 

(Tajfel et al., 1979).  

Social identity theory can be used to explain the impact of GHRM on employee 

behaviour. This theory states that employees tend to identify with the organization where they 

work, so they are willing to put in time and effort to ensure the completion of the organization's 

tasks and goals. Since improving the efficiency of the hotel's environmental protection is the 

mission, goal, and responsibility of the hotel, when employees have determined to devote 

themselves and work, employees and the hotel can also have attachments and empathy for each 

other regarding environmental protection. So, there will be more commitment and motivation 

for employees to participate in GHRM practice at the hotel. Thus, it can be concluded that the 

SIT theory also has a profound impact on employees' green behaviour.  

2.1.3. Ability-Motivation-Opportunity theory (AMO) 

The Ability-Motivation-Opportunity (AMO), as presented by (Appelbaum et al., 

2000), is commonly employed in research on Human Resource Management (HRM) 

performance (Bos-Nehles et al., 2013). According to the AMO theory, HRM practices play a 

role in enhancing organizational performance by bolstering individuals' abilities (e.g., through 

training), motivations (e.g., utilizing a performance management system), and opportunities 

(e.g., engaging a suggestion system). Additionally, the AMO theory is utilized to explore the 

link between HRM and performance, positing that employees' abilities, motivations, and 

opportunities collectively contribute to organizational success. This integrated perspective 

elucidates the mechanisms through which leaders and strategic HRM practices foster firm 

performance (Appelbaum et al., 2000). 

In this research, the application of the AMO theory takes a different approach by not 

solely focusing on employees' job attitudes and behaviours resulting from the implementation 

of HRM practices (Appelbaum et al., 2000; Guest, 2011). Instead, the study anticipates that the 

ability, motivation, and opportunity of production managers will serve as predictors for the link 

between HRM, innovation, and performance. Building on the AMO theory, the author argues 

that GHRM practices within an organization aim to attract, motivate, reward, and sustain 

employee behaviours aligned with environmental management goals. This is achieved through 

the promotion of green process and product innovation to enhance overall green firm 

performance (Boselie et al., 2005). Additionally, employing the AMO theory (Appelbaum et 
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al., 2000), GHRM provides firms with a comprehensive framework through green recruitment 

and selection, training and development, performance-based rewards, and employee 

empowerment practices. This holistic approach is designed to attract, train, motivate, and retain 

green talent, contributing to sustainable performance through continuous innovations in 

processes, products, and services (Gerhart, 2005). 

2.2. Hypotheses Development 

2.2.1. GHRM practices and green innovation 

Firms must proactively adopt methods to deal with environmental difficulties as a result 

of environmental laws and policies (Chan, 2005). GHRM is becoming more widely 

acknowledged as an important technique for understanding green practices that improve 

sustainable performance and promote long-term growth (Ren et al., 2018). As a result, 

numerous articles have looked in what way GHRM influences environmental performance, 

which can lead to competitive benefits for businesses conforming to Guerci and Carollo (2016). 

According to O'Donohue and Torugsa (2016), GHRM has a beneficial impact on financial 

performance. Few research, however, have looked into the relationship between GHRM and 

green innovation. 

Green innovation is defined as a type of innovation that reduces environmental 

consequences while still accomplishing a company's environmental objectives and providing 

the benefits of environment (Lin et al., 2014). HRM has been shown in previous research to 

improve employees' knowledge, skills, and abilities, hence promoting the hotel's product 

innovation and hotel’s procedure innovation (Seeck & Diehl, 2017; Zhou et al., 2013). We 

propose that GHRM has a remarkable impact on green innovation based on this argument. First, 

green recruitment enhances the firm's EM attraction, because recruiting people who are more 

environmentally conscious leads to their participating in more eco-friendly activities (Backhaus 

et al., 2002). In line with Renwick et al. (2013), employees with a high level of environmental 

skill and sensitivity can come up with more helpful and unique environmental management 

ideas, boosting the company's green innovation. To produce and sustain green innovation, 

businesses should hire individuals that actively participate in environmental activities. 

The HRM research reveals that HRM practices may push a beneficial impact on the 

innovation of products or procedures (Chowhan, 2016; Verburg et al., 2007), implying that 

combining HRM practices may have a higher impact on innovation than doing individually 

(Shipton et al., 2005). Therefore, we take into account all three elements of GHRM activities 

that lead to green innovation. GHRM approaches, according to the reasoning given above, can 

improve employee ability, motivation, and opportunities, consequently strengthening their 
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unique expertise of green product or process innovation. As a result, the following hypotheses 

are proposed: 

H1a, b, c, d, e, f, g, h: GHRM practices, including Green job description and analysis (H1a), 

Green recruitment and selection (H1b), Green training and development (H1c), Green 

performance management (H1d), Green pay and reward (H1e), Green health and safety (H1f), 

Green involvement and empowerment (H1g), Green discipline management (H1h) positively 

affects green product innovation. 

H2a, b, c, d, e, f, g, h: GHRM practices, including Green job description and analysis (H2a), 

Green recruitment and selection (H2b), Green training and development (H2c), Green 

performance management (H2d), Green pay and reward (H2e), Green health and safety (H2f), 

Green involvement and empowerment (H2g), Green discipline management (H2h) positively 

affects green process innovation. 

2.2.2. Green innovation and sustainable performance 

In the Triple Bottom Line paradigm, sustainable performance is described as the 

intersection of the three main aspects of economics, environment, and society (Asadi et al., 

2017; Elkington, 1997). Those three aspects were explored in the current study's selected firms 

since firms cannot build truly innovating sustainability without the important operational 

characteristics, which are required for each business's long-term viability. Furthermore, as 

contrasted to the other two dimensions of industrial sustainability, industries frequently 

prioritize the economic element. Following with Salzmann et al. (2005), Haffar and Searcy 

(2017), the balance between financial and eco-friendly goals on the one hand, and financial and 

societal goals on the other, has been primarily determined. As a result, the social, 

environmental, and economic aspects of sustainable company performance were investigated. 

As a key motivator, green innovation can also result in economic advancement. To aid 

their future economic success, some companies are starting to build the renewable technology's 

future generation. Solar, wind, and other kinds of sustainable energy have been invested in 

believing that these sources of energy have enough possibility to quickly replace sources that 

could not be renewable (Hart & Milstein, 2003). It is crucial to highlight that green innovation 

methods can have a remarkable impact on organizational costs.  

Besides, green innovation methods will improve the organization's image and 

competitive advantages while also improving performance (Sezen & Çankaya, 2013). 

Furthermore, Zhu and Sarkis (2004) stated that green innovation reduces negative impacts to 

environment whilst improving an organization's economic and social performance through 
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lowered waste and expenditures. As a result, green innovation has been shown to have a 

favourable association with the successful of economic (Chang, 2011), prompting the 

hypothesis as below: 

H3a: Green product innovation positively affects economic performance. 

H4a: Green process innovation positively affects economic performance. 

Besides, implementing the related programmes will support many industries in 

lowering greenhouse gas emissions as well as other hazardous and solid waste (Daily et al., 

2012). Therefore, most enterprises in the accommodation field have embraced these programs 

in order to attain the necessary firm’s green output, as they have more awareness to environment 

(Mensah, 2006). Connected to this phenomenon, the hospitality industry especially in hotel 

sector should focus on attracting more awareness related environmental (Kang et al., 2010), 

because they can provide a huge benefit such as better organizing business procedures, lowering 

operational costs, improving the company's image, and enhancing competitiveness (Quazi, 

1999). According to previous research, improving production processes combined with 

increased productivity will result in additional potential to improve environmental performance 

(Montabon et al., 2007). As a result, we propose the following hypothesis: 

H3b: Green product innovation positively affects environmental performance. 

H4b: Green process innovation positively affects environmental performance. 

Furthermore, it is clearly that corporations would benefit from addressing 

environmental challenges, which can include a grater employees’ satisfaction and higher 

employees’ devotion, improved the well relationship between firm’s departments, and 

increased brand equity (Khurshid & Darzi, 2016). It would be also more benefits, which include 

the increased employee understanding of community-based duties and the capacity to employ 

and maintain qualified personnel (Mehta & Chugan, 2015). According to Wagner (2013), 

organizations who invest in social accountability can gain greater benefits from satisfied 

customers and employees, outstanding employee recruitment, and the innovating of products, 

all of which contribute to the consolidation of their social performance. As a result, we suggest 

the following hypothesis: 

H3c: Green product innovation positively impacts on social performance.  

H4c: Green process innovation positively impacts on social performance.  

2.2.3. GHRM practices and sustainable performance 
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Green human resources necessitated complete participation from all members of the 

organization in order for it to become more environmentally friendly (Wagner, 2013). Green 

initiatives should be practiced by all employees at their workplace on a regular basis. Green 

practices should also be included into human resource procedures such as recruitment, training, 

and pay, among others (Wood et al., 2014). Through these methods, a beneficial outcome in 

terms of building green human resources should be obtained (Rani & Mishra, 2014). According 

to Jadhav et al. (2013), GHRM practices act as the glue that holds multiple practices together 

as a synchronous unit. Huge joint benefits for both the company and the employee’s "bundles" 

should refer to a series of consistent and internally dependable HR practices that are related to 

one another. Tadić and Pivac (2014) found that incorporating techniques had a bigger and more 

immediate impact on a company's competitiveness and organizational performance. As a result, 

GJD, GRS, GTD, GPM, GPR, GHS, GIE and GDM are included in this study's GHRM 

practices. 

Wagner (2013) has found that an organization's investment in social obligations will 

reap real benefits such as improved consumer perception, employee satisfaction, the ability to 

recruit exceptional people, and greater innovativeness. Without a doubt, these benefits will 

improve the organization's performance. This is consistent with Rezaei-Moghaddam (2016)’s 

recommendations, which state that investing more in social initiatives that benefit both 

employees and the community is a crucial step in reinforcing green human resource 

management in firms. These programs' agendas should be focused on health and safety tasks in 

which employees are exposed to potentially harmful emissions and the extent to which they are 

exposed, as well as environmental reporting roles. Using these programs will improve 

manufacturing organizations' long-term performance.  

H5a, b, c, d, e, f, g, h: GHRM practices, including Green job description and analysis (H5a), 

Green recruitment and selection (H5b), Green training and development (H5c), Green 

performance management (H5d), Green pay and reward (H5e), Green health and safety (H5f), 

Green involvement and empowerment (H5g), Green discipline management (H5h) positively 

affects economic performance. 

H6a, b, c, d, e, f, g, h: GHRM practices, including Green job description and analysis (H6a), 

Green recruitment and selection (H6b), Green training and development (H6c), Green 

performance management (H6d), Green pay and reward (H6e), Green health and safety (H6f), 

Green involvement and empowerment (H6g), Green discipline management (H6h) positively 

affects environmental performance. 



 

 22 

H7a, b, c, d, e, f, g, h: GHRM practices, including Green job description and analysis (H7a), 

Green recruitment and selection (H7b), Green training and development (H7c), Green 

performance management (H7d), Green pay and reward (H7e), Green health and safety (H7f), 

Green involvement and empowerment (H7g), Green discipline management (H7h) positively 

social performance. 

2.2.4. The mediating role of green innovation between green HRM practices and 

sustainable performance 

Previous research has argued that HRM practices impacts innovation such as Fu et al. 

(2015), De Winne and Sels (2010).  Authors believe that GHRM practices have the positive 

effect on the green innovation of operational issues, procedure, and hotel’s product, and that 

HRM practices are especially important for start-ups with little human capital. In addition, 

Verburg et al. (2007) stated that HRM practices encourage employee dedication rather than 

conformity to organizational processes and systems. Besides, Zhou et al. (2013) argued that 

organizations which commit and collaborate with HRM practices have different effects on 

organizatinal innovation. Besides, many studies have proved that green innovation is a critical 

advantage for long-term success, and businesses need to apply it to achieve their 

sustainable management objectives (El-Kassar & Singh, 2019; Kammerer, 2009; Singh & El-

Kassar, 2019). Green product and process innovation considerably minimizes a company's 

negative environmental effect, if any, and improves sustainable performance (finance, society, 

and environment) by reducing waste and costs, saving money, time, and resources (Del Giudice 

et al., 2018; Weng et al., 2015). 

Authors suggest that GHRM practices indirectly influence business social, 

environmental, and economic performance through the role of green innovation, based on the 

AMO (Appelbaum et al., 2000) and RBV (Wernerfelt, 1984) theories. As a result, author 

propose: 

H8a, b, c: GHRM practices positively influences Sustainable performance, including Social 

performance (H6a), Environmental performance (H6b), Economic performance (H6c) through 

green product innovation. 

H9a, b, c: GHRM practices positively influences Sustainable performance, including Social 

performance (H7a), Environmental performance (H7b), Economic performance (H7c) through 

green process innovation. 
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2.3. Research model  

The author proposes here a conceptual research model (Figure. 2.2) begins with a thorough 

literature assessment and the creation of hypotheses that the author empirically tested in our 

research. As illustrated in Figure 2.2, the study encompasses a total of 52 hypotheses. These 

include seven overarching hypotheses, with Hypotheses 1-2-5-6-7 further subdivided into eight 

hypotheses, and Hypotheses 3-4-8-9 divided into three hypotheses each. 

Figure 2.1. Proposed Research model  

 
Source: Author’s compilation, 2023 
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CHAPTER 3. METHODOLOGY 

3.1. Mixed methods research design 

Various typologies have been devised to classify and recognize different mixed methods 

strategies that researchers proposing mixed methods studies could employ.  Creswell (2017) 

proposed three core mixed methods designs in terms of the convergent design, the explanatory 

sequential design, and the exploratory sequential design. In this study, the author utilized the 

convergent design mixed methods technique to answer the study's research questions, which is 

a technique for gathering, analyzing, combining, or integrating both quantitative and qualitative 

data at some step of the research process within a single study (Creswell, 2017). The convergent 

mixed methods design is likely the most recognized among the fundamental and intricate mixed 

methods methodologies. Those venturing into mixed methods research often initially gravitate 

towards this approach, assuming that it merely involves merging quantitative and qualitative 

data. In this singular-phase method, researchers gather both types of data, analyze them 

independently, and subsequently compare the outcomes to ascertain whether they corroborate 

or contradict each other (Creswell, 2017) 

 This study opted for a mixed methods approach for two primary reasons. Firstly, this 

approach proves well-suited for unveiling deeper insights into the relationships identified 

within the practical operational context of real-life scenarios. It also aids in discovering 

additional contextual factors that may influence the implementation of GHRM practices in 

hospitality corporations, as highlighted by Tashakkori and Teddlie (1998). Secondly, the 

sequential utilization of qualitative and quantitative data, viewed through a bifocal lens, 

positively influences the quantitative aspect of the study. This sequential approach is deemed 

advantageous, as qualitative and quantitative data are considered complementary, as suggested 

by Onwuegbuzie and Leech (2005).  

3.2. Qualitative research design  

The qualitative stage is employed to investigate whether the dimensions of GHRM 

practices in this research are evident within the context of hospitality companies in Vietnam. 

This aims to enhance comprehension of how the research model is put into practice and generate 

fresh insights into the constructs and connections among variables. The qualitative phase not 

only helps to identify and confirm eight components of green HRM practices but also help to 

align and ajust the existed measurement scales in the context of Vietnam hospitality. To achieve 

this objective, 7 semi-structured interviews were carried out with human resources managers 

from 7 distinct luxurious accommodations that were implementing GHRM initiatives at 

different levels. According to Mack et al. (2005), in-depth interviews are ideal for gathering 
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information about people's personal histories, perspectives, and experiences, especially when 

dealing with delicate themes. The semi-structured format enables researchers to direct the 

conversation toward issues they deem crucial for their research topic (Brinkmann, 2013). It is 

anticipated that qualitative data obtained from these interviews will offer dependable insights 

into identifying GHRM practices dimensions evident in the hospitality sector in Vietnam. 

3.2.1. Sampling Strategy  

 The author employed a combination of stratified purposive sampling, maximum 

variation sampling and snowball sampling strategies to recruit potential participants. For 

stratified purposive sampling technique which following on from a criterion sampling where 

each of the criteria would become a sample, the author targeted potential individuals from five 

groups of position in hotels: human resources department, front office department, sales & 

marketing department, food and beverage department, housekeeping department. The author 

provided a list of potential participants for each professional group. By using this list, the author 

initially planned to recruit at least one human resources manager, one front office manager, one 

sales & marketing manager, one food and beverage manager, one executive housekeeper per 

hotel. Invitation emails were circulated by the site coordinators to all potential participants who 

were asked to contact the main investigators if they required more information. We used 

maximum variation sampling to ensure that the sample reflects a diverse group in terms of 

gender, skill level, professional experience. Snowball Sampling is also used because author do 

not have enough relationship with all positions in each hotel. 

 Regarding sample size, Sekaran and Bougie (2016) suggest that qualitative research 

typically involves relatively small samples due to its in-depth nature, and scholars should 

continue sampling until no new insights are gained. Consequently, the sample size for the 

qualitative study in this research is contingent upon the quality of interviews and the saturation 

of collected data. After conducting 7 interviews and observing consistent alignment in 

responses with no new insights emerging, the researcher chose not to conduct additional 

interviews. 

3.2.2. Interview Protocol Development  

As per Patton (2015), an interview protocol comprises a set of questions and issues to 

be addressed during an interview, aiding researchers in covering all pertinent topics and 

ensuring that each participant is interviewed along similar lines of inquiry. Adhering to the 

recommendations of Jacob and Furgerson (2012), an interview protocol has been devised for 

this study. Respondents were presented with a varied range of questions to thoroughly examine 

the implementation of GHRM practices and their engagement in sustainable performance. This 
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protocol encompasses: (1) information for participants, including the introduction and the 

explanation for the gathering; (2) consent forms; (3) warm-up and inquiries about the 

interviewee's background; (4) primary questions, prompts, and probes; (5) summarization and 

conclusion; and (6) obtaining feedback on the interview process (see Appendix 1).  

3.2.3 Data Collection and Analysis  

The author initiates direct communication with potential participants through phone 

calls and emails, leveraging personal contacts and references. Those who express willingness 

to take part in the qualitative study can mutually determine a suitable interview schedule and 

location. Additionally, a consent form is provided to the participants (Appendix 1). 

Face-to-face semi-structured interviews are conducted with one interviewer and one 

participant. The author engaged respondents by asking impartial questions, listening carefully 

to their responses, and then asking follow-up questions and probes based on their comments. 

With this step, we try to explore more scales and factors by interviewing managers in luxurious 

accommodations in Vietnam with open-ended questions related to my research.  

The qualitative study utilized the thematic analysis method for data examination. The 

data underwent transcription, and these transcripts were shared with participants for their 

validation of accuracy. Subsequently, each transcript was coded and scrutinized by extracting 

themes from the raw data of each interview, along with identifying quotes associated with these 

common themes. The outcomes of the interviews were compiled and assessed, and pertinent 

adjustments will be implemented to enhance the constructs and survey instruments. 

3.3. Quantitative research design  

3.3.1. Sampling design 

The questionnaires are aimed at shift leader, supervisor, manager, and director positions 

who are working in various departments of hotels or resorts (human resources department, front 

office department, housekeeping department, food and beverage department, sales and 

marketing department, etc.) or board of management team (deputy general manager, assistant 

general manager, general manager, etc.). To find suitable participants, we used a variety of 

stratified purposive sampling, maximum variation sampling, and snowball sampling 

techniques. We targeted potential individuals from 2 groups: hotel departments and board of 

management team. For each professional group, the author supplied a list of potential 

participants. To guarantee that the sample reflects a wider category in terms of skill level, 

professional experience, policy implementation, and so on, we employed maximum variation 



 

 27 

sampling. Because the author does not have enough relationships with all of Vietnamese 5-star 

hotels and resorts, snowball sampling is being employed. 

3.3.2. Sample size 

Comrey and Lee (1992) suggest that “the adequacy of sample size might be evaluated 

very roughly on the following scale: 50 – very poor; 100 – poor; 200 – fair; 300 – good; 500 – 

very good; 1000 or more – excellent”. In addition, Gorsuch (1990) and Heckler (1996) in 

exploring the factor analysis, a minimum object to item ratio of at least 5:1 is recommended 

(EFA). For this reason, the suitable sample size fluctuates in the range from 400 to 500 to 

eliminate the amounts of invalid responses. Besides, drawing from the research conducted by 

Hair et al. (2010), it is recommended that the sample size should be a minimum of five times 

the total number of factors, which in this case amounts to 75 items. The formula used for 

calculation is n = 5 * m, where m represents the number of questions in the survey. 

Consequently, to mitigate errors and deficiencies in data collection, the author opted for a 

sample size exceeding 375 participants for this study. For that reason, the author carried out 

574 surveys for this study, achieving a response rate of 37% after data cleaning. This rate is 

consistent with those found in similar research within the hospitality and tourism field (Ali et 

al., 2021). 

3.3.3. Measurement scale 

The survey design is divided into two parts: 

Part 1: Demographic data such as name, age, gender, and income…will be conducted to 

collect on respondents. 

Part 2: In second part, a large deal of statements is listed for participants to rate the 

agreement. The purpose of this part is to get understanding about the effect of GHRM practices 

and green innovation on sustainable performance: the role of GHRM practices, green 

innovation, and sustainable performance by using some questions about the independent 

variables. 

Table 3.1. Descriptions of measurement scales 

Constructs Proposed measurement items Sources 

Green human resource management practices 

Green job 

description and 

analysis (GJD) 

GJD1. We have incorporated various responsibilities related to 

environmental protection in every position at my hotel. 

GJD2. We have encompassed the ecological and societal 

requirements of the organization within job descriptions and 

specifications at my hotel. 

Shah (2019) 
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Constructs Proposed measurement items Sources 

GJD3. We have integrated environmentally friendly skills as a 

distinguishing feature within job specifications at my hotel. 

GJD4. We have created and implemented inventive roles that 

highlight aspects of environmental protection at my hotel. 

Green 

recruitment 

and selection 

(GRS) 

GRS1. The hotel's environmental performance draws 

employees during selecting initiatives. 

Renwick et al. 

(2013) 

GRS2. Human resources department of my hotel leans 

towards hiring employees with environmental expertise. 

Jabbour (2011) 

GRS3. We indicate or make transparent about 

organization’s environmental performance (past and 

current) when communicating recruitment messages. 

Oates (1996), Clarke 

(2006), Wehrmeyer 

(2017) 

GRS4. We include environmental criteria in the 

recruitment messages. 

GSR5. We reflect environmental policy and strategies of 

the company in its recruitment policy. 

GSR6. In our job advertisements, we communicate 

specific environmental values, such as being a member of 

ABC's green team or highlighting our commitment as a 

socially and environmentally responsible employer. 

GRS7. In our recruitment messages, we convey the 

company's preference for candidates who possess both 

the skills and the mindset to actively engage in corporate 

environmental management initiatives. 

Opatha (2013) 

Green training 

and 

development 

(GTD) 

GTD1. We create training programs in environmental 

management to enhance the environmental awareness, 

skills, and expertise of our employees within my hotel. 

GTD2. Overall, our employees express contentment with 

the hotel's environmental training program. 

GTD3. The subjects covered in the environmental 

training are contemporary and well-suited to the hotel's 

operations. 

GTD4. My hotel offers structured environmental training 

programs to enhance employees' capacity to advocate for 

them. 

Nejati et al. (2017) 
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Constructs Proposed measurement items Sources 

GTD5. Ecofriendly training is a priority and an important 

investment. 

GTD6. Assessing green training and development aids in 

gauging employees' level of knowledge and awareness 

regarding environmental matters. 

GTD7. Environmental objectives contain green training 

and development aspects. 

Yusoff et al. (2020) 

Green 

performance 

management 

(GPM) 

GPM1. We incorporate environmentally friendly 

performance metrics within our performance 

management system and evaluations. 

GPM2. My hotel establishes environmentally focused 

targets, objectives, and duties for both managers and 

employees. 

GPM3. Within my hotel, managers are assigned goals 

related to achieving environmentally friendly outcomes 

as part of their performance appraisals. 

GPM4. Within my hotel, there are penalties within the 

performance management system for non-compliance or 

failing to meet environmental management objectives. 

Tang et al. (2018) 

 

 

 

 

 

 

 

GPM5. We use green criteria to evaluate employees’ 

performance. 

GPM6. Recognition of "Green Superstars" (exceptionally 

talented individuals who exceed expectations) and 

awarding prizes based on their environmentally 

beneficial contributions. 

Shah (2019) 

 

Green pay and 

reward (GPR) 

GPR1. My hotel provides a financial incentive linked to 

environmental accomplishments. 

GPR2. My hotel offers non-monetary rewards (paid 

vacations, time off, gift certificates, etc) based on the 

environmental achievements. 

Crosbie and Knight 

(1995) 

GPR3. My hotel offers team excellence awards for better 

environmental performance. 

Bhushan and 

MacKenzie (1992) 

GPR4. My hotel offers incentives for advanced 

ecofriendly initiatives and achievements. 

Milliman and Clair 

(2017) 
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Constructs Proposed measurement items Sources 

GPR5. We publicly acknowledge employee excellence in 

environmental practices. 

Renwick et al. 

(2008)  

Renwick et al. 

(2013) 

GPR6. We offer rewards to promote environmentally 

conscious actions and behaviors, such as recycling and 

waste management. 

GPR7. We reward for green skills acquisition. 

Green health 

and safety 

(GHS) 

GHS1. My hotel ensures that all workplaces are 

environmentally friendly. 

GHS2. My hotel implements green activities to reduce 

employee stress and work-related illnesses caused by 

harmful work environments. 

GHS3. My hotel devises and implements strategies to 

maintain a positive work environment, aiming to prevent 

various health issues and enhance the safety and well-

being of our workforce. 

Shah (2019) 

 

 

 

 

 

 

 

GHS4. My hotel empowers employees to secure and 

rebuild their workplace. 

Arulrajah et al. 

(2015) 

Green 

employee 

involvement 

and 

empowerment 

(GIE) 

GIE1. My hotel has a well-defined developmental vision 

that directs employees' efforts in managing the 

environment. 

GIE2. In my hotel, there exists a culture of shared 

learning among staffs to promote green performance and 

consciousness. 

GIE3. In my hotel, various formal and informal 

communication channels are utilized to disseminate the 

green culture. 

GIE4. In my hotel, employees actively participate in 

enhancing quality and addressing green-related 

challenges through problem-solving initiatives. 

GIE5. We provide opportunities for employees to engage 

in environmental management through various avenues 

including newsletters, suggestion programs, problem-

solving committees, low-carbon advocates, and green 

task forces. 

Tang et al. (2018) 
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Constructs Proposed measurement items Sources 

GIE6. In my hotel, there's a strong emphasis on fostering 

an environmental protection culture. 

Green 

discipline 

management 

(GDM) 

GDM1. Establishment of a clear set of rules and 

provisions regarding employee conduct in relation to 

environmental protection. 

GDM2. Development of a disciplinary system to 

discipline employees breaching the principles of 

ecological conduct. 

GDM3. We implement disciplinary measures (like 

issuing warnings, imposing penalties, initiating 

suspensions, or terminating employment) against 

employees who violate environmental protection 

regulations and guidelines. 

Bombiak and 

Marciniuk-Kluska 

(2018) 

 

 

 

 

 

 

 

 

GDM4: Developing and publishing laws and regulations 

for greening activities. 

Opatha and 

Arulrajah (2014) 

GDM5: Setting penalties for failing to meet 

environmental management system objectives or 

violating environmental management system rules. 

Renwick et al. 

(2013) 

GDM6: Motivating environmentally friendly behaviors 

and practices. 

Alavi and Aghakhani 

(2023) 

Green innovation 

Green product 

innovation 

GDI1. My hotel utilizes materials with minimal pollution 

emissions. 

GDI2. My hotel employs materials that require reduced 

energy and resources consumption. 

GD3. My hotel utilizes materials to design products that 

are environmentally friendly. 

GD4. My hotel employs materials that are readily 

recyclable, reusable, and biodegradable. 

Chen et al. (2006) 

Green Process 

Innovation 

GCI1. My hotel reduces the usage of resources such as 

water, electricity, gas, and fuel during production, 

utilization, and disposal stages. 

Chiou et al. (2011) 
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Constructs Proposed measurement items Sources 

GCI2. My hotel repurposes, reuse, and refurbish 

materials or components. 

GCI3. My hotel utilizes cleaner or renewable 

technologies to achieve cost savings, for instance, in 

energy, water, and waste management. 

 

 

GCI4. My hotel redesigns production and operational 

processes to enhance environmental efficiency. 

GCI5. My hotel redesigns and enhances products or 

services to align with updated environmental standards or 

guidelines 

El-Kassar and Singh 

(2019) 

Sustainable performance 

Economic 

Performance 

ECP1. Reduction in power consumption expenses. 

ECP2. Reduction in cost of acquiring materials. 

ECP3. Improved capacity utilization. 

Zhu et al. (2008), 

Li (2014) 

ECP4. Reduction in waste treatment costs and waste 

discharge fees. 

ECP5. Decrease of penalty costs for environmental 

accident. 

ECP6. Average return on sales and investment has 

increased in recent years. 

ECP7. Average profit has increased in recent years. 

ECP8. Average growth in market share has increased in 

recent years. 

Zhu and Sarkis 

(2004), Green and 

Inman (2005) 

 

Environmental 

Performance 

EVP1. The implementations of ecofriendly practices 

within our hotel have led to a decrease in waste 

generation. 

EVP2. The implementations of ecofriendly practices in 

our hotel have resulted in the preservation of water 

resources. 

EVP3. The implementations of ecofriendly practices 

within our hotel have resulted in reduced energy 

consumption. 

Kim et al. (2019) 
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Constructs Proposed measurement items Sources 

EVP4. The implementations of ecofriendly practices in 

our hotel have decreased procurement of non-renewable 

materials, chemicals, and components. 

EVP5. The implementations of ecofriendly practices 

within our hotel have led to a decrease of overall 

expenses.  

EVP6. The implementations of ecofriendly practices 

within our hotel have enhanced its environmental 

standing within the market. 

EVP7. The implementations of ecofriendly practices 

within our hotel have enhanced its environmental 

standing within the customer. 

Social 

Performance 

SP1. The customers’ satisfaction has increased in recent 

years. 

SP2.  The customers’ motivation has increased in recent 

years. 

SP3. Our hotel industry serving more beneficiaries 

(disadvantaged people) or solving environmental issues. 

SP4. Our hotel industry provides more social or 

environmentally friendly services in the community 

Maletic et al. (2015), 

Cheah et al. (2019) 

 

 

Source: Author’s compilation, 2023 

3.3.4. Pilot test 

In this research, a preliminary test is employed to assess the clarity and precision of the 

modified questionnaire following expert evaluations. It aims to evaluate the time required for 

questionnaire completion and identify any issues related to survey instrument design. The pilot 

test involves 50 leaders from 5-star hotels proficient in both Vietnamese and English, meeting 

the criteria suggested by Hill (1998) of 10-30 participants. Convenient sampling is used for 

participant selection. Through these steps, the researcher seeks to enhance the questionnaire's 

alignment with the tourism context in Vietnam, improve its reliability and validity, prior to its 

distribution to the target respondents. Subsequently, SmartPLS version 4.0 is utilized for factor 

analysis and to examine correlations between study factors. Any factor items exhibiting low 

Cronbach alphas (below 0.6) are adjusted or removed. The results in appendix 7 affirmed the 
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constructs' reliability and indicate that the measures are suitable for subsequent quantitative 

analysis. 

3.3.5. Data analysis  

Structural Equation Modeling (SEM) is extensively utilized by researchers for its 

capacity to handle various concepts (Rigdon, 1998). In this research, quantitative data from 574 

cases is inputted into Microsoft Excel and analyzed using Partial Least Squares Structural 

Equation Modeling (PLS-SEM) as the primary statistical approach. SmartPLS software version 

4.0 is employed for data processing. PLS-SEM represents a potent second-generation 

multivariate technique focused on analyzing and validating hypothesized relationships. 

Compared to other methodological tools, the primary advantage of employing PLS-SEM lies 

in its capacity to handle complex sets of variables, often incorporating additional theory-based 

measurement variables, while simultaneously enhancing predictive accuracy and relevance 

(Hair et al., 2019). Employing PLS, we adopted a two-step approach. Initially, the author 

scrutinized the measurement model to ensure its freedom from reliability and validity issues. 

Subsequently, we evaluated the structural model to ascertain predictive accuracy and relevance, 

determine the significance of hypothesized paths, and assess the strength of path coefficients 

among thematic constructs. Furthermore, Hair et al. (2019) recommended researchers to 

employ PLS-SEM in scenarios where analysis aims to test a theoretical framework from a 

predictive standpoint, where the structural model is intricate involving numerous constructs, 

indicators, and model relationships, and where a limited population size constrains the sample 

size (noting that PLS-SEM remains effective even with large sample sizes). 
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CHAPTER 4. DATA ANALYSIS AND RESULTS 

4.1 Qualitative results 

4.1.1 Respondent profiles and analysis processes 

In the beginning, the sample size was unrestricted. Nevertheless, as the interviews 

progressed, the author discerned recurring patterns in subsequent responses, reaching a point 

where additional exploration became unnecessary. Consequently, the final sample size was 

narrowed down to 7 respondents as presented in table 4.1.  

Table 4.1. Summary of Participants in Qualitative Study  

Case Type of 
accommodation Division  Position Gender Working 

Experience Degree 

A 5-star resort Front office Manager Female 10 years Master 

B 5-star hotel 
Human 

resources 
Director  Female 22 years Bachelor  

C 5-star hotel 
Sales and 

marketing 

Senior 

manager 
Female 8 years Bachelor  

D 4-star hotel 
Board of 

management 

Deputy 

general 

manager 

Male 27 years Bachelor  

E 5-star resort 
Sales and 

marketing 

Assistant 

director 
Male 18 years Bachelor  

F 5-star hotel 
Food and 

beverage 
Manager Female 12 years Bachelor 

G 4-star hotel Housekeeping 
Senior 

manager 
Male 19 years Bachelor 

Source: Author’s compilation, 2023 

The subsequent stage in this procedure involved creating the interview guide. In 

preparation, the author observed and engaged in informal conversations with green practices in 

hotels and resorts to gain a clear understanding of the topic of interest. This insight was then 

used to formulate pertinent and meaningful semi-structured questions for the interviews. 

However, to ensure the comprehensiveness, precision of purpose, and openness for extension 

in the list of questions, it was crucial to precisely identify the information sought from the 

selected green practices. In this instance, the goal was to gain a holistic understanding of their 
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perceptions regarding the hospitality industry they currently utilized, along with what they 

considered valuable when exploring such products and services. 

4.1.2. Findings 

Every single interview was systematically coded using a specific code letter. The 

characteristics drawn from these codes were then utilized to develop a comprehensive 

understanding of the business environments self-reported by the respective interviewed 

managers. Following the completion of 7 distinct in-depth interviews, the recorded responses 

were compiled to generate a summary of the insights obtained. These terms signify numerous 

potential antecedents to GHRM practices.  

Table 4.2. Interview Questions and expected esults  

GHRMps 

factors 
Interview Questions Most Frequent Wordings 

Green job 

description and 

analysis 

How to design a job 

description that be engaged 

environmental concerns? 

 

“attract the candidates”, “share the 

environmental concerns”, “mission”, 

vision”, “short term”, “long term”, 

“distinguishing feature”, “environmental 

requirements”, “environmental 

responsibilities”, “job specifications” 

Green 

recruitment 

and selection 

What measures does your 

hotel employ to choose and 

recruit individuals who 

express an interest in 

promoting environmental 

sustainability? 

“case studies”, “solutions”, “attitudes and 

thinking”, “commitment”, “green criteria”, 

“green policies and strategies”, “mindset” 

Green training 

and 

development 

Can you explain how you 

train your employees to be 

involved in environmental 

management initiatives? 

“Enhance green perception and skills”, 

“develop green awareness”, “create green 

activities”, “create training program”, “a 

priority”, “important investment”  

Green 

performance 

management 

How do you measure your 

employees performance and 

contributions to the 

“measure the effectiveness”, “evaluating 

their green enthusiasm”, “management 

observations”, “performance management 
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advancement of 

environmental 

performance? 

system”, “objectives”, “duties”, “Green 

superstars” 

Green pay and 

reward 

Can you explain how do 

you instill values of green 

practices among your 

employees? 

“financial rewards”, “non-financial 

rewards”, “team excellence awards”, 

“advanced initiatives and achievements”, 

“publicly acknowledge employee” 

Green health 

and safety 

Related to health and safety 

of staffs, what measures are 

conducted in your hotel to 

enhance a green workplace? 

“green workplaces”, “reduce  stress”, 

“prevent health issues”, “ensure safety  and 

security”,  “clean working areas”, 

“hygienic”,  

Green 

involvement 

and 

empowerment 

How to help every single 

staff voluntarily involve to 

the action of protecting 

environment? 

“Prioritize the spirit of volunteerism”, 

“encouraging the employees”, 

“responsibility”, “awareness of 

environmental issues”, “motivate and 

support employees”  

Green 

discipline 

management  

Regards to disciplinary 

system, what actions are 

used in your hotel to protect 

environment?   

“create disciplinary system”, “implement 

disciplinary measures”, “develop laws and 

regulations”, “setting penalties”,  

4.1.3. Discussion 

• Green job description and analysis 

When asked about their perspectives on how to attractive the potential employees by 

engaging the green job descriptions and analysis, all interviews stated that their hotel has 

already tried to share the environmental concerns and activities in the job description. All 

participants said that the most effective way to recruit the right people with high environmental 

awareness in protecting environment is using the green job description.  

• Green recruitment and selection 

The construct of green recruitment and selection obtained from the in-depth interviews 

is consistent with the definition given by Jabbour and Santos (2008), Jabbour et al. (2010), 
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Renwick et al. (2013). Green recruitment and selection were confirmed as being most 

associated with green human resource management practices.  

• Green training and development 

In the literature, Jabbour (2011) and (Renwick et al., 2013) identified green training and 

development as one of the dimensions of GHRM practices and described GTD as the proposed 

actions aimed at increasing employees' awareness of the environment, providing them with 

environmental skills, and elevating green competence and expertise among the organization's 

workforces. Green training and development were again confirmed as being associated with 

the dimension of GHRM practices.  

• Green performance management 

Most of the interviewees shared that they know the value of creating green performance 

management and improving the environmental performance. The development of 

environmental outcome metrics entails defining a system of environmental assessments for all 

participants of the team in outcome reviews, covering themes like responsibilities and 

commitments to environment, carbon lowering, and conveying environmental laws and 

regulations. As such, green performance management was confirmed as being most associated 

with green human resource management practices and consistent with Jabbour (2011).  

• Green pay and reward 

The analysis revealed that the majority of the respondents believed that green pay and 

reward include financial and non-financial incentives for employees who demonstrate 

significant potential to contribute to eco-friendly management. Besides, improving the reward 

and competency system to enhance organizational performance, promote dedication to 

environmental initiatives, and empower employees to actively participate in environmental 

progress. These findings reflect the alignment with the previous studies (Daily et al., 2012; 

Jabbour, 2011) and confirm the essential role of green pay and reward in green HRM practices. 

• Green health and safety 

the analysis illustrated that to enhance the well-being of their employees, hotels have 

implemented strategies, such as the establishment of green factories or zones, to maintain a 

favorable environment and prevent various health issues. From the researcher’s observation, 

this theme is consistent with the concept of need for achievement identified in the literature, 

which points to implement health and safety procedures that align with ecofriendly 

management (Shah, 2019). Therefore, green health and safety was confirmed for the Research 

model of this study. 
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• Green involvement and empowerment 

from author’s observation, a corporation can improve its ecofriendly outcome through 

diverse actions that empower employees to actively participate in green initiatives. These 

procedures encompass the deepening of employees' tacit knowledge, fostering motivation and 

engagement in generating ideas to address environmental issues, and establishing a culture that 

promotes environmental management, this concept is totally consistent with opportunity 

perspective in AMO (Appelbaum et al., 2000). Consequently, green involvement and 

empowerment was confirmed for the Research model of this study. 

• Green discipline management   

the analysis revealed that the majority of the respondents believed that green discipline 

management is a pre-requisite in corporate environmental management. In ensuring green 

employee behaviour in the workplace, organizations may need green discipline management 

practices to achieve the environmental management objectives and strategies of the 

organisation. As such, green discipline management was confirmed as being associated with 

green human resource management practices and consistent with (Wehrmeyer, 2017).  

4.2. Quantitative Results 

4.2.1. Evaluating the measurement models 

4.2.1.1. Reliability test 

• Factor loading indicators. 

In evaluating reflective measurement models, the initial step involves scrutinizing the 

indicator loadings. Several guidelines exist regarding acceptable indicator loadings. Hair et al. 

(2019) suggested that "loadings above 0.708 are recommended, as they indicate that the 

construct explains more than 50 per cent of the indicator’s variance, thus providing acceptable 

item reliability". Conversely, Hulland (1999) posited that indicator loadings falling within the 

range of 0.4 to 0.7 can be deemed acceptable.  

Table 4.3. Factor Loading Indicators 

 ECP EVP GDM GHS GIE GJD GPCI GPDI GPM GPR GRS GTD SP 
ECP1 0.889                         
ECP2 0.840                         
ECP3 0.881                         
ECP4 0.893                         
ECP5 0.907                         
ECP6 0.918                         
ECP7 0.797                         
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ECP8 0.856                         
EVP1   0.883                       
EVP2   0.863                       
EVP3   0.917                       
EVP4   0.844                       
EVP5   0.872                       
EVP6   0.892                       
EVP7   0.897                       
GDM1     0.834                     
GDM2     0.852                     
GDM3     0.742                     
GDM6     0.774                     
GHS1       0.926                   
GHS2       0.926                   
GHS3       0.919                   
GIE1         0.918                 
GIE2         0.905                 
GIE3         0.895                 
GIE4         0.872                 
GIE5         0.846                 
GIE6         0.821                 
GJD1           0.880               
GJD2           0.865               
GJD3           0.884               
GJD4           0.887               
GPCI1             0.829             
GPCI2             0.860             
GPCI3             4.000             
GPCI4             0.883             
GPCI5             0.755             
GPDI1               0.823           
GPDI2               0.789           
GPDI3               0.860           
GPDI4               0.805           
GPM1                 0.826         
GPM2                 0.733         
GPM3                 0.810         
GPM4                 0.742         
GPM5                 0.757         
GPR1                   0.742       
GPR2                   0.787       
GPR3                   0.882       
GPR4                   0.906       
GPR5                   0.908       
GPR6                   0.899       
GPR7                   0.859       
GRS1                     0.882     
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GRS2                     0.813     
GRS3                     0.848     
GRS4                     0.878     
GRS5                     0.909     
GRS6                     0.841     
GRS7                     0.871     
GTD1                       0.908   
GTD2                       0.921   
GTD3                       0.895   
GTD4                       0.899   
GTD5                       0.919   
SP1                         0.786 
SP2                         0.808 
SP3                         0.798 
SP4                         0.890 

Source: Author’s compilation from Smart PLS, 2023 

After examining the indicator loadings, the measurement scale for outer model has 8 

independent variables with 41 indicators. Some items were excluded since their indicator 

loadings were below 0.6, including GDM4, GDM5 of Green discipline management; GHS4 of 

Green health and safety; GPM6 of Green performance management; GTD6, GTD7 of Green 

training and development. Besides, the measurement scale for inner model has 5 dependent 

variables with 28 indicators remains the same number.   

• Assessing internal consistency reliability 

Table 4.4 demonstrates that the composite reliability of each construct fell within the 

range of 0.878 to 0.963, aligning with accepted standards for model assessment. Among these, 

the Economic performance (ECP) factor exhibited the highest composite reliability at 0.963, 

trailed by Environmental performance (EVP) factor at 0.961, and Green training and 

development (GTD) factor at 0.959. Hence, it can be inferred that all constructs displayed 

internal consistency reliability. 

Table 4.4. Reliability and validity 

Constructs 
Cronbach's 

alpha 

Composite 

reliability 

(rho_a) 

Composite 

reliability 

(rho_c) 

Average 

variance 

extracted 

(AVE) 

Economic performance (ECP) 0.955 0.962 0.963 0.763 

Environmental performance (EVP) 0.952 0.954 0.961 0.777 

Green discipline management (GDM) 0.814 0.821 0.878 0.643 
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Green health and safety (GHS) 0.914 0.921 0.946 0.853 

Green involvement and 

empowerment (GIE) 0.941 0.969 0.952 0.769 

Green job description and analysis 

(GJD) 0.902 0.904 0.932 0.773 

Green process innovation (GPCI) 0.898 0.905 0.925 0.712 

Green product innovation (GPDI) 0.838 0.843 0.891 0.672 

Green performance management 

(GPM) 0.834 0.846 0.882 0.600 

Green pay and reward (GPR) 0.939 0.947 0.951 0.734 

Green recruitment and selection 

(GRS) 0.943 0.945 0.954 0.746 

Green training and development 

(GTD) 0.947 0.950 0.959 0.825 

Social performance (SP) 0.838 0.843 0.892 0.674 

Source: Author’s compilation from Smart PLS, 2023 

4.2.1.2. Validity test 

• Convergent validity  

As per Hair et al. (2013), the evaluation of convergent validity seeks to examine the 

degree to which a scale demonstrates a positive correlation with alternative measures assessing 

the same variable, as indicated by the Average Variance Extracted (AVE) index. Convergence 

of variables is typically confirmed when the respective value surpasses 0.5 (Hair et al., 2019). 

All scales listed in summary table 4.7 exhibit AVE values exceeding 0.5 (ranging from 0.600 

to 0.853), indicating that the observed variables possess valid convergence metrics. Therefore, 

the convergent validity was confirmed. 

• Discriminant validity  

The next step in evaluating a reflective measurement model involves examining 

discriminant validity, defined as "the degree to which a construct is empirically separate from 

other constructs within the structural model" (Hair et al., 2019). Fornell and Larcker (1981) 

proposed that the square root of the Average Variance Extracted (AVE) for each latent variable 

should exceed the correlations among these latent variables, serving as a criterion for 

establishing discriminant validity. Additionally, Hair et al. (2011) recommended that, in terms 
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of discriminant validity, the loading value of an indicator should surpass all of its cross-

loadings. 

As can be seen in Table 4.5, similar patterns were found with other latent variables. In 

other words, the discriminant validity was supported or all the constructs, ranging from 0.774 

to 0.924. 

Table 4.5. Discriminant validity-Formell and Lacker Criterion 

 
ECP EVP GDM GHS GIE GJD GPCI GPDI GPM GPR GRS GTD SP 

ECP 0.873                         

EVP 0.441 0.881                       

GDM 0.468 0.705 0.802                     

GHS 0.212 0.340 0.317 0.924                   

GIE 0.148 0.202 0.262 0.205 0.877                 

GJD 0.351 0.630 0.529 0.254 0.120 0.879               

GPCI 0.403 0.558 0.565 0.280 0.159 0.393 0.844             

GPDI 0.210 0.357 0.398 0.149 0.231 0.237 0.480 0.820           

GPM 0.385 0.728 0.632 0.311 0.218 0.552 0.440 0.331 0.774         

GPR 0.450 0.752 0.634 0.360 0.187 0.592 0.527 0.349 0.602 0.857       

GRS 0.547 0.758 0.798 0.320 0.202 0.632 0.565 0.355 0.708 0.717 0.864     

GTD 0.389 0.737 0.621 0.282 0.184 0.596 0.502 0.310 0.623 0.643 0.660 0.908   

SP 0.573 0.777 0.731 0.329 0.230 0.531 0.543 0.353 0.632 0.681 0.718 0.618 0.821 

Source: Author’s compilation from Smart PLS, 2023 

4.2.2. Evaluating the structural models 

In this research, the authors utilize bootstrapping to assess the significance of the path 

coefficient. They employ 5000 bootstrap samples, each comprising the same number of cases 

as the original observations. Initially, the authors examine the P-value to assess hypotheses and 

gauge the reliability of these hypotheses. According to Hair et al. (2014), a higher P-value 

indicates lower reliability of the hypothesis, while a P-value less than 0.05 is considered 

appropriate for evaluating the worth of the research model. Through this process, T-statistics 

are generated to evaluate the significance of the model's paths. In this particular study, the 

authors utilize 574 data points from 5000 samples derived from the original dataset to compute 

the T-values for testing the importance of the structural paths. For relationships within the 95% 
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confidence interval, indicating statistical significance, the T-value (T-statistics) should be equal 

to or greater than 1.96 to be deemed satisfactory. Specifically, significant t-values for the two-

tailed test are 1.65 at a significance level of 10%, 1.96 at a significance level of 5%, and 2.58 

at a significance level of 1%. 

4.2.2.1. Direct effects testing 

Table 4.6. Direct Effects 

Hypotheses 
Relationshi

p 

Hypotheses 
Relationship 

Path 
coefficients 

(β) 
T values P values Decision 

H1a GJD -> GPDI -0.043 0.920 0.358 Rejected 
H1b GRS -> GPDI -0.009 0.108 0.914 Rejected 
H1c GTD -> GPDI 0.034 0.588 0.556 Rejected 
H1d GPM -> GPDI 0.084 1.399 0.162 Rejected 
H1e GPR -> GPDI 0.143 2.350 0.019 Supported 
H1f GHS -> GPDI -0.026 0.651 0.515 Rejected 
H1g GIE -> GPDI 0.130 3.056 0.002 Supported 
H1h GDM -> GPDI 0.236 3.053 0.002 Supported 
H2a GJD -> GPCI -0.033 0.726 0.468 Rejected 
H2b GRS -> GPCI 0.175 2.607 0.009 Supported 
H2c GTD -> GPCI 0.150 2.837 0.005 Supported 
H2d GPM -> GPCI -0.034 0.765 0.445 Rejected 
H2e GPR -> GPCI 0.166 3.177 0.001 Supported 
H2f GHS -> GPCI 0.063 1.584 0.113 Rejected 
H2g GIE -> GPCI -0.001 0.039 0.969 Rejected 
H2h GDM -> GPCI 0.247 3.715 0.000 Supported 
H3a GPDI -> ECP 0.021 0.442 0.659 Rejected 
H3b GPDI -> EVP 0.116 2.887 0.004 Supported 
H3c GPDI -> SP 0.121 2.790 0.005 Supported 
H4a GPCI -> ECP 0.393 6.990 0.000 Supported 
H4b GPCI -> EVP 0.503 10.043 0.000 Supported 
H4c GPCI -> SP 0.485 8.227 0.000 Supported 
H5a GJD -> ECP -0.014 0.766 0.444 Rejected 
H5b GRS -> ECP 0.068 2.255 0.024 Supported 
H5c GTD -> ECP 0.060 2.499 0.012 Supported 
H5d GPM -> ECP -0.012 0.638 0.524 Rejected 
H5e GPR -> ECP 0.068 2.890 0.004 Supported 
H5f GHS -> ECP 0.024 1.530 0.126 Rejected 
H5g GIE -> ECP 0.002 0.149 0.882 Rejected 
H5h GDM -> ECP 0.102 3.058 0.002 Supported 
H6a GJD -> EVP -0.022 0.924 0.356 Rejected 
H6b GRS -> EVP 0.087 2.298 0.022 Supported 
H6c GTD -> EVP 0.079 2.494 0.013 Supported 
H6d GPM -> EVP -0.008 0.294 0.769 Rejected 
H6e GPR -> EVP 0.100 3.179 0.001 Supported 
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H6f GHS -> EVP 0.029 1.357 0.175 Rejected 
H6g GIE -> EVP 0.014 0.744 0.457 Rejected 
H6h GDM -> EVP 0.152 3.646 0.000 Supported 
H7a GJD -> SP -0.021 0.936 0.349 Rejected 
H7b GRS -> SP 0.084 2.193 0.028 Supported 
H7c GTD -> SP 0.077 2.447 0.014 Supported 
H7d GPM -> SP -0.006 0.256 0.798 Rejected 
H7e GPR -> SP 0.098 3.171 0.002 Supported 
H7f GHS -> SP 0.028 1.357 0.175 Rejected 
H7g GIE -> SP 0.015 0.780 0.436 Rejected 
H7h GDM -> SP 0.148 3.501 0.000 Supported 

Source: Author’s compilation from Smart PLS, 2023 

Research Question 2:  How does GHRM practices have an impact on green 

innovation of hospitality industry in Vietnam?  

H1a: Green job description and analysis of GHRM practices positively affects green product 

innovation. 

H1b: Green recruitment and selection of GHRM practices positively affects green product 

innovation. 

H1c: Green training and development of GHRM practices positively affects green product 

innovation. 

H1d: Green performance management of GHRM practices positively affects green product 

innovation. 

H1e: Green pay and reward of GHRM practices positively affects green product innovation. 

H1f: Green health and safety of GHRM practices positively affects green product innovation. 

H1g: Green involvement and empowerment of GHRM practices positively affects green 

product innovation. 

H1h: Green discipline management of GHRM practices positively affects green product 

innovation. 

Hypothesis one was tested. The results from table 4.6 showed that there were three 

factors GPR (β = 0.143, T= 2.350, P = 0.019 < 0.05), GIE (β = 0.130, T= 3.056, P = 0.002 < 

0.01), GDM (β = 0.236, T= 3.053, P = 0.002 < 0.01), were positively associated with green 

product innovation at 99% and 95% confidence level. Therefore, hypothesis H1e, H1g and H1h 

were supported. However, five factors GJD, GRS, GTD, GPM, GHS were not associated with 

green product innovation and had no significant differences. Hypotheses H1a, H1b, H1c, H1d 

and H1f were rejected because these factors were not statistically significant.  
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H2a: Green job description and analysis of GHRM practices positively affects green process 

innovation. 

H2b: Green recruitment and selection of GHRM practices positively affects green process 

innovation. 

H2c: Green training and development of GHRM practices positively affects green process 

innovation. 

H2d: Green performance management of GHRM practices positively green process innovation. 

H2e: Green pay and reward of GHRM practices positively affects green process innovation. 

H2f: Green health and safety of GHRM practices positively affects green process innovation. 

H2g: Green involvement and empowerment of GHRM practices positively affects green process 

innovation. 

H2h: Green discipline management of GHRM practices positively affects green process 

innovation. 

Hypothesis two was tested. The results from table 4.6 indicated that there were four 

factors GRS (β = 0.175, T= 2.607, P = 0.009 < 0.01), GTD (β = 0.150, T= 2.837, P = 0.005 < 

0.01), GPR (β = 0.166, T= 3.177, P = 0.001 < 0.01), GDM (β = 0.247, T= 3.715, P = 0.000 < 

0.01), were positively correlated with green product innovation at 99% confidence level. 

Therefore, hypothesis H2b, H2c, H2e and H2h were supported. However, four factors GJD, 

GPM, GHS, GIE were not correlated with green process innovation and had no significant 

differences. Consequently, hypotheses H2a, H2d, H2f, H2g were rejected because these factors 

were not statistically significant.  

Research Question 3:  How does green innovation affect sustainable performance 

of hospitality industry in Vietnam?  

H3a: Green product innovation positively affects economic performance. 

H3b: Green product innovation positively affects environmental performance. 

H3c: Green product innovation positively impacts on social performance.  

Hypothesis three was tested. The results from table 4.6 indicated that green product 

innovation was positively correlated with two factors in terms of EVP (β = 0.116, T= 2.887, P 

= 0.004 < 0.01) and SP (β = 0.121, T= 3.715, P = 0.005 < 0.01) at 99% confidence level. 

Therefore, hypothesis H3b, and H3c were supported. However, green product innovation was 
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not correlated with economic performance and had no significant differences. Consequently, 

hypotheses H3a was rejected because this factor was not statistically significant.  

H4a: Green process innovation positively affects economic performance. 

H4b: Green process innovation positively affects environmental performance. 

H4c: Green process innovation positively impacts on social performance.  

Hypothesis four was tested. The results showed that all the path coefficients were 

statistically significant. ECP (β = 0.393, T= 6.990, P = 0.000 < 0.01), EVP (β = 0.503, T= 

10.043, P = 0.000 < 0.01) and SP (β = 0.485, T= 8.227, P = 0.000 < 0.01) at 99% confidence 

level. Therefore, hypotheses H4a, H4b and H4c were fully supported.  

Research Question 4:  How does GHRM practices influence sustainable 

performance of hospitality industry in Vietnam?  

H5a: Green job description and analysis of GHRM practices positively affects economic 

performance. 

H5b: Green recruitment and selection of GHRM practices positively affects economic 

performance. 

H5c: Green training and development of GHRM practices positively affects economic 

performance. 

H5d: Green performance management of GHRM practices positively affects economic 

performance. 

H5e: Green pay and reward of GHRM practices positively affects economic performance. 

H5f: Green health and safety of GHRM practices positively affects economic performance. 

H5g: Green involvement and empowerment of GHRM practices positively affects economic 

performance. 

H5h: Green discipline management of GHRM practices positively affects economic 

performance. 

Hypothesis five was tested. The results from table 4.6 indicated that there were four 

factors GRS (β = 0.068, T= 2.255, P = 0.024 < 0.05), GTD (β = 0.060, T= 2.499, P = 0.012 < 

0.05), GPR (β = 0.068, T= 2.890, P = 0.004 < 0.01), GDM (β = 0.102, T= 3.058, P = 0.002 < 

0.01), were positively correlated with economic performance at 99% and 95% confidence level. 

Therefore, hypothesis H5b, H5c, H5e and H5h were supported. However, four factors GJD, 

GPM, GHS, GIE were not correlated with economic performance and had no significant 
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differences. Consequently, hypotheses H5a, H5d, H5f, H5g were rejected because these factors 

were not statistically significant.  

H6a: Green job description and analysis of GHRM practices positively affects environmental 

performance. 

H6b: Green recruitment and selection of GHRM practices positively affects environmental 

performance. 

H6c: Green training and development of GHRM practices positively affects environmental 

performance. 

H6d: Green performance management of GHRM practices positively affects environmental 

performance. 

H6e: Green pay and reward of GHRM practices positively affects environmental performance. 

H6f: Green health and safety of GHRM practices positively affects environmental performance. 

H6g: Green involvement and empowerment of GHRM practices positively affects 

environmental performance. 

H6h: Green discipline management of GHRM practices positively affects environmental 

performance. 

Hypothesis six was tested. The results from table 4.6 indicated that there were four 

factors GRS (β = 0.087, T= 2.298, P = 0.022 < 0.05), GTD (β = 0.079, T= 2.494, P = 0.013 < 

0.05), GPR (β = 0.100, T= 3.179, P = 0.001 < 0.01), GDM (β = 0.152, T= 3.646, P = 0.000 < 

0.01), were positively correlated with environmental performance at 99% and 95% confidence 

level. Therefore, hypothesis H6b, H6c, H6e and H6h were supported. However, four factors 

GJD, GPM, GHS, GIE were not correlated with environmental performance and had no 

significant differences. Consequently, hypotheses H6a, H6d, H6f, H6g were rejected because 

these factors were not statistically significant.  

H7a: Green job description and analysis of GHRM practices positively affects social 

performance. 

H7b: Green recruitment and selection of GHRM practices positively affects social 

performance. 

H7c: Green training and development of GHRM practices positively affects social 

performance. 
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H7d: Green performance management of GHRM practices positively affects social 

performance. 

H7e: Green pay and reward of GHRM practices positively affects social performance. 

H7f: Green health and safety of GHRM practices positively affects social performance. 

H7g: Green involvement and empowerment of GHRM practices positively affects social 

performance. 

H7h: Green discipline management of GHRM practices positively affects social performance. 

Hypothesis seven was tested. The results from table 4.6 indicated that there were four 

factors GRS (β = 0.084, T= 2.193, P = 0.028 < 0.05), GTD (β = 0.077, T= 2.447, P = 0.014 < 

0.05), GPR (β = 0.098, T= 3.171, P = 0.002 < 0.01), GDM (β = 0.148, T= 3.501, P = 0.000 < 

0.01), were positively correlated with social performance at 99% and 95% confidence level. 

Therefore, hypothesis H7b, H7c, H7e and H7h were supported. However, four factors GJD, 

GPM, GHS, GIE were not correlated with social performance and had no significant 

differences. Consequently, hypotheses H7a, H7d, H7f, H7g were rejected because these factors 

were not statistically significant.  
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Figure 4.1.  PLS-SEM model for direct effects testing 

 

Source: Author’s compilation from Smart PLS, 2023 

4.2.2.2. Mediation Testing 

Mediation analyses play a crucial role in causal and structural modeling as they allow 

researchers to grasp the "fundamental mechanisms explaining the connection between a 

predictor and an outcome" and "make deductions regarding the reasons for the association 

between two variables or the nature of their relationship" (Liu and Ulrich, 2016). As stated by 

Liu and Ulrich (2016), a mediating factor could completely or partly explain the link between 

X (the predictor) and Y (the outcome), offering insight into why this relationship exists. 
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This study conducted mediation analyses to investigate how green innovation acts as a 

mediator in the relationship between GHRM practices and the attainment of sustainable 

performance. The results of these analyses are presented in Table 4.7. 

Table 4.7. Indirect Effects on Sustainable Performance 

Hypotheses Relationship 

Path 

coefficients 

(β) 

T values 
P 

values 
Decision 

H8a GHRMps -> GPDI -> ECP 0.010 0.442 0.658 Rejected 

H8b GHRMps -> GPDI -> EVP 0.051 2.478 0.013 Supported 

H8c GHRMps -> GPDI -> SP 0.053 2.426 0.015 Supported 

H9a GHRMps -> GCI -> ECP 0.248 4.875 0.000 Supported 

H9b GHRMps -> GCI -> EVP 0.317 6.012 0.000 Supported 

H9c GHRMps -> GCI -> SP 0.306 5.320 0.000 Supported 

Source: Author’s compilation from Smart PLS, 2023 

Research Question 5:  How does green innovation mediate the relationship 

between GHRM practices and sustainable performance of hospitality industry in 

Vietnam? 

H8a: GHRM practices positively influences Economic performance through green product 

innovation.  

H8b: GHRM practices positively influences Environmental performance through green 

product innovation.  

H8c: GHRM practices positively influences Social performance through green product 

innovation.  

Hypothesis eight was tested. The results from table 4.7 indicated that green HRM 

practices was positively correlated with two factors in terms of EVP (β = 0.051, T= 2.478, P = 

0.013 < 0.05) and SP (β = 0.053, T= 2.426, P = 0.015 < 0.05) at 95% confidence level. 

Therefore, hypothesis H8b, and H8c were supported. However, green HRM practices was not 

correlated with economic performance and had no significant differences. Consequently, 

hypotheses H8a was rejected because this factor was not statistically significant.  

H9a: GHRM practices positively influences Economic performance through green process 

innovation.  

H9b: GHRM practices positively influences Environmental performance through green 

process innovation.  
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H9c: GHRM practices positively influences Social performance through green process 

innovation.  

Hypothesis nine was tested. The results showed that all the path coefficients were 

statistically significant. ECP (β = 0.248, T= 4.875, P = 0.000 < 0.01), EVP (β = 0.317, T= 6.012, 

P = 0.000 < 0.01) and SP (β = 0.306, T= 5.320, P = 0.000 < 0.01) at 99% confidence level. 

Therefore, hypotheses H9a, H9b and H9c were fully supported.  

Figure 4.2.  PLS-SEM model for indirect effects testing – stage 1 

 
Source: Author’s compilation from Smart PLS, 2023 
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Figure 4.3.  PLS-SEM model for indirect effects testing – stage 2 

 
Source: Author’s compilation from Smart PLS, 2023 

 

4.3. Discussion 

4.3.1. The impact of green HRM practices on green innovation 

The results partially confirmed the significant effects of different GHRM practices on 

green product innovation and green process innovation. 

First, green pay and reward, green involvement and empowerment, green discipline 

management have been found to play a significant role in facilitating the green product 

innovation. On the other hand, green recruitment and selection, green training and development, 

green pay and reward, green discipline management show the significant impact on green 

process innovation. In this study, the author tried to explore the relationship of every single 

GHRM practices could impact on each green product or green process innovation, the findings 

found that only three dimensions of GHRM practices in terms of green pay and reward (H1e), 

green involvement and empowerment (H1g), green discipline management (H1h) exert a 

significant positive impact on green product innovation. Besides, four dimensions of GHRM 

practices in terms of green recruitment and selection (H2b), green training and development 

(H2c), green pay and reward (H2e), green discipline management (H2h) exert a significant 

positive impact on green process innovation. These outcomes are similar to the finding of 

Roscoe et al. (2019), Irani et al. (2022), Awan et al. (2023) whereby it was established that there 
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exists an interaction between green innovation and GHRM practices. However, unlike the study 

from Ahmeda et al. (2010), Ogbeibu et al. (2020), they found that green recruitment and 

selection; green performance and compensation; green training, involvement and development 

have an impact on green product innovation, this study strengthen two more factor of GHRMps 

in terms of green involvement and empowerment and green discipline management also 

significant impact on green product innovation. 

Second, these findings offered further evidence for previous studies that providing more 

evidence for the positive effects of GHRM practices on green innovation (Ahmad et al., 2022; 

Al-Ghazali & Afsar, 2021; Awan et al., 2023; Farooq et al., 2022; Hameed et al., 2022; Jia et 

al., 2018; Luu, 2023). Furthermore, this study implies that leaders who strive for green product 

innovation should focus on improving those activities of pay and reward, involvement and 

empowerment, and discipline management. On the other hand, leaders who strive for green 

process innovation should focus on improving those activities of green recruitment and 

selection, green training and development, green pay and reward, green discipline management. 

4.3.2. The impact of green innovation on sustainable performance 

The results also offered insights into how green innovation effect on sustainable 

performance. 

First, the findings of this research affirmed our argument that green product innovation 

has been found to play a significant role in facilitating environmental performance (H3b) and 

social performance (H3c). These results align with the earlier studies in the fields (El-Kassar & 

Singh, 2019; Singh & El-Kassar, 2019; Tantayanubutr & Panjakajornsak, 2017; Wang & Yang, 

2021; Weng et al., 2015; Zailani et al., 2015) which highlighted the crucial roles of green 

product innovation on environmental performance and social performance. Nevertheless, the 

data does not provide support for hypothesis H3a, despite prior research aiding in the 

formulation of connections between green product innovation and economic performance 

(Awwad Al-Shammari et al., 2022; Imran et al., 2023). Within the realm of upscale lodging 

establishments in Vietnam, it seems that innovating hospitality products does not enhance the 

economic performance of these organizations. This observation offers fresh perspectives for 

expanding current research, potentially offering valuable practical implications for managers 

within luxurious hotels and resorts in Vietnam. 

Second, the results of this study unveiled that green process innovation plays an 

essential role as a fundamental driver of economic performance (H4a), environmental 

performance (H4b), and social performance (H4c). This finding is consistent with previous 

research in the field (Awan et al., 2023; Awwad Al-Shammari et al., 2022; Fang et al., 2022; 
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Tantayanubutr & Panjakajornsak, 2017; Weng et al., 2015; Zailani et al., 2015), which has 

underscored the pivotal importance of green processes in achieving sustainable performance. 

These results further validate the positive and significant association between green process 

innovation and sustainable performance. Organizations are increasingly prioritizing 

sustainability due to emerging environmental challenges, prompting a shift from traditional to 

green practices. Consequently, green process innovation in luxurious accommodations can 

serve as a competitive advantage and contribute to achieving sustainable performance. 

4.3.3. The impact of green HRM practices on sustainable performance 

The suggested connections between GHRM practices and sustainable performance have 

also received statistical validation. 

Initially, in the current, only green recruitment and selection (H5b, H6b, H7b), green 

training and development (H5c, H6c, H7c), green pay and reward (H5e, H6e, H7e), green 

discipline management (H5h, H6h, H7h) were found to be significantly related to sustainable 

performance in terms of economic performance, environmental performance, and social 

performance. The present articles rely on the premises of the resource-based view theory, which 

acknowledges that possessing valuable, non-substitutable, and rare resources can confer a 

competitive advantage that presented by sustainable performance. These findings also are 

aligned with previous studies in the field (Adubor et al., 2022; Afum et al., 2021; Almemari, 

2021; Burlea-Schiopoiu et al., 2022; Khaskhely et al., 2022). Organizations must continually 

seek fresh methods to enhance their primary human resources including green recruitment and 

selection, green training and development, green pay and reward, green discipline management. 

GHRM practices is among the tools enabling competitive advantage, ensuring sustained 

performance. The most significant finding in this research is by integrating environmental 

considerations into the green discipline management process, organizations committed to 

sustainability can create environmentally conscious employees, bolstering their environmental 

initiatives. 

On the contrary, green performance management (H5d, H6d, H7d) and green 

involvement and empowerment (H5g, H6g, H7g) do not have significant direct impacts on 

economic performance, environmental performance, and social performance. By comparison, 

these outcomes diverged from previous research findings that had upheld the assumed 

connections between those variables (Awwad Al-Shammari et al., 2022; Imran et al., 2023; 

Jamal et al., 2021; Longoni et al., 2018). Similarly, green job description and analysis (H5a, 

H6a, H7a) was found to be not related to sustainable performance in terms of economic 

performance, environmental performance, and social performance, this finding also against the 
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previous study (Lashari et al., 2022; Malik et al., 2020). Moreover, the aspects of green health 

and safety (H5f, H6f, H7f) do not demonstrate significant direct impacts on economic, 

environmental, and social performance. Our investigation represents an initial endeavor to 

explore the role of green health and safety in enhancing organizational sustainable performance. 

However, within the scope of our survey, evidence supporting these relationships is lacking. 

One conceivable explanation could be that leaders striving for sustainable performance 

primarily prioritize other factors of Green HRM practices, thereby diverting attention away 

from green health and safety practices. Furthermore, the explanation for this finding can be due 

to strong Confucianism culture in Vietnam, which encourages learning and sees it as a tool to 

help people explore their instinctive potentials and achieve sustainable performance 

(Viengkham et al., 2018). Hence, this discovery mirrors the modern landscape of the tourism 

industry, demanding precision and reliability in daily operations and service provision (Pham 

et al., 2020). These results present opportunities for subsequent researchers to explore the 

potential application of such GHRM practices in enhancing sustainable performance. 

Additionally, they underscore the necessity of incorporating diverse GHRM practices to 

comprehensively elucidate leadership effectiveness and organizational outcomes.  

4.3.4. The mediating role of green innovation on the relationship between green HRM 

practices and sustainable performance 

The results also offered insights into how green product innovation and green process 

innovation mediate the relationship between GHRMps and sustainable performance. 

First, in this study, green product innovation successfully presented the mediating role 

in the relationship between GHRMps and environmental performance (H8b), and social 

performance (H8c). Similarly, green process innovation successfully presented the mediating 

role in the relationship between GHRMps and economic performance (H9a), environmental 

performance (H9b), and social performance (H9c). These results confirm that both the resource-

based view and A-M-O theories are applicable for investigating and affirming the connection 

between these areas within the hospitality industry. Specifically, this research aligns with prior 

studies suggesting that green product innovation and green process innovation play pivotal roles 

as intermediaries in a firm's sustainable performance (Alipour et al., 2022; Ansari et al., 2022; 

Awan et al., 2023; Awwad Al-Shammari et al., 2022; Fang et al., 2022; Imran et al., 2023; Kuo 

et al., 2022). Second, this study proposed first light in the scientific field that green product 

innovation has no significant mediating impact in the relationship between GHRMps and 

economic performance. This investigation represents an initial endeavor to explore the 
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mediating role of green product innovation in enhancing the connection between green HRM 

practices and organizational sustainable performance. 

The results also extended the previous findings by reporting how green innovation 

mediates the relationship between green HRM practices and firm’s sustainable performance, in 

the context of luxurious accommodations in Vietnam, a developing country in the Asia. The 

findings additionally expanded upon earlier research by demonstrating the role of green 

innovation especially green product innovation and green process innovation as mediators in 

the connection between green HRM practices and a firm's sustainable performance. This was 

observed within the context of upscale lodging establishments in Vietnam, an emerging nation 

in Asia. No previous research has an in-depth investigation in confirming the role of two 

dimensions of green innovation, therefore, this study provided one of the first mediation 

investigations of the theory that green product innovation has no mediating impact on the 

connection between green HRM practices and organizational sustainable performance. One 

conceivable explanation could be that the innovating with hotel’s products in the hospitality 

industry may lead to the huge amount of investment cost, for that reason, this changing could 

not enhance the economic performance.  
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CHAPTER 5: CONCLUSIONS AND IMPLICATIONS 

5.1 Conclusions 

This study has introduced a paradigm model to examine how green HRM practices, 

green innovation, and sustainable performance impact each other and proven it to be 

appropriate in Vietnam's hospitality industry. Many previous studies have proved the 

effectiveness of applying green human resource management practices to environmental 

protection at companies, but there have not been many in-depth studies on this industry. 

Therefore, this research sucessfully provides an in-depth study on improving the environmental 

performance of the “green” hotel by finding solid scientific theoretical foundations, building 

new models and questionnaires, and proving hypotheses with actual data.  

To achieve six research objectives, the present study has undertaken an investigation 

into the mechanisms through which Green Human Resource Management (GHRM) influences 

sustainable performance. Previous research has primarily focused on the impact of GHRM on 

either environmental performance or employee green behavior (Dumont et al., 2017; Guerci & 

Carollo, 2016). Besides, those related research only focused on some prevalence of green 

practices such as green training, green recruitment, green pay and reward (Mousa & Othman, 

2020; Pham et al., 2020). First research objectives of this study effectively confirmed the 

existing of less common green HRM practices to extend in order to enhance green innovation, 

sustainable performance such as green job description and analysis, green performance 

management, green health and safety, green involvement and empowerment, green discipline 

management. Second, in terms of attaining research objective two, three, and four by evaluating 

the direct impacts of green HRM practices, green innovation, and sustainable performance, this 

study also shows some significant interesting relationships between green HRM practices and 

green innovation, green HRM practices and sustainable performance as well as green 

innovation and sustainable performance. Third, to gain the research objective five by leveraging 

resource-based view theory, the author sucessfully examined the mediating role of green 

innovation including green product innovation and green process innovation in the relationship 

between GHRM practices and sustainable performance. Finally, despite numerous studies on 

green HRM practices, the exploration within Vietnam's hospitality sector is limited, as 

highlighted by Pham et al. (2019) and Pham et al. (2020). This study has the potential to deepen 

our comprehension of effective green HRM practices and green innovation specifically within 

the management levels of upscale accommodations in Vietnam, aiming to promote sustainable 

performance encompassing economic, environmental, and social dimensions in their 

enterprises, through the integration of various theories, this research anticipates contributing to 
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a holistic understanding of green HRM practices that facilitate green innovation and sustainable 

performance. Having said that, this research carries theoretical and practical implications, 

alongside acknowledging its limitations and suggesting directions for future research. 

5.2. Implications 

5.2.1. Theoretical implications 

This study makes significant efforts to the current scientific world by introducing a new 

model and proven it to be appropriate in Vietnam’s hospitality industry. Numerous prior studies 

have demonstrated the efficacy of implementing green human resource management practices 

in fostering environmental performance within companies, but there have not been many in-

depth studies on hospitality industry, especially in luxurious corporations. Besides, the results 

of this research will enhance the existing body of knowledge on green HRM practices, green 

innovation, and sustainable performance.  

Firstly, prior research has been conducted at whether GHRM practices based on the 

AMO theory which have a favorable effect on innovation to environment (Antonioli et al., 

2013), and paradoxical studies has been used for looking into how HRM practices affects 

sustainable environment (Guerci & Carollo, 2016). This study confirmed the existing of less 

common green HRM practices to extend in order to enhance green innovation, sustainable 

performance such as green job description and analysis, green performance management, green 

health and safety, green involvement and empowerment, green discipline management. 

Interestingly, from the results of survey, this study presented the strong significant of green 

discipline management on green innovation and sustainable performance in Vietnam context.  

Secondly, despite decades of research and hundreds of publications of how green HRM 

practices influence environmental performance in an organization, the field has not yet arrived 

at an understanding of how green HRM practices influence economic performance and social 

performance. These include theoretical inquiries aimed at enhancing the understanding of 

existing GHRM literature. Therefore, this study extends SIT theory by investigating deeply into 

enhancing the sustainable performance of a "green" hotel by establishing robust scientific and 

theoretical foundations. This study will be a synthesis study that proves the main relationships 

green HRM practices and not only environmental performance but also economic performance 

and social performance so that the following studies can refer to and extract guides.  

Thirdly, the current study contributes to the existent knowledge through its highlights 

on the role of green innovation in stimulating sustainable performance and in positively 

mediating the relationship between green HRM practices and sustainable performance. Based 
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on AMO theory, this discovery also revealed that implementing GHRM strategies and fostering 

green innovation contribute to a company's long-term viability. This research indicates that 

GHRM initiatives, such as green job description and analysis, green performance management, 

green health and safety, green involvement and empowerment, green discipline management, 

thereby driving innovation in eco-friendly services, products, and processes, ultimately leading 

to improved hotel sustainable performance. Therefore, this study advocates for the adoption of 

GHRM strategies by firms seeking to gain a competitive edge. The findings underscore the 

importance of proactive GHRM approaches aimed at cultivating, retaining, and attracting 

environmentally conscious employees to promote both environmental sustainability and 

innovation, thus positioning the company for competitive advantage. 

Lastly, by integrating the concepts of AMO theory and RBV theory, , this study 

developed an overarching and unique conceptual indicating the mediating role of green 

innovation. Unlike previous studies focusing solely on the correlations between green HRM 

practices and green innovation, green HRM practices and sustainable performance, and green 

innovation and sustainable performance, this study introduces an integrated and expansive 

theoretical framework that delves into the interplay among these variables. Furthermore, this 

study conducts an examination of these relationships within the realm of luxurious 

accommodations in Vietnam. Past literature on similar concepts has predominantly centered on 

Western nations and established knowledge economies, thereby overlooking developing 

nations and transitioning economies like Vietnam and other Asian countries. The insights into 

how hospitality establishments in Vietnam cultivate sustainable performance through green 

HRM practices and green innovation mark an initial stride toward establishing cross-regional 

and cross-industry comparisons, offering potential avenues for future research. 

5.2.2. Managerial implication 

Drawing from the above research findings, there are various practical implications for 

managers in the hotel management and business sectors. Particularly, the research highlights 

green innovation as the most influential factor contributing positively to sustainable 

performance. This study emphasizes the advantages of implementing Green HRM practices 

and fostering green innovation within the hospitality industry, showcasing its dual benefits 

encompassing financial, social, and environmental aspects. 

Hotels embracing green initiatives should maintain these practices, given their status as 

a steadily rising trend that increasingly influences tourists' hotel selections. Additionally, 

ongoing adherence to green practices allows hotels to realize cost efficiencies in various 

operational aspects, such as electricity, water, and cleaning supplies expenses. In Vietnam and 
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worldwide, green practices have advanced beyond traditional approaches. With the ongoing 

evolution of environmental consciousness and responsibility, Vietnamese hotels are 

increasingly and actively integrating green practices into their operations, tailored to each stage. 

This includes efforts such as designing guest accommodations with utmost environmental 

sustainability in mind and embracing the use of eco-friendly materials throughout their ongoing 

operations. 

From the research findings, four factors of GHRMps (green recruitment and selection, 

green training and development, green pay and reward, green discipline management) have a 

favour impact on sustainable development. Our research indicates that human resources 

managers can incorporate green competencies through recruitment and selection processes, as 

well as by developing and training employees to enhance their green performance. 

Additionally, human resources managers can cultivate a sense of environmental stewardship 

among employees by utilizing performance appraisals and implementing reward systems for 

those who contribute significantly to green initiatives. Moreover, these managers can foster 

green opportunities by involving employees in the creation of environmental plans, providing 

training, and encouraging them to take on leadership roles in green initiatives. Utilizing our 

findings, firm managers can establish a culture of green innovation in both products and 

processes, thereby promoting exceptional environmental sustainability and green performance. 

Furthermore, managers in Vietnam acknowledge the importance of employee 

dedication for the effective execution of green initiatives in hotels. They realize that without 

the support and involvement of their staff, the hotel's endeavors to adopt eco-friendly practices 

would be impractical. They emphasize that the value of embracing green practices lies in the 

individuals who directly implement them, encompassing every employee across all 

departments. 

This study builds upon and advances previous research on Green Human Resource 

Management (GHRM). The findings from this research can be utilized to teach about the impact 

of GHRM not only to students but also to future managers, highlighting its interplay with green 

innovation and green transformational leadership on a company's environmental performance. 

Teaching about green innovation has posed challenges due to limited empirical evidence, best 

practices, and necessary guidelines. Although existing literature recognizes the significance of 

fostering a green culture within organizations, there remains a scarcity of empirical evidence, 

such as case studies and surveys, suitable for educational purposes. Our study aims to 

significantly contribute to the integration of green management education in business schools 

and universities by providing robust empirical evidence. These research findings can be 
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incorporated into academic syllabi and course outlines developed by faculty members, aligning 

with the needs of future managers. 

Furthermore, our research furnishes evidence-based insights to inform senior 

management about the influence of GHRM on green innovation and the environmental 

performance of an organization. Accordingly, companies should allocate additional resources 

to bolster environmental performance. Additionally, our findings propose a proactive strategy 

that companies can employ to enhance environmental performance while ensuring compliance 

with regulatory authorities. 

5.3. Limitations and future research directions 

Although this study has achieved its original purpose, there are still some limitations. 

Firstly, it's crucial to acknowledge the limited scope of this study, the research 

exclusively concentrates on hotels and resorts falling within the 4-, and 5-star categories. These 

constraints imply that the findings may lack the requisite precision and dependability for 

widespread application across the entire luxurious hospitality sector of Vietnam. To address 

this, future research could involve collaborations with higher authorities such as the 

Government, the Vietnam National Administration of Tourism, and the General Statistics 

Office, among others, to access comprehensive and reliable data sources. This would enable 

the acquisition of more precise information concerning demographics, economic statistics, 

cultural aspects, environmental factors, and other significant indicators. Consequently, it would 

facilitate the development of more detailed research models and the generation of research 

outcomes that are more pertinent and applicable. 

Another issue arises regarding the limitations of the sampling methodology. The use of 

convenience sampling in data collection diminishes the representativeness of the sample, 

thereby potentially compromising the reliability of the study's findings and their 

generalizability to the broader population. To address this concern, future research endeavors 

can employ random sampling techniques, systematic sampling, augment sample size, integrate 

various sampling methodologies, and explicitly delineate the constraints and repercussions of 

their approach in the research report. Additionally, broadening the scope of the study could 

enhance the inclusiveness of the sample. 

The authors simply adapted existing questionnaires from prior studies, making 

necessary adjustments to align with the context of our country, but without introducing any 

alterations. In subsequent research, the team intends to revisit the study objectives, refine, and 

amend the questions, conduct testing and evaluation of the questionnaires, incorporate 
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supplementary questions, and seek expert guidance. Subsequently, a new questionnaire will be 

developed that better aligns with the research model. 

Finally, this study delved into the roles of green product innovation and green process 

innovation as two intermediaries between GHRM practices and sustainable performance. 

Aligning with the Oslo Manual penalties (OECD, 2018), there are further dimensions of 

innovation such as marketing innovation and organizational innovation. Hence, future research 

endeavors should focus on examining these relationships concerning green marketing 

innovation and green organizational innovation at the organizational level. Moreover, 

considering the perspective of the resource-based view theory, which suggests that employee 

engagement in green behaviors and a sense of corporate social responsibility can influence 

sustainable performance, the authors propose that forthcoming studies explore the mediating 

and moderating effects of pro-environmental behavior and organizational citizenship behavior 

at both individual and organizational levels. 
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