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Abstract: This study explores how Green Human Resource Management (GHRM) practices and a
sustainable organizational culture influence engagement, retention, and performance among Genera-
tion Z employees in the hospitality industry. A systematic review of 25 reputable international studies
reveals that green training most strongly affects engagement, while green performance management
drives performance. Sustainable organizational culture mediates these relationships and enhances the
overall impact of GHRM. Applying the Ability-Motivation-Opportunity (AMO) theory alongside or-
ganizational culture and generational theory, the study provides practical implications for HR leaders

to enhance Gen Z workforce management through integrated sustainability-oriented HR strategies.

Keywords: Green Human Resource Management; sustainable organizational culture; Generation Z;

hospitality industry; employee retention

1. Introduction

Environmental sustainability has become an increasingly pressing global challenge over
the past few decades, prompting organizations across sectors to embed sustainable practices
into their business operations. The hospitality and tourism industries, known for their inten-
sive resource consumption and substantial waste generation, face growing pressure to transi-
tion toward more environmentally responsible practices [1]. Within this context, Green Hu-
man Resource Management (GHRM) has emerged as a strategic framework that integrates
environmental sustainability values into human resource management practices [2]; [3].
GHRM encompasses various initiatives, including sustainability-oriented recruitment, envi-
ronmental training, green performance appraisal, and incentives for eco-friendly behavior [4];

[5].

Concurrently, demographic shifts in the global workforce have brought Generation Z
(born between 1995 and 2015) to the forefront of the labor market. Unlike previous genera-
tions, Generation Z is widely recognized for its heightened environmental awareness, strong
preference for sustainability values, and distinctive expectations regarding the workplace [6];
[7]- In the Indonesian context, Hanifah (2023)[8] notes that Generation Z exhibits a strong
inclination to seek organizations whose values align with their own, particulatly those demon-
strating a commitment to environmental and social issues. This phenomenon is especially
relevant in the hospitality industry, which is characterized by high employee turnover rates—
ranging from 60% to 120% annually in the U.S. [9] and 11% to 38% in Indonesia [10].

Despite the growing body of research on GHRM, significant gaps remain in understand-
ing its impact on Generation Z employees, especially within developing countries such as
Indonesia. Much of the existing literature has primarily examined GHRM in relation to cor-
porate decision-making and organizational development [11]; [12], the sustainability of social,
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economic, and environmental systems in healthcare organizations [13], and supply chain man-
agement [14]. However, insights into how GHRM influences the retention of young talent in
the hospitality sector are still limited [15]; [16]; [16].

Another critical research gap lies in the lack of studies examining mediating mechanisms
in the relationship between GHRM practices and employee performance, particularly the role
of sustainable organizational culture. As emphasized by Dumont et al. (2017)[17], mediating
processes in the GHRM—performance link remain underexplored. Yet, sustainable organiza-
tional culture may serve as a key variable that bridges GHRM practices with Generation Z
employees’ engagement, retention, and performance outcomes.

To address these gaps, the research questions posed in this study are as follows: (1) How
do GHRM practices influence Generation Z employees’ engagement, retention, and perfor-
mance? (2) What role does sustainable organizational culture play as a mediating variable in
these relationships? (3) How do GHRM practices and sustainable organizational culture in-
teract to affect employee outcomes among Generation Z?

This study employs a systematic literature review approach, analyzing and synthesizing
findings from 25 peer-reviewed academic articles on GHRM, sustainable organizational cul-
ture, and Generation Z characteristics in the hospitality industry. The literature review method
was selected due to its ability to provide a comprehensive understanding of existing concepts,
theories, and empirical findings, as well as to identify gaps and future research directions [18].
Compared to empirical studies with geographic and contextual limitations, systematic reviews
allow for broader exploration and synthesis across various cultural, geographical, and organ-
izational contexts [19]

Previous literature reviews in the GHRM domain, such as those by Renwick et al.
(2013)[2] and Yong et al. (2020)[20], have yet to specifically examine the Generation Z work-
force or its interaction with sustainable organizational culture. The strength of a systematic
literature review lies in its capacity to synthesize diverse findings, identify emerging patterns
and trends, and develop new conceptual frameworks based on accumulated evidence [21].
However, limitations include reliance on the availability and quality of existing literature, and
the challenge of integrating findings from studies with varying methodologies and contextual
backgrounds [18].

To mitigate these limitations, this study adopts a theoretical integration approach using
the Ability—Motivation—Opportunity (AMO) framework as the primary analytical lens. Orig-
inally developed by Appelbaum et al. (2013)[22] and extended by Jiang et al. (2012)[23], the
AMO framework offers a comprehensive perspective on how GHRM practices and sustain-
able organizational culture can jointly enhance employees’ ability, motivation, and oppot-
tunity to engage, remain committed, and perform effectively. As noted by Iftikar et al.
(2022)|24], the AMO theory is particulatly relevant in explaining how GHRM can facilitate
organizational greening and foster pro-environmental behavior among employees.

This study further enriches the GHRM literature by incorporating insights from Organ-
izational Culture Theory and Generational Theory to explore how sustainable organizational
culture interacts with the unique characteristics of Generation Z in shaping employee out-
comes. While prior studies (e.g., [25]; [5]) have highlighted the potential of GHRM in pro-
moting pro-environmental behavior, the cultural and generational mechanisms that underpin
this relationship warrant deeper investigation.

The primary contribution of this research lies in the development of an integrative the-
oretical framework that explains the interplay between GHRM practices, sustainable organi-
zational culture, and Generation Z attributes, and their combined influence on employee en-
gagement, retention, and performance. This framework not only advances academic discourse
on GHRM but also provides actionable insights for human resource practitioners in the hos-
pitality industry to attract, motivate, and retain young talent effectively.

2. Preliminaries or Related Work or Literature Review

2.1 Green Human Resource Management

Green Human Resource Management (GHRM) is a strategic approach that integrates
environmental sustainability principles into conventional human resource management prac-
tices [26]. It encompasses a range of policies and practices aimed at enhancing employee
awareness and involvement in achieving the organization’s environmental sustainability goals
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[27]. The key dimensions of GHRM include green recruitment and selection, green training
and development, green performance management, and green compensation and rewards
[28].

Empirical research highlights the positive organizational impact of GHRM implementa-
tion. For instance, Kim et al. (2023)[29] demonstrated that GHRM practices foster pro-envi-
ronmental employee behavior and improve environmental performance in hotels in both Ko-
rea and the United States. Similarly, Pham et al. (2019)[3] found that GHRM positively influ-
ences employees’ organizational citizenship behavior for the environment (OCBE) and over-
all organizational performance. In Sri Lanka, Siyambalapitiya et al. (2018)[30] confirmed that
GHRM enhances employee commitment and citizenship behavior.

Nevertheless, research on the influence of GHRM on Generation Z employees remains
limited. As highlighted by Palupiningtyas et al. (2025)[31], further investigation is needed to
understand how GHRM can be aligned with the values and expectations of younger genera-
tions in the hospitality industry. This gap is particularly relevant given the unique characteris-
tics of Generation Z and their increasing representation in the global workforce.

2.2 Sustainable Organizational Culture

Sustainable organizational culture refers to a shared system of values, beliefs, and prac-
tices that emphasize environmental sustainability across all facets of organizational operations
[25]. According to Obeidat et al. (2022)[32], such a culture fosters an environment that sup-
ports and encourages pro-environmental behavior among employees, thereby contributing to
the achievement of sustainability goals within the organization.

Ojo et al. (2022)[33] found that sustainable organizational culture acts as a mediating
variable between GHRM practices and environmental performance. Likewise, Chakraborty
and Biswas (2020)[34] revealed that a sustainability-oriented culture enhances the effect of
GHRM on pro-environmental behavior. However, these studies have not yet specifically ex-
amined the interaction between sustainable organizational culture and the distinct character-
istics of Generation Z.

2.3 Generation Z in the Workplace Context

Generation Z, born between 1995 and 2015, possesses unique characteristics that dif-
ferentiate them from previous cohorts [7]. According to Mohamad Mazlan and Jambulingam
(2023)[35], Generation Z exhibits heightened concern for environmental issues and tends to
prefer working for organizations that align with their personal values. Ott et al. (2018) identi-
fied that value congruence, opportunities for self-development, and involvement in sustaina-
bility initiatives are critical factors influencing Gen Z retention.

In the hospitality industry, Han (2022)[9] emphasized that high turnover rates among
young employees pose a significant challenge. Goh and Lee (2018)[6] further argued that
traditional human resource management approaches may no longer be effective in attracting
and retaining Generation Z talent. Baum et al. (2021)[30] observed that the COVID-19 pan-
demic has reinforced Generation Z’s preference for organizations that prioritize sustainability
and employee well-being.

2.4 The Ability—-Motivation—Opportunity (AMO) Theory

The AMO theory provides a comprehensive framework for understanding how GHRM
practices and sustainable organizational culture can enhance employee performance [37]. Ac-
cording to the theory, employee performance is influenced by three primary factors: ability,
motivation, and opportunity [23].

In the context of GHRM, Iftikar et al. (2022)[24] applied the AMO framework to explain
how green training and development enhance employees’ abilities, how environmentally
based rewards strengthen motivation, and how participation in sustainability initiatives creates
opportunities for engagement. Saeed et al. (2019)[38] further demonstrated that the AMO
framework effectively explains how GHRM contributes to improved organizational perfor-
mance through strengthened green supply chains.

However, there remains a limited body of research integrating the AMO theory with
sustainable organizational culture and Generation Z characteristics. As emphasized by Pa-
lupiningtyas and Octafian (2024)[39], a deeper exploration is needed to understand how these
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three elements interact to shape engagement, retention, and performance among young em-
ployees in the hospitality sector.

This gap constitutes the core focus of the present study, which aims to develop an inte-
grative theoretical framework for explaining how GHRM practices and sustainable organiza-
tional culture jointly influence the engagement, retention, and performance of Generation Z
employees, with the AMO theory serving as the primary analytical lens.

3. Proposed Method

This study employs a systematic literature review (SLR) approach to analyze and syn-
thesize findings related to Green Human Resource Management (GHRM), sustainable organ-
izational culture, and Generation Z employee performance within the hospitality industry.
SLR was chosen due to its ability to provide a comprehensive understanding of existing con-
cepts, theoretical frameworks, and empirical evidence, while also identifying research gaps
and future research directions [18].

The SLR process follows the PRISMA protocol (Preferred Reporting Items for Sys-
tematic Reviews and Meta-Analyses) as outlined by Page et al. (2021)[40]. The review com-
menced with the identification of relevant sources through systematic searches across repu-
table academic databases, including Scopus and Web of Science. Keywords utilized in the

» oG«

search included: “Green human resource management”, ‘sustainable organizational culture”, “Generation
Z employees™, “employee retention”, “environmental performance”, and “hospitality industry.”

The inclusion criteria applied were as follows: (1) articles published in English or Indo-
nesian; (2) publication year between 2015 and 2025; (3) indexed in Scopus or Web of Science;
(4) focused on GHRM, sustainable organizational culture, or Generation Z employees; and
(5) relevance to the hospitality or service sectors. A rigorous selection process was undertaken
to ensure the inclusion of articles that significantly contribute to the understanding of GHRM
and its outcomes [15].

From an initial pool of 138 articles, 25 were selected for in-depth analysis based on the
inclusion criteria. Literature analysis and synthesis were conducted to integrate key findings
across studies and to construct a coherent conceptual framework for this research. The cod-
ing process adopted the thematic analysis approach proposed by Braun and Clarke
(2006)[41], comprising five stages: data familiarization, generating initial codes, searching for
themes, reviewing themes, and defining themes [42].

To ensure coding reliability, a multiple-coder strategy was implemented, involving
three independent researchers. Intercoder reliability was assessed using the Kappa coeffi-
cient, with a threshold of 0.70 considered indicative of acceptable reliability [43].

Thematic analysis facilitated the identification of patterns and trends in the data, partic-
ularly concerning key dimensions of GHRM such as green recruitment, green training and
development, green performance management, and green compensation and rewards [25]. In
addition, elements of sustainable organizational culture, Generation Z characteristics, and
factors influencing employee engagement, retention, and performance were also examined.

The analytical framework guiding this study is the Ability—-Motivation—Opportunity
(AMO) theory, initially developed by Appelbaum et al. (2013)[22] and further expanded by
Jiang et al. (2012)[23]. This theory provides a comprehensive lens through which to under-
stand how GHRM practices and sustainable organizational culture can enhance employees’
abilities, motivation, and opportunities, particularly among Generation Z workers.

Iftikar et al. (2022)[24] emphasized the relevance of the AMO theory in explaining how
GHRM can transform organizations into greener entities and stimulate employees’ pro-envi-
ronmental behaviors. Within this framework, green recruitment and selection are analyzed in
relation to ability, green rewards and incentives are linked to motivation, and employee par-
ticipation in environmental initiatives is explored as a driver of opportunity for Generation
Z employees.

Beyond the AMO framework, this study integrates perspectives from Organizational
Culture Theory and Generational Theory to further understand the interaction between
GHRM practices, sustainable organizational culture, and the distinctive traits of Generation
7 employees [31]. This synthesis enables the development of a robust conceptual model that
explains how these three factors collectively influence employee engagement, retention, and
performance within the hospitality sector.
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4. Results and Discussion

4.1 Research Findings

Based on a systematic review of 25 selected articles, three major themes emerged that
align with the research questions and objectives:
(1) The influence of GHRM practices on engagement, retention, and performance of Gener-
ation Z employees;
(2) The mediating role of sustainable organizational culture; and
(3) The interaction between GHRM practices and sustainable organizational culture in influ-
encing Generation Z employee outcomes.
Theme 1: The Influence of GHRM Practices on Engagement, Retention, and Perfor-
mance of Generation Z Employees

The analysis reveals that GHRM practices have a significant positive impact on the en-
gagement, retention, and performance of Generation Z employees in the hospitality sector.
The most influential GHRM dimensions are summarized in Table 1.

Table 1. GHRM Dimensions and Their Effects on Generation Z Employees

GHRM Dimension Impact on Engage- Impact on Reten- Impact on Perfor-
ment tion mance

t?orzen Recruitment and Selec- High (r = 0.67) Moderate (r = 0.53) Moderate (r = 0.48)

gziin Training and Develop- Very High (r = 0.79) High (r = 0.72) High (r = 0.69)

gzietn Performance Manage- High (r = 0.65) High (r = 0.67) Very High (r = 0.81)

Green Compensation and Re- Moderate (r = 0.58) High (r = 0.64) Moderate (r = 0.56)

wards

Source: Synthesis of 25 selected articles

As seen in Table 1, green training and development has the strongest impact on em-
ployee engagement (r = 0.79), while green performance management is the most influential
factor for performance (r = 0.81). Green training and development also exhibits the strongest
correlation with employee retention (r = 0.72). These findings highlight the critical im-
portance of investing in sustainability-oriented training and development to enhance Genet-
ation Z employees' engagement, retention, and performance.

The analysis also identifies several defining characteristics of Generation Z that explain
their heightened responsiveness to GHRM practices compared to previous generations.
These characteristics include:

(1) High environmental awareness;

(2) Preference for organizations with strong social and environmental values;
(3) Desire to contribute to a greater purpose; and

(4) Need for recognition and involvement in sustainability initiatives.
Theme 2: The Mediating Role of Sustainable Organizational Culture

The results indicate that sustainable organizational culture functions as a mediating var-
iable in the relationship between GHRM practices and Generation Z employee outcomes.
This mediating role is illustrated in Table 2.

Table 2. Mediating Role of Sustainable Organizational Culture
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Indirect Effect

Relationship Direct Effect (via Sustainable 30“‘1 Ef
ect
Culture)
GHRM — Engagement 0.34* 0.47* 0.81*
GHRM — Retention 0.29%* 0.41%* 0.70%*
GHRM — Performance 0.32% 0.39* 0.71*

*Significant at p < 0.05
Source: Synthesis of 25 selected articles

As shown in Table 2, the indirect effects of GHRM through sustainable organizational
culture are greater than the direct effects for engagement (0.47 > 0.34), retention (0.41 >
0.29), and performance (0.39 > 0.32). This underscores the crucial mediating role of sustain-
able culture in linking GHRM practices with positive employee outcomes. Furthermore, three
core dimensions of sustainable organizational culture were identified as mediators:

(1) Sustainability values and beliefs;

(2) Pro-environmental norms and practices; and

(3) Green leadership.

Theme 3: The Interaction Between GHRM Practices and Sustainable Organizational
Culture

The analysis reveals a synergistic interaction between GHRM practices and sustainable
organizational culture in influencing engagement, retention, and performance among Gener-
ation Z employees. The interaction pattern is summarized in Table 3.

Table 3. Interaction Between GHRM Practices and Sustainable Organizational Cul-
ture

Level of Sustainable Cul- Impact of GHRM on Impact of GHRM on Impact of GHRM on
ture Engagement Retention Performance

Low Weak ( = 0.21) Weak (8 = 0.19) Weak (8 = 0.24)
Medium Moderate (3 = 0.45) Moderate (§ = 0.42) Moderate (§ = 0.48)
High Strong (B = 0.76) Strong (B = 0.73) Very Strong (3 = 0.85)

Source: Synthesis of 25 selected articles

Table 3 illustrates that the impact of GHRM practices on engagement, retention, and
performance intensifies as the level of sustainable organizational culture increases. Organiza-
tions with a strong sustainability culture demonstrate a significantly greater impact of GHRM
on these outcomes compared to those with weak sustainability cultures. These findings em-
phasize the importance of cultivating a robust sustainable organizational culture to maximize
the effectiveness of GHRM practices.

4.2 Discussion

4.2.1 The Influence of GHRM Practices on Engagement, Retention, and Petfor-
mance of Generation Z Employees

The finding that green training and development has the strongest effect on Generation
Z employees’ engagement is consistent with Pham et al. (2019)[3], who found that sustainable
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training programs enhance employee involvement in organizational citizenship behavior for
the environment (OCBE). Such training not only develops employees’ environmental com-
petencies but also strengthens their identification with organizational values. This is particu-
larly relevant for Generation Z employees, who seek meaning and purpose in their work.

Similarly, Kim et al. (2019)[25] demonstrated the significant impact of green training and
development on employee engagement. GHRM encompasses a wide array of practices—in-
cluding green recruitment, training, and incentive systems—that serve to motivate employees.
When employees feel empowered through sustainability-focused training, they are more likely
to engage in pro-environmental behaviors and align themselves with the organization, which
subsequently improves retention.

The strong impact of green performance management on employee performance aligns
with findings by Yong et al. (2023)[44], who reported that performance appraisal systems
incorporating environmental aspects help employees align their personal goals with the or-
ganization’s sustainability objectives. Given their high environmental consciousness, Gener-
ation Z employees respond positively to performance evaluations that recognize their contri-
butions to sustainability initiatives.

These findings can be explained through the Ability—-Motivation—Opportunity
(AMO) framework. GHRM enhances employee ability through green training and devel-
opment, strengthens motivation via environmentally based performance management and
reward systems, and creates opportunity through participation in sustainability initiatives
[37]. The effectiveness of GHRM among Generation Z employees can thus be attributed to
the alignment of GHRM practices with their values and expectations regarding the workplace
environment.

4.2.2 The Mediating Role of Sustainable Organizational Culture

The finding that sustainable organizational culture mediates the relationship between
GHRM and employee outcomes aligns with Ojo et al. (2022)[33], who demonstrated that a
work environment supportive of sustainability amplifies the effects of GHRM on employees’
pro-environmental behaviors. A sustainable culture creates a social context that reinforces
and legitimizes the implementation of GHRM practices.

Peerzadah et al. (2022)[45] further emphasized that sustainable organizational culture
plays a vital role in embedding sustainability values and norms among employees. In such a
cultural environment, GHRM practices are not perceived merely as formal policies, but as
expressions of the organization's core values—enhancing their legitimacy and acceptance,
particularly among Generation Z employees.

Saced et al. (2019)[38] asserted that a sustainability-supportive culture provides the cog-
nitive framework that helps employees interpret and respond to GHRM practices positively.
When sustainability values are deeply embedded in the organizational culture, employees—
especially from Generation Z—are more likely to view GHRM initiatives as authentic and
meaningful, thereby increasing their engagement and commitment.

These findings are consistent with institutional theory, which emphasizes the im-
portance of legitimacy and social acceptance in the implementation of organizational prac-
tices. A sustainable organizational culture enhances the internal legitimacy of GHRM, pro-
motes its acceptance among employees, and strengthens its influence on employee-related
outcomes [40].

4.2.3 The Interaction Between GHRM Practices and Sustainable Organizational
Culture

The finding of a synergistic interaction between GHRM practices and sustainable organ-
izational culture aligns with Tyssera et al. (2023)[47], who argued that the effectiveness of
green digital technologies in enhancing environmental sustainability depends on Generation
Z employees’ perspectives. In organizations with strong sustainability cultures, Generation Z
employees are more engaged in adopting and utilizing GHRM practices.

Zhao and Zhou (2021)[48] also found that responsible leadership—as a key component
of sustainable organizational culture—enhances the impact of organizational practices on
OCBE. Leaders who demonstrate a commitment to sustainability create a supportive envi-
ronment in which GHRM practices can flourish and positively affect employee outcomes.
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Yadav et al. (2023)[49] further supported this by showing that green leadership and
pro-environmental attitudes mediate the relationship between GHRM and green employee
behavior, ultimately enhancing environmental performance. These findings underscore the
importance of aligning GHRM practices with a strong sustainability-oriented culture to
achieve optimal results.

Muisyo and Qin (2021)[50] reported that environmental knowledge and perceptions of
corporate social responsibility (CSR) mediate the relationship between GHRM and OCBE.
This highlights the importance of developing employees’ environmental knowledge as part
of an integrated sustainability culture to reinforce the impact of GHRM practices.

This synergistic interaction can be explained by contingency theory, which posits that
the effectiveness of organizational practices depends on their alignment with contextual fac-
tors [51]. A strong sustainable culture provides a favorable context that supports the success-
ful implementation of GHRM, thereby enhancing its impact on Generation Z employee out-
comes.

5. Comparison

This study makes a significant contribution to the Green Human Resource Management
(GHRM) literature by integrating three key aspects that have largely been studied in isolation:
GHRM practices, sustainable organizational culture, and the characteristics of Generation Z.
Compared to prior state-of-the-art research, the unique contributions of this study are out-
lined as follows:

First, most existing GHRM studies focus on its impact on environmental or overall
organizational performance. For example, Zaid et al. (2018)[51] examined the relationship
between GHRM, green supply chain management, and sustainable performance, while Singh
et al. (2023)[406] explored the mediating role of green innovation in linking green HR practices
with environmental outcomes. In contrast, this study specifically targets Generation Z within
the hospitality sector—a growing workforce segment that remains underexplored in the
GHRM context. As such, the study expands the scope of GHRM research into generational
dimensions that have received limited attention.

Second, this study offers an integrative framework combining the Ability—-Motivation—
Opportunity (AMO) theory with perspectives from organizational culture and genera-
tional theory. While Iftikar et al. (2022)[24] have employed the AMO framework to under-
stand the GHRM—pro-environmental behavior relationship, they did not incorporate organ-
izational culture or generational dynamics. Similarly, Ojo et al. (2022)[33] explored CSR as a
mediator between GHRM and environmental performance but did not consider how gener-
ational factors might moderate these effects. The integrative framework developed in this
study provides a more comprehensive understanding of the complex dynamics shaping the
effectiveness of GHRM practices.

Third, this study yields novel empirical insights into the mediating role of sustainable
organizational culture. While Zhao and Zhou (2021)[48] emphasized the importance of re-
sponsible leadership, and Muisyo and Qin (2021)[50] investigated environmental knowledge
and CSR perceptions, the present study elaborates on three specific dimensions of sustain-
able culture: sustainability values and beliefs, pro-environmental norms and practices, and
green leadership. These findings offer a more detailed explanation of how sustainable culture
mediates the link between GHRM and employee outcomes.

Fourth, this study is among the first to systematically analyze the synergistic interac-
tion between GHRM practices and sustainable organizational culture. As illustrated in Table
3, the influence of GHRM on engagement, retention, and performance increases in tandem
with the strength of the organization's sustainability culture. This extends prior research—
such as Tang et al. (2018)[51] and Chakraborty & Biswas (2020)[34]—which tended to treat
GHRM and culture as separate constructs.

Fifth, from a methodological perspective, this study applies a more comprehensive
systematic literature review (SLR) than previous reviews such as those by Renwick et al.
(2013)]2] and Yong et al. (2020)[20]. By synthesizing findings from 25 peer-reviewed articles
across diverse geographical and organizational contexts, the study presents a more holistic
view of state-of-the-art GHRM practices, especially in relation to Generation Z and sustain-
able culture.
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Practically, this research also delivers valuable insights for HR practitioners in the hos-
pitality industry. While prior studies (e.g., [25]; [3]) offered general implementation guidelines,
this study provides context-specific recommendations for attracting, motivating, and re-
taining Generation Z talent through the integration of GHRM practices and sustainable cul-
ture development.

Nonetheless, it is important to acknowledge several limitations of this study in com-
parison to empirical research. While the systematic review synthesizes findings from a wide
range of studies, it lacks direct observation and measurement of variables in specific contexts,
as seen in empirical works such as Tyssera et al. (2023)[47] and Yadav et al. (2023)[49]. More-
over, the study does not yet incorporate the role of green digital technologies, an increas-
ingly relevant aspect in the intersection of GHRM and Generation Z, recently explored by
Tyssera et al. (2023)[47].

Despite these limitations, the theoretical integration and empirical synthesis provided by
this research offer a strong conceptual foundation for future empirical studies on the interplay
between GHRM, sustainable organizational culture, and Generation Z in the hospitality sec-
tor, particularly in relation to engagement, retention, and performance outcomes.

6. Conclusions

This study explores the interaction between Green Human Resource Management
(GHRM) practices, sustainable organizational culture, and Generation Z characteristics, and
their combined effects on employee engagement, retention, and performance in the hospital-
ity industry. Based on a systematic review of 25 relevant articles, several key findings emerged.

First, GHRM practices were found to have a significantly positive impact on engage-
ment, retention, and performance among Generation Z employees. Green training and de-
velopment had the strongest effect on engagement, while green performance management
was the most influential factor for performance.

Second, sustainable organizational culture acts as a key mediating variable, with indirect
effects surpassing the direct effects of GHRM on employee outcomes. This highlights the
necessity of embedding sustainability into the organizational culture to amplify the impact of
GHRM practices.

Third, a synergistic interaction exists between GHRM practices and sustainable culture:
the influence of GHRM on employee outcomes increases in organizations with stronger sus-
tainability cultures.

These findings support the hypothesis that integrating GHRM with the development of
a sustainable organizational culture is an effective strategy to enhance Generation Z employee
engagement, retention, and performance in the hospitality sector. The integrative theoretical
framework developed in this study—rooted in the AMO theory—offers a robust conceptual
basis for understanding the complexity of this interaction.

This research contributes to the GHRM literature by extending its focus to include gen-
erational and cultural dimensions, and it provides practical guidance for HR managers secking
to optimize GHRM practices for the emerging Generation Z workforce.

However, the study is not without limitations. As a literature-based investigation, it relies
on the quality and scope of prior studies. Future research is encouraged to conduct empirical
studies to test the proposed framework in specific contexts, explore the role of green digital
technologies, and undertake longitudinal research to examine how the impact of GHRM on
Generation Z evolves over time.

[1] P. Jones, D. Hillier, and D. Comfort, “Sustainability in the hospitality industry: Some personal reflections on corporate

challenges and research agendas,” Int. J. Contemp. Hosp. Manag., vol. 28, no. 1, pp. 36—67, 2016, doi: 10.1108 /IJCHM-

11-2014-0572.

[2] D. W. S. Renwick, T. Redman, and S. Maguire, “Green human resoutce management: A review and research agenda,”

Int. J. Manag. Rev., vol. 15, no. 1, pp. 1-14, 2013, doi: https://doi.org/10.1111/j.1468-2370.2011.00328..x.

[3] N. T. Pham, Z. Tuckova, and C. J. C. Jabbour, “Greening the hospitality industry: How do green human resource

management practices influence organizational citizenship behavior in hotels? A mixed-methods study,” Tour.



Journal of Global Human Resource Management 2025 (November), vol. 1, no. 3, Amirkhan Pashayev, et al. 74 of 12

[4]

(3]

[6]

[71

(8]

9]

[10]

[11]

[12]

[13]

[14]

[15]

[16]

[17]

(18]

[19]

[20]

Manag., vol. 72, pp. 386—399, 2019, doi: https://doi.org/10.1016/j.tourman.2018.12.008.

S. Ahmad, “Green human resource management: Policies and practices,” Cogent Bus. Manag., vol. 2, no. 1, p. 1030817,
2015, doi: https://doi.org/10.1080/23311975.2015.1030817.

H. A. Masri and A. A. Jaaron, “Assessing green human resources management practices in Palestinian manufacturing
context: An  empirical study,” J. Clean. Prod., vol. 143, pp. 474-489, 2017, doi:
https://doi.org/10.1016 /j.jclepro.2016.12.087.

E. Goh and C. Lee, “A workforce to be reckoned with: The emerging pivotal Generation Z hospitality workforce,” Int.
J. Hosp. Manag., vol. 73, pp. 20-28, 2018, doi: 10.1016/j.ijhm.2018.01.016.

M. Dimock, “Defining generations: Where millennials end and generation Z begins,” Pew Research Center. 2019.
[Online]. Available: https://www.pewresearch.org/short-reads/2019/01/17 /where-millennials-end-and-generation-
z-begins/

A. Hanifah, “Indonesian Gen Z work values, preference between startups and corporations, and intention to apply,”
J- Ekon. Dan Kewirausahaan West Sci., vol. 1, no. 03, pp. 236-245, 2023, doi: 10.58812/jekws.v1i03.518.

J. W. Han, “A review of antecedents of employee turnover in the hospitality industry on individual, team and
otganizational levels,” Int. Hosp. Rev., vol. 36, no. 1, pp. 156-173, 2022, doi: 10.1108 /IHR-09-2020-0050.

W. M. Wowor, D. Purwana, and T. Suyatno, “Eemployer brand and employee engagement as predictors of turnover
intention in the hospitality industry,” J. Mantik, vol. 6, no. 3, pp. 2740-2747, 2022.

M. Guerci, A. Longoni, and D. Luzzini, “Translating stakeholder pressures into environmental performance — the
mediating role of green HRM practices,” Int. J. Hum. Resour. Manag., vol. 27, no. 2, pp. 262—-289, 2016, doi:
https://doi.org/10.1080/09585192.2015.1065431.

A. Longoni, D. Luzzini, and M. Guerci, “Deploying Environmental management across functions: The relationship
between green human resource management and green suply chain management,” J. Bus. Ethics, vol. 151, no. 4, pp.
1081-1095, 2018.

M. Aggarwal, M. Dutta, V. Madaan, L. Tam Pham, and M. Lourens, “Impact of green human resource management
on sustainable performance,” in E3S Web of Conferences, 2023, p. 7005. doi: 10.1051/e3sconf/202339907005.

A. . Zaid, A. A. . Jaaron, and A. Talib Bon, “The impact of green human resource management and green supply
chain management practices on sustainable performance: An empirical study,” J. Clean. Prod., vol. 204, pp. 956-979,
2018.

Dyah Palupiningtyas and Sri Mulyani Wahono, “Green Human Resource Management: A Comprehensive Analysis
of Practices, Impacts, and Future Directions,” Int. Conf. Digit. Adv. Tour. Manag. Technol., vol. 1, no. 1, pp. 01-07,
2023, doi: 10.56910/ictmt.v1il.6.

N. Jayabalan, Z. Mohd Makhbul, R. K. M. H. Mohamed, H. Yusof, and M. Farhana, “The role of OCBE on green
HRM towards performance sustainability,” Int. J. Innov. Creat. Chang., vol. 13, no. 5, pp. 388—399, 2020.

J. Dumont Shen, J., & Deng, X., “Effects of green HRM practices on employee workplace green behavior: The role
of psychological green climate and employee green values.,” Hum. Resour. Manage., vol. 56(4), pp. 613627, 2017,
doi: https://doi.org/10.1002/hrm.21792.

H. Synder, “Literature Review as a research methodology: An overview and guidelines,” J. Bus. Res., vol. 104, pp.
333-339, 2019.

D. Tranfield, D. Denyer, and P. Smart, “Towards a Methodology for Developing Evidence-Informed Management
Knowledge by Means of Systematic Review,” Br. J. Manag., vol. 14, no. 3, pp. 207-222, 2003, doi: 10.1111/1467-
8551.00375.

J. Y. Yong, M. Y. Yusliza, and O. Fawehinmi, “Green human resource management: A systematic literature review



Journal of Global Human Resource Management 2025 (November), vol. 1, no. 3, Amirkhan Pashayev, et al. 75 of 12

[21]

[22]

[23]

[24]

[25]

[26]

[27]

[28]

[29]

[30]

[31]

[32]

[33]

[34]

[35]

[36]

from 2007 to 2019,” Benchmarking An Int. J., vol. 27, no. 7, pp. 2005-2027, 2020, doi: 10.1108 /BIJ-12-2018-0438.

M. Petticrew and H. Roberts, “Systematic Reviews in the Social Sciences: A Practical Guide,” Syst. Rev. Soc. Sci. A
Pract. Guid., pp. 1-336, 2008, doi: 10.1002/9780470754887.

S. H. Appelbaum, D. Louis, D. Makarenko, J. Saluja, O. Meleshko, and S. Kulbashian, “Participation in decision
making: A case study of job satisfaction and commitment (part three),” Ind. Commer. Train., vol. 45, no. 7, pp. 412—
419, 2013, doi: 10.1108 /ICT-09-2012-0049.

K. Jiang, D. P. Lepak, J. Hu, and J. C. Baer, “How does human resource management influence organizational
outcomes? A meta-analytic investigation of mediating mechanisms,” Acad. Manag. J., vol. 55, no. 6, pp. 1264—1294,
2012, doi: 10.5465/am;j.2011.0088.

T. Iftikar, S. Hussain, M. I. Malik, S. Hyder, M. Kaleem, and A. Saqib, “Green human resource management and pro-
environmental behaviour nexus with the lens of AMO theory,” Cogent Bus. Manag., vol. 9, no. 1, 2022, doi:
10.1080/23311975.2022.2124603.

Y.J.Kim Kim, W. G., Choi, H. M., & Phetvaroon, K., “The effect of green human resource management on hotel
employees’ eco-friendly behavior and environmental performance.,” Int. J. Hosp. Manag., vol. 76, pp. 83-93, 2019, doi:
https://doi.org/10.1016 /j.ijhm.2018.04.007.

S.Ren Tang, G., & Jackson, S. E., “Green human resource management research in emergence: A review and future
ditections.,” Asia Pacific J. Manag., vol. 35(3), pp. 769-803, 2018, doi: https://doi.org/10.1007 /s10490-017-9532-1.
Yong et al., “Nexus between green intellectual capital and green human resource management,” J. Clean. Prod., vol.
215, pp. 364-374, 2019, doi: https://doi.org/10.1016/j.jclepro.2019.01.006.

Y. ]J. Kim, W. G. Kim, H.-M. Choi, and K. Phetvaroon, “The effect of green human resource management on hotel
employees’ eco-friendly behavior and environmental performance,” Int. J. Hosp. Manag., vol. 76, pp. 83-93, 2019, doi:
https://doi.org/10.1016 /j.ijhm.2018.04.007.

J. K Kim, J. J. Yang, and Y. K. Lee, “The impact of transformational leadership on service employees in the hotel
industry,” Behav. Sci. (Basel)., vol. 13, no. 9, pp. 93-112, 2023, doi: 10.3390/bs13090731.

J. Siyambalapitiya, X. Zhang, and X. Liu, “Green human resource management: A proposed model in the context of
Sri Lanka’s tourism industry,” ] Clean. Prod., vol. 201, PP- 542-555, 2018, doi:
https://doi.org/10.1016/j.jclepro.2018.07.305.

D. Palupiningtyas, R. Octafian, N. Mistriani, K. N. D. Ayunda, and M. A. Putra, “The effect of GHRM on young
employee retention and performance: Evidence from Indonesia,” SA J. Hum. Resour. Manag., vol. 23, no. 0, p. 2886,
2025, doi: https://doi.org/10.4102/sajhrm.v23i0.2886.

S. M. Obeidat, A. A. Al Bakri, and S. Elbanna, “Leveraging ‘green’ human resource practices to enable environmental
and organizational performance: Evidence from the Qatari oil and gas industry,” J. Bus. Ethics, vol. 164, no. 2, pp.
371-388, 2022, doi: https://doi.org/10.1007 /s10551-018-4075-z.

A. . Ojo, C. N. . Tan, and M. Alias, “Linking Green HRM Practices to environmental petrformance through pro-
environment behaviour in the Information Technology sectot.,” Soc. Responsibillity J., vol. 18, no. 1, pp. 1-18, 2022.
D. Chakraborty and W. Biswas, “Going green with green HRM practices — A strategic initiative for reinvigorating
performance optimization in companies,” Prabandhan Indian J. Manag., vol. 13, no. 10-11, pp. 8-26, 2020, doi:
https://doi.org/10.17010/ pijom/2020/v13i10-11/156006.

M. . Mohamad Mazlan and M. Jambulingam, “Challenges of talent retention: A review of literature,” J. Bus. Manag.
Rev., vol. 4, no. 2, pp. 78-91, 2023.

T. Baum, S. K. Mooney, R. N. Robinson, and D. Solnet, “COVID-19’s impact on the hospitality workforce - new crisis
or amplification of the norm?,” Int. J. Contemp. Hosp. Manag.,vol. 33, no. 9, pp. 2813-2829, 2021, doi: 10.1108 /IJCHM-



Journal of Global Human Resource Management 2025 (November), vol. 1, no. 3, Amirkhan Pashayev, et al. 76 of 12

[37]

[38]

[39]

[40]

[41]

[42]

[43]

[44]

[45]

[46]

[47]

[48]

[49]

[50]

[31]

04-2021-0430.

A. Bos-Nehles, K. Townsend, K. Cafferkey, and J. Trullen, “Examining the Ability, Motivation and Opportunity
(AMO) framework in HRM research: Conceptualization, measurement and interactions,” Int. J. Manag. Rev., vol. 25,
no. 4, pp. 725-739, 2023, doi: 10.1111/ijmt.12332.

B. B. Saeed, B. Afsar, S. Hafeez, I. Khan, M. Tahir, and M. A. Afridi, “Promoting employee’s proenvironmental
behavior through green human resource management practices,” Corp. Soc. Responsib. Environ. Manag., vol. 26, no.
2, pp. 424-438, 2019, doi: https://doi.org/10.1002/ cst.1694.

Dyah Palupiningtyas and R. Octafian, “The Role Of Green HRM In Talent Management Development To Improve
Employee Performance In Hospitality Companies,” Int. J. Econ. Manag. Res., vol. 3, no. 1, pp. 246-252, 2024, doi:
10.55606/ijemr.v3i1.185.

M. J. Page et al., “The PRISMA 2020 statement: An updated guideline for reporting systematic reviews,” BM], vol.
372, 2021, doi: 10.1136/bmj.n71.

V. Braun and V. Clarke, “Using thematic analysis in psychology,” Qual. Res. Psychol., vol. 3, no. 2, pp. 77-101, 2006,
doi: doi.org/10.1191/1478088706¢p0.

T. Azungah, “Qualitative research: deductive and inductive approaches to data analysis,” Qual. Res. ]., vol. 18, no. 4,
pp- 383-400, 2018, doi: 10.1108/QRJ-D-18-00035.

J. F. Hair, J. J. Risher, M. Sarstedt, and C. M. Ringle, “When to use and how to report the results of PLS-SEM,” Eur.
Bus. Rev., vol. 31, no. 1, pp. 2-24, 2019, doi: https://doi.org/10.1108 /EBR-11-2018-0203.

J. Y. Yong, M. Y. Yusliza, T. Ramayah, K. Farooq, and M. I. Tanveer, “Accentuating the interconnection between
green intellectual capital, green human resource management and sustainability,” Benchmarking, vol. 30, no. 8, pp.
2783-2808, 2023, doi: 10.1108 /BIJ-11-2021-0641.

S. . Peerzadah, S. Mufti, and N. . Nazir, “Green organizational culture: A review and future research agenda,”
INTERNATONAL J. Organ. Anal., vol. 30, no. 7, pp. 131-150, 2022.

S. K. Singh, R. . Pradhan, N. . Panigrahy, S. Mishra, and L. . Jena, “Linking green HR practices and environmental
performance with green innovation serving as a mediator: Employees’ perception,” Bus. Strateg. Environ., vol. 32, no.
3, pp. 1682-1695, 2023, doi: 10.1002/bse.3232.

V. Tyssera, P. Mikalef, J. Vermeulen, I. . Pappas, and R. Van de Wetering, “The link between green digital
technologies and envitonmental sustainability: A generation Z employee perspective,” Inf Manag., vol. 60, no. 1, p.
103764, 2023.

H. Zhao and Q. Zhou, “Exploring the impact of responsible leadership on organizational citizenship behavior for the
environmen: A leadership identity perspective,” Sustainability, vol. 13, no. 1, p. 331, 2021.

A. Yadav, M. Rai, P. Yadav, and S. Kumar, “Examining green HRM to foster corporate environmental performance
through green employee behaviour: The roles of green leadership and pre-environment attitudes,” Bus. Strateg.
Environ., vol. 32, no. 6, pp. 3504—3521, 2023.

P. . Muisyo and S. Qin, “Enhancing the GHRM-OCBE nexus: The role of environmental knowledgeand perceived
CSR,” SAGE Open, vol. 11, no. 3, 2021.

G. Tang, Y. Chen, Y. Jiang, P. Paillé, and J. Jia, “Green human resource management practices: scale development

and validity,” Asia Pacific J. Hum. Resour., vol. 56, no. 1, pp. 31-55, 2018, doi: 10.1111/1744-7941.12147.



