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ABSTRACT
Global corporations are grappling with a significant challenge in addressing the absence of green innovation.

Therefore, this study presents a conceptual model that reveals the significant role of green talent management in
fostering green innovation. The study strives to analyze the mediating effect of green organizational citizenship
behavior on the impact of green talent management on green innovation. Additionally, the study tests the moderating
role of green values on the relationship between green talent management and green organizational citizenship behavior
and between green organizational citizenship behavior and green innovation. Data were collected from 330 employees
at the middle-level management working at five-star hotels and travel agencies category-A operating in Egypt to test the
proposed conceptual model using structural equation modeling. Findings show that GTM positively affects GI and
GOCB. GOCB positively impacts GI. In addition, GV positively moderates GTM → GOCB and GOCB → GI
relationships. Moreover, GOCB significantly mediates the GTM→GI relationship. Based on our research, useful
guidelines for how GTM, GOCB, and GV could affect green innovation have been developed.
Keywords: green innovation; green talent management; green organizational citizenship behavior; green values; hotel
and tourism businesses

1. Introduction
Rapid economic development raises environmental concerns, including loss of natural resources,

climate change, and pollution from the hotel and tourism industry. Environmental sustainability is crucial for
economic and social development, attracting public attention to green issues like conversion, recycling, and
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renewable energy sources, driven by corporate, stakeholder, and environmental rules pressure[1]. Green
innovation is a strategy aimed at increasing popularity and achieving environmental objectives. Green
innovation practices are increasingly important globally, particularly for researchers and business managers[2].

Hospitality and tourism service providers utilize various tangible, intangible, technological, and non-
technological assets to provide their services. Innovation in hospitality and tourism combines these domains,
leading to enhanced programs and services[3,4]. The sector is increasingly embracing sustainable or
environmentally friendly establishments, focusing on eco-innovations that reduce environmental harms[5-7].

Academics and professionals are focusing on organizational performance sustainability due to the
dynamism and competitive global market[8-11]. Innovation is crucial for organizations to survive. However,
the determinants of innovation in employees are unclear, necessitating further research on mechanisms and
interactions with other factors, particularly green talent management[12].

Organizational leaders face challenges in developing and retaining talented staff for sustainability[13].
Gardas et al.[14] highlighted the need for talent management to adapt to the environmental sustainability
context and focus on green human capital development programs (green TM). Green TM involves
systematically attracting, nurturing, and retaining talent with green-centered skills and values, promoting
green initiatives and innovative work behavior in organizations[15].

In addition, green organizational citizenship behavior (GOCB), including individual and discretionary
behaviors, contributes to environmental efficiency and innovation, essential for hotel and tourism enterprises
to remain competitive in the evolving business landscape[13]. Green OCB is crucial for companies' green
development strategies, improving efficiency and contributing to environmental sustainability. GOCB is
spontaneous social behaviors that enhance organizational environmental management effectiveness[2].
Individual environmental awareness, organizational environment, and leadership style significantly impact
OCBE[16], but research on GOCB's impact on green innovation is limited.

Moreover, the literature extensively explores generic TM practices[17-19], but the impact of green TM on
green innovation, particularly in hospitality enterprises, is not thoroughly investigated, providing insights
into how green TM, GOCB, and GV can predict green innovation. Few studies explore the direct relationship
between green talent management and green innovation[12], limiting hospitality organizations' understanding
and adoption of green talent management strategies to innovate green services in response to market and
societal expectations. In addition, studies haven't reached a clear consensus on the impact of TM and green
TM on employees. Some find positive effects on innovation, while others suggest green TM might lead to
negative outcomes[20,21].

Consequently, the current study aims to explore the impact of green talent management on green
innovation, investigate the mediating role of green organizational citizenship behavior on the relationship
between green talent management and green innovation, and examine the moderating role of green values on
the relationships between green talent management and green organizational citizenship behavior and
between green organizational citizenship behavior and green innovation.

Overall, this study highlights the significance of green talent management, green organizational
citizenship behavior, and green values in influencing employee behavior. It paves the way for further
discussion on how these concepts can be nurtured or incorporated into workplaces to promote
environmentally responsible practices. Green talent management, green organizational citizenship behavior,
and green innovation are all crucial aspects of a successful sustainability strategy. By fostering a green
workforce and encouraging green organizational citizenship behavior, companies can drive green innovation
and achieve long-term environmental benefits.
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2. Literature review
2.1. Green talent management (GTM)

Traditional talent management (TM) needs to adapt to the growing importance of environmental
sustainability[12]. Green TM represents a shift in talent management practices to address the growing
significance of environmental sustainability in today's business landscape. Green talent management is a
humanistic approach that promotes the development and retention of environmentally friendly talent by
integrating environmentally friendly practices into recruitment, training, and employee engagement[14]. It
aligns organizational goals with sustainability and corporate social responsibility, fostering a culture of
sustainability and improved performance[12]. Green TM aims to develop a workforce with the skills and
values necessary to drive "green initiatives" within an organization. This includes attracting, nurturing, and
retaining employees who prioritize environmental responsibility[14]. It's a systematic approach to ensure the
right talent is available to support an organization's sustainability efforts[14,15]. It aims to promote innovative
work behaviors (IWB) that contribute to the organization's environmental goals.

2.2. Green innovation (GI)
Green innovation (GI) is crucial for businesses to increase market share and maintain long-term survival.

It improves market position, attracts customers, and offers green services, gaining a competitive advantage.
Green innovation, or eco-innovation, is a process aimed at creating new production and technologies to
reduce environmental risks like pollution and negative consequences of resource exploitation[22]. Green
innovations aim to design products that are more efficient and require less energy and raw materials during
production. These innovations not only consider the production phase but also how the product affects the
environment during its use. Green design takes the entire life cycle of a product into account, ensuring it can
be easily recycled at the end of its useful life. By focusing on these aspects, green innovation can be a
powerful tool for businesses to address sustainability challenges and contribute to positive social and
environmental outcomes[23].

2.3. Green organizational citizenship behavior (GOCB)
Green OCB is voluntary environmental conservation and sustainable development, without formal

rewards for additional volunteer efforts[24]. GOCB is about employees going above and beyond their job
descriptions to contribute to the environmental well-being of their organization. These are actions that
employees choose to do, not because they're required by their job description. Specifically, the behaviors
target reducing the organization's environmental impact and promoting sustainability. There's no formal
reward system in place for these actions. Employees are intrinsically motivated by a desire to help the
environment.

2.4. Green values (GV)
Green values refer to the perceived importance of ecological sustainability[25]. Green values are

considered crucial in shaping employee environmental behaviors[26]; it push them to consider how much they
value maintaining a healthy environment for the long term. This indicates the employee's willingness to act
on those values and engage in behaviors that benefit the environment. Existing research demonstrate a strong
link between individual green values and actual green behaviors[27,28]. This suggests that people who value
sustainability and are motivated to protect the environment are more likely to engage in environmentally
friendly actions[16,29].
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3. Hypotheses development
3.1. Green talent management and green innovation

Green talent management and green innovation are two sides of the same coin, driving each other
forward in the quest for sustainability. Green talent management (GTM) focuses on attracting and retaining
employees with the knowledge and skills to develop and implement green initiatives[30]. GTM also cultivates
a culture that prioritizes environmental responsibility. Employees who share these values are more likely to
be innovative in finding sustainable solutions[31]. In addition, GTM practices like training and recognition
programs keep employees engaged with green goals. When empowered to suggest ideas, employees can
contribute valuable innovations[32]. Nwosu and Ward[33] offer a more optimistic view regarding the impact of
Green TM on employees. They suggest the values promoted by green TM, like environmental responsibility;
can actually increase employee satisfaction, commitment, and engagement with innovative work. Similarly,
Widodo and Mawarto[19] argued that there is a direct link between TM and innovative behavior; effective TM
likely inspires employees and encourages them to think outside the box. Consequently, the following
hypothesis is formulated:

H1: Green talent management positively impacts green innovation.

3.2. Green talent management and green organizational citizenship behavior

Talent management practices, including development opportunities and competitive compensation,
enhance employee engagement, leading to more motivated and committed employees who exhibit
exceptional behavior[34], for example, OCB. When employees feel their skills and contributions are
recognized and nurtured through talent management programs[35], they're more likely to reciprocate by
putting in extra effort and helping colleagues (OCB). In addition, effective talent management practices that
align with the psychological contract between employees and employers can foster a sense of obligation and
loyalty[36], thus motivating OCB.

Green talent management and green organizational citizenship behavior are crucial strategies for
businesses to operate sustainably and engage their workforce. GTM allows organizations to attract
employees with a green mindset. When a company hires and develops employees who care about the
environment, they're more likely to exhibit green behaviors on their own[37]. GTM practices foster a
supportive green culture. GTM practices, including training and green performance management, foster a
culture that values environmental responsibility, motivating employees to go above and beyond[38].
Consequently, the following hypothesis is formulated:

H2: Green talent management positively impacts green organizational citizenship behavior.

3.3. Green organizational citizenship behavior and green innovation

GOCB acts as a powerful booster for companies' green initiatives. Employees who go beyond the
minimum in terms of environmental practices (e.g., turning off lights, reducing printing) contribute to a more
streamlined and resource-efficient operation. When employees actively participate in and suggest ideas for
green programs, it fosters a culture of environmental responsibility[39]. This can lead to better implementation
and innovation in green management practices. In addition, green OCB fosters a sense of purpose and
environmental commitment among employees. This translates to long-term employee engagement with
sustainability goals, leading to a more lasting positive impact[16,40]. Consequently, the following hypothesis is
formulated:

H3: Green organizational citizenship behavior positively impacts green innovation.
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3.4. Green organizational citizenship behavior as a mediator between GTM-GI

Strong GTM practices increase the prevalence of GOCB, which in turn fuels green innovation within
the organization. GTM promotes an environment-conscious culture, thereby encouraging employees to
participate in GOCB. Green skills and knowledge empower employees to take initiative and contribute to
innovation[12]. GOCB translates into creative problem-solving and the development of new ideas for
sustainable practices and products[41]. GTM fosters a green workforce by attracting and retaining
environmentally conscious employees, laying the foundation for green OCB[14,42]. Green OCB drives
innovation by encouraging employees to actively engage in green behaviors, which can generate a pool of
ideas that can spark green innovation[43]. Overall, green organizational citizenship behavior acts as a bridge
connecting green talent management with successful green innovation. Consequently, the following
hypothesis is formulated:

H4: Green organizational citizenship behavior positively mediates the GTM-GI relationship.

3.5. Green values as a moderator between GTM-GOCB and GOCB-GI

Contemporary values literature emphasizes the significance of individual values in explaining attitudes
and behavior[28]. Scholars suggest that shared, congruent values lead to optimal employee outcomes[44].
Promoting a green culture that aligns with employees' values, beliefs, and behaviors increases the likelihood
of exhibiting G-OCB. Green values evolve over time, shaping the organization's culture[45]. Stronger green
values increase the likelihood of voluntary green behaviors[41]. When employees share the organization's
values, they're more likely to be committed and achieve goals[46]. When a company promotes a green culture
that aligns with employee values, they're more likely to exhibit GOCB (voluntary pro-environmental
behaviors). Over time, green values and behaviors become ingrained in the organizational culture, shaping
employee habits. A strong emphasis on environmental responsibility within the culture leads employees to
adopt eco-friendly behaviors[41,45]. In simpler terms, employees who feel their company prioritizes
environmental responsibility and aligns with their own values are more likely to go the extra mile for the
environment through actions like reducing waste, conserving resources, or suggesting sustainable practices.
This creates a positive cycle where the green culture reinforces green employee behavior.

Moreover, Rupp et al.[47] suggest that employees' judgments about their organization's socially
responsible policies and behavior determine their psychological needs fulfillment. The supplies-values fit
theory[48], suggesting that if an organization aligns with employees' green values, they are more likely to
exhibit green workplace behaviors. On the other hand, if employees' values conflict with the organizations or
the organization doesn't provide a suitable environment, they may be less likely to exhibit green behavior in
the workplace[28]. Specifically, the interaction between individual and organizational green values
significantly influences employee workplace green behavior[28]. Consequently, the following hypotheses are
formulated:

H5: Green values positively moderator the relationship between GTM and GOCB.

H6: Green values positively moderator the relationship between GOCB and GI.

To sum up, by reviewing the literature on generic talent management, it appeared that it is extensive and
encompasses various practices and strategies that organizations can employ to attract, develop, and retain
their most valuable employees. Previous literature focused on generic TM practices such as talent acquisition,
performance management, learning and development, succession planning, and competitive compensation to
attract and retain top talent. It also can be noted that, the principles of TM are widely recognized, but their
application can vary significantly across different industries and organizations. Therefore, industry-specific
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studies are needed to examine the growing importance of TM in general and the green context in particular
in the hospitality and tourism industry[49]. In addition, while the relationship between green talent
management and green innovation has been explored in some industries, the specific context of hospitality
enterprises requires further investigation. This is likely due to the unique characteristics of the hospitality
sector, such as its reliance on human capital for delivering services, its strong customer-facing orientation,
and the potential for significant environmental impacts. The hospitality industry also faces challenges in
implementing green practices, including balancing sustainability with economic viability and customer
satisfaction, potentially limiting green talent management's focus on innovation. Gathering data on green
talent management practices and their impact on green innovation in hospitality enterprises can be
challenging due to the diversity of organizations within the sector and the difficulty in measuring intangible
outcomes.

Figure 1 below shows the conceptual framework of the study.

Green Talent
Management

Green Innovation

Green Organizational Citizenship

H2 H3

H1

H4

Green Values

H6H5

Figure 1.: The conceptual framework of the study.

Source: Created by authors

4. Methodology
4.1. Measures

This study is a quantitative research utilizing survey methodology. The study utilized 34 items to assess
four key concepts: green talent management, green innovation, green organizational citizenship behavior,
and green values. All scale items were derived from prior literature. The assessment was conducted using a
Likert scale, ranging from 1 (strongly disagree) to 5 (strongly agree).

The study assessed green talent management using 14 items adapted from[13]. For example, “My
organization cares about my well-being and offers considerable support for my welfare when executing
green-centered initiatives” and “My organization offers green training, workshop opportunities, coaching,
and courses that advance my knowledge on how to foster environmental sustainability”. In addition, a nine-
item scale adapted from Wang[50] was used to measure green innovation. For instance, “Our firm uses
recycled, reused, or remanufactured materials” and “Our firm uses cleaner technology to make savings and
prevent pollution (such as energy, water, and waste)”. Furthermore, the study assessed green organizational
citizenship behavior using seven items adapted from Pham et al.[51]. Sample items include “I suggest new
practices that could improve the organization's environmental performance” and “I encourage my colleagues
to adopt more environmentally conscious behaviors”. Moreover, a four-item scale adapted from Dumont et
al.[28] and Chou[27] was used to measure green values. Sample items include “I feel obliged to do whatever I
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can to prevent environmental degradation” and “I feel obliged to bear the environment and nature in mind in
my daily behavior”. The detailed measurement scales outlined in Appendix (A).

4.2. Sample

The study focuses on all employees of Egypt's tourism and hospitality businesses, including travel
agencies category-A and five-star hotels. The two business types were chosen due to their dominance in
Egypt's hospitality and tourism sectors and shared characteristics. Both cater to foreign visitors and strive to
provide top-notch services; therefore, they are committed to adopting various green practices to enhance
their services and prioritize environmental preservation globally. In 2022, the Egyptian Ministry of Tourism
and Antiquities listed 1666 category-A travel agencies and 30 five-star hotels in the Greater Cairo region.
Due to limited resources and the distribution of five-star hotels and travel agencies throughout Egypt, the
study selected five-star hotels and category-A travel agencies using a judgmental sample approach, while
data was collected from volunteered participants in Egypt's Greater Cairo region using a convenience sample
approach. On one side, judgmental sample approach was used because this method allows researchers to
select participants based on their perceived expertise or knowledge in the field. In the case of green talent
management, the current study has chosen hospitality executives "the middle-level management" with a
strong background in sustainability. On the other side, convenience sampling approach was also used
because this method is used when it's difficult or time-consuming to obtain a random sample. It allows
researchers to quickly recruit participants who are readily available, such as employees from nearby
hospitality organizations. Convenience sampling can also be useful for conducting preliminary research to
identify key themes and potential research questions before conducting a more rigorous study. Middle-level
management at hotels and travel agencies under investigation received 600 questionnaires. Middle-level
management is selected to be investigated because they assist in strategy formulation, support innovative
product idea development, and filter ideas from the bottom up to the CEO and top managers[52]. Out of the
600 questionnaires distributed, 330 were valid, resulting in a 55% response rate.

4.3. Non-response bias

By comparing the responses of those who responded early to the survey with those who responded later,
the study revealed no significant difference between early and late surveys using t-tests (p>0.05), indicating
no non-response bias issues.

4.4. Common method biases

The study used Harman's single-factor test and principal component analysis to assess common method
variance (CMV), finding no dominant factor contributing to over 50% of overall variation. In simpler terms,
the test results show that there's no single "bias" factor overwhelming the data. The variation is attributable
to the different factors the study is trying to measure, indicating that CMV is likely not a major concern in
this study.

4.5. Multi-group analysis

This is a statistical technique used to compare models across different groups. In this case, the
researchers compared the path coefficients (relationships between variables) in a model for hotels and travel
agencies. The multi-group analysis didn't reveal substantial differences in the model's path coefficients
between hotels and travel agencies (P>0.05).
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4.6. Participants’ profile

The study involved 330 participants, with 214 (64.8%) being men and 116 (35.2%) being women. 59
(17.9%) aged 20-<35, 206 (62.4%) aged 35-45, and 65 (19.7%) aged 45+. The study involved participants
with at least two years of job experience.

4.7. Data analysis

The study utilized WarpPLS software 7.0 to analyze the proposed model and validate hypotheses using
the PLS-SEM technique. The study evaluated convergent and discriminant validity using average variance
extracted, composite reliability, and Fornell-Larcker criteria. In addition, no significant difference was found
between early and late survey waves, and common method variance was not a significant concern.

5. Results
5.1. Measurement model

Confirmatory factor analysis was utilized to evaluate the study's proposed four-factor model, which
comprises green talent management (GTM), green innovation (GI), green organizational citizenship behavior
(GOCB), and green value (GV). Kock[53] developed fifteen fit indices to assess the model's fit: APC
“P<0.05”, ARS “P<0.05”, AARS “P<0.05”, AVIF “acceptable if ≤5, ideally ≤3.3”, AFVIF “acceptable if ≤5,
ideally ≤3.3”, GoF “small ≥0.1, medium ≥0.25, large ≥ 0.36”, SPR “acceptable if ≥ 0.7, ideally =1”, RSCR
“acceptable if ≥ 0.9, ideally = 1”, SSR “acceptable if ≥0.7”, NLBCDR “acceptable if ≥0.7”, SRMR
“acceptable if ≤0.1”, SMAR “acceptable if ≤0.1”, SChS “P<0.05”, STDCR “acceptable if ≥0.7, ideally = 1”,
and STDSR “acceptable if ≥0.7, ideally = 1”. The proposed four-factor model provided well-fitting data:
“APC=0.399, P<0.001; ARS=0.525, P<0.001; AARS=0.522, P<0.001; AVIF=1.494; AFVIF=2.200;
GoF=0.564; SPR=1.000; RSCR=1.000; SSR=1.000; NLBCDR=0.750; SRMR=0.118; SMAR=0.089;
SChS=22.929, P<0.001; STDCR=0.934; and STDSR=0.794”.

Table 1 shows that the four research constructs had composite reliability ratings that exceeded the
acceptable threshold (CR>0.70) and substantial item loadings (>0.60, p<0.05). Green talent management,
green innovation, green organizational citizenship behavior, and green value all achieved AVE>0.50,
supporting convergent validity. The VIF of every latent variable in the model is ≤3.3, indicating the absence
of common method bias.

Table 1. Item loadings, cronbach alpha, CR, AVE, and VIFs

Construct Indicators Loading CR CA AVE VIF

Green talent management (GTM)

GTM.1 0.623

0.941 0.932 0.537 2.771

GTM.2 0.567
GTM.3 0.591
GTM.4 0.654
GTM.5 0.647
GTM.6 0.729
GTM.7 0.803
GTM.8 0.835
GTM.9 0.753
GTM.10 0.789
GTM.11 0.820
GTM.12 0.839
GTM.13 0.720
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Construct Indicators Loading CR CA AVE VIF
GTM.14 0.813

Green Innovation (GI)

GI.1 0.704

0.865 0.824 0.504 2.389

GI.2 0.694

GI.3 0.705

GI.4 0.697

GI.5 0.754

GI.6 0.702

GI.7 0.712

GI.8 0.727

GI.9 0.696

Green organizational citizenship behavior
(GOCB)

GOCB.1 0.749

0.860 0.809
0.513

2.216

GOCB.2 0.726

GOCB.3 0.733

GOCB.4 0.687

GOCB.5 0.674

GOCB.6 0.724

GOCB.7 0.718

Green Value (GV)

GV.1 0.730

0.860 0.783 0.607 2.427
GV.2 0.813

GV.3 0.818

GV.4 0.751

“CR: Composite reliability; CA: Cronbach's alpha; AVE: average variance extracted; VIF: variance inflation factors “.

Table 1. (Continued)

Source: Created by authors

The constructs' discriminant validity was confirmed through the AVE square root that was greater than
off-diagonal correlations (see Table 2) and through HTMT computation that is <0.85 (see Table 3).

Table 2. Discriminant validity results - fornell-larcker criterion

GI GOCB GTM GV

Green Innovation (GI) 0.664 0.664 0.628 0.544

Green organizational citizenship behavior
(GOCB)

0.646 0.684 0.632 0.621

Green talent management (GTM) 0.628 0.632 0.733 0.741

Green Value (GV) 0.544 0.621 0.741 0.779

“Off-diagonal elements are correlations, and diagonal elements are square roots of AVE”

Source: Created by authors

Table 3. HTMT for validity

HTMT ratios (good if < 0.90, best if < 0.85) GI GOCB GTM GV

Green Innovation (GI)
Green organizational citizenship behavior
(GOCB)

0.814
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Green talent management (GTM) 0.725 0.740

Green Value (GV) 0.681 0.783 0.808

P values (one-tailed) for HTMT ratios (good if < 0.05) GI GOCB GTM GV

Green Innovation (GI)
Green organizational citizenship behavior
(GOCB)

<0.001

Green talent management (GTM) <0.001 <0.001

Green Value (GV) <0.001 <0.001 <0.001

Table 3. (Continued)

Source: Created by authors

5.2. Results of testing hypotheses

Data presented in Figure 2 and Table 4 show that green talent management (GTM) positively affects
green innovation (GI) (=0.42, <0.01) and green organizational citizenship behavior (GOCB) (=0.63,
<0.01). The study indicates that GTM leads to an increase in GI and GOCB, thereby supporting hypotheses
H1 and H2. In addition, GOCB positively impacts GI (=0.37, <0.01); GOCB increases GI, supporting H3.
In addition, green value (GV) positively moderates GTM→GOCB (  =0.13,  <0.01) and GOCB→GI
(=0.11, =0.02) relationships. This means GV strengthens GTM→GOCB and GOCB→GI relationships,
thus supporting hypothesis H5 and H6.

Figure 2: final model of the study

Source: Created by authors

Table 4 Direct effects.

Hs Relationship Direct effect () Sig. T Decision

H1 GTM→GI 0.42 <0.01 8.034 Supported

H2 GTM→GOCB 0.63 <0.01 12.526 Supported

H3 GOCB→ GI 0.37 <0.01 7.177 Supported

H5 GTM*GV→GOCB 0.13 <0.01 2.455 Supported

H6 GOCB*GV→GI 0.11 =0.02 2.104 Supported

Source: Created by authors
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Moreover, the Preacher and Hayes[54] technique was utilized to compute the mediation effects of GOCB
in the GTM→GI relationship. Table 5 shows that the indirect impact of GOCB, with a 95% bootstrapped
confidence interval (LL, UL), does not pass zero in-between, supporting mediation. Consequently, the study
supported the H4 by revealing that GOCB significantly mediates the GTM→GI relationship.

Table 5.Mediation analysis’ bootstrapped confidence interval

Hypo. Path a Path b
Indirect
Effect

SE t-value
Bootstrapped

Confidence Interval Mediation
95% LL 95% UL

H4 GTM→GOCB→GI 0.630 0.370 0.233 0.037 6.300 0.161 0.306 Yes

Source: Created by authors

6. Discussion
This study investigates the impact of green talent management (GTM) on green innovation (GI) in the

hotel and tourism sector, focusing on green organizational citizenship behavior (GOCB) as a mediator and
green values (GV) as a moderator. A literature-based theoretical model was developed and empirically tested.
The study's six hypotheses (H1, H2, H3, H4, H5, and H6) were supported by the findings. The study
indicates that GTM positively impacts GI (H1), aligning with Widodo and Mawarto's[19] argument that TM is
directly linked to innovative behavior. Tracking the impact of talent management on innovation helps
organizations refine their strategies and ensure they're attracting and retaining the right talent[55]. Green talent
management identifies and develops the specific skills needed for green innovation. This could involve
training in areas like life cycle assessment that keep employees engaged with green goals[56]. Green talent
management practices champion green initiatives and provide resources for innovation inspire employees
and unlock their creative potential[12]. Therefore, implementing robust green talent management practices can
foster a workforce that promotes green innovation, thereby fostering a more sustainable future.

The study also indicates that GTM positively impacts GOCB (H2), aligning with previous findings

of [35,36,38]. Green talent management practices foster a work environment that promotes environmentally
friendly business practices like green OCB. The hiring of individuals who prioritize sustainability increases
the likelihood of these employees adopting green practices[57,58]. Encouraging employees to be
environmentally conscious through training can lead to their adoption of green practices[59]. Recognizing and
rewarding green behavior not only reinforces its importance but also motivates others to adopt it[60]. Overall,
green talent management fosters a culture of environmental responsibility, resulting in a higher prevalence of
green OCB.

In addition, the study reveals that GOCB positively impacts GI (H3) and positively mediates the
relationship between GTM and GI (H4).These findings are consistent with other research of[15,42,43].
Employee initiative on environmental issues demonstrates care and fosters innovation, allowing employees
to suggest sustainable practices and products[61]. GOCB fosters open communication among employees from
various departments, fostering diverse perspectives and fostering creative solutions for environmental
challenges[62]. Employees who are actively looking for ways to reduce waste or conserve resources are more
likely to identify opportunities for green innovation[43]. GTM promotes a green workforce by attracting and
retaining environmentally conscious employees, laying the groundwork for green OCB. This encourages
green behaviors, sparking innovation and connecting green talent management with successful green
innovation.



Environment and Social Psychology | doi: 10.59429/esp.v9i9.2971

12

Lastly, the study reveals that green values positively moderate the GTM-GOCB (H5) and GOCB-GI
(H6) relationships. These findings are consistent with previous results of Dumont et al.[28] and Hooi et al.[41].
Employee's values and beliefs about the environment influence how they act within an organization[63].
When an organization fosters pro-environmental values, it creates a "green ideology." This ideology
translates into daily habits that become ingrained over time, ultimately shaping a "green culture". GTM, as a
central HR strategy, plays a vital role in aligning the organization's environmental philosophy with employee
behavior. In simpler terms, HR bridges the gap between what the company values regarding the environment
and how employees actually act[64]. It plays a vital role in raising employee awareness about environmental
issues and encouraging them to adopt pro-environmental behaviors at work. HR can implement "green
functions" like green recruitment, rewards, performance management, and training. These functions serve as
tools to shape employee values, beliefs, and ultimately, their environmental actions[65-67].

In essence, GTM has the power to influence employee behavior by integrating environmental
considerations into various aspects of their work experience. This fosters a culture of environmental
responsibility within the organization.

The study focused on GTM, GOCB, and GV in the context of green innovation offering several
valuable contributions to the HRM literature. While green HRM practices in terms of green talent
management have traditionally focused on environmental practices within organizations, the current study
expands this scope to include the role of green talent management in driving green innovation. By examining
the interconnectedness of GTM, GOCB, and GV and how these factors interact, the current research
highlights the importance of a holistic approach to GTM, GOCB, and GV, and arguing that they are not
isolated components but rather interconnected elements that collectively contribute to green innovation.
Therefore, the study likely provides empirical evidence to support the theoretical relationship between these
factors and green innovation. This can strengthen the existing body of knowledge and offer practical insights
for organizations seeking to implement green initiatives. HR professionals should prioritize GTM, cultivate
GOCB, and promote GV to foster sustainability and alignment among employees.

7. Theoretical implications
As mentioned earlier, the impact of green talent management on green innovation in hospitality

enterprises has not been thoroughly investigated. Numerous studies have examined the effects of generic TM
and the factors influencing employees' innovative behavior. This study is the first to explore green TM as a
precursor to green innovation, examining the mediating role of GOCB and the moderating role of GV. The
study provides new insights into how green TM, GOCB, and GV can predict green innovation in tourism and
hotel institutions. This study also contributes to the literature on human resource management by
highlighting the importance of GTM, GOCB, and GV in advancing green innovation. The study emphasizes
the significant role of GTM, GOCB, and GV in promoting GI. Lastly, this study offers a contextual analysis
of green practices in advanced emerging economies. Previous research has primarily focused on the Western
context or less advanced emerging economies.

8. Managerial implications
Hotel and tourism enterprises should be aware that a robust green culture is a potent strategy for

organizations to foster a workforce devoted to environmental sustainability. Organizations foster a
supportive environment by incorporating environmental values and goals into their culture, empowering
employees to make environmentally conscious choices. Also, they need to understand that a green culture
promotes internalization, involving employees understanding the purpose of sustainability efforts and
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viewing them as part of the company's mission, leading to more voluntary green actions. Hotel and tourism
organizations can foster a green culture by offering education programs, leading by example, implementing
eco-friendly practices, rewarding employees who demonstrate green behavior, and involving employees in
green initiatives. These strategies not only improve environmental impact but also create a more engaged and
motivated workforce, benefiting everyone involved.

This study emphasizes the importance of promoting green values and GOCB in sustainability-focused
entities, emphasizing the need for green systems, practices, and education to incentivize employee green
innovation and encourage sustainable practices. A focus on green values can foster a culture that encourages
employees to develop and implement sustainable practices within the organization. This "green mindset" can
lead to valuable innovations. When employees feel their company prioritizes environmental responsibility, it
can boost morale and engagement.

Hotel and tourism enterprises should incorporate environmental values into their mission, policies, and
leadership behaviors. They also should provide comprehensive training to its employees on environmental
practices and equip them with the necessary knowledge and tools to act sustainably. Hotel and tourism
managers should recognize and appreciate employees who exhibit green citizenship behaviors, as this
encourages positive behavior and motivates others. Managers should encourage employee participation in
green initiatives to foster a sense of ownership and engagement. Importantly, management should adopt a
robust green leadership style by integrating sustainability into decision-making and daily operations.

9. Limitations and further research
This study has proven that GTM is a significant predictor of GI. In addition, GOCB was found in this

study to mediate the influence of GTM on GI, and GV to positively moderate the GTM-GOCB and GOCB-
GI relationships. This study's model provides potential for researchers and practitioners to create more
comprehensive, complex models for investigating outcomes of GTM or other GI antecedents. The study's
limitations include its convenience sampling technique and its narrow focus on the tourism and hotel
industry, which restricts its generalization. Therefore, the model's replication in various industries, including
tourism and hotel segments like airlines and restaurants, will be intriguing. The recommendation is also for a
longitudinal investigation to ensure the causality and generalizability of our prediction-oriented model.
Lastly, further comparative studies are required in various cultural contexts, particularly in other MENA
countries.
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