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Abstract 
The relationship between the humble behavior of leaders and the voluntary workplace green behaviors (VWGB) 

of their employees is critical to affecting the overall green performance of an organization, particularly in the 

situation of the COVID-19 pandemic. Traditionally, most studies focus more on the importance of leadership 

effectiveness, but few research studies investigate the leadership approach and its psychological mechanisms that 

motivate voluntary positive behavior and the efficiency of the overall performance. Thus, the authors conceptual-

ize a research model of humble leadership that investigates the impact of humble leadership on voluntary green 

behavior and green performance via job autonomy and the green supporting climate. To verify the research hy-

potheses, 692 online and in-person questionnaires were analyzed using SmartPLS-SEM. The results showed a 

positive association between humble leadership and green performance, and VWGB mediates this relationship. In 

addition, job autonomy and green supporting climate were confirmed to mediate the association of humble lead-

ership and VWGB; and moderate the relationship between VWGB and green performance, respectively. Notably, 

this study is one of the few studies in the hotel sector that look at green performance through the lens of humble 

leadership and VWGB. 

 
Key words: humble leadership, voluntary green behavior, green performance, job autonomy, green supporting 

climate, green hotels 
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1. Introduction 

Developing the hotel sector is a key component of the tourist industry. Despite recent advances, the hotel sector 

continues to have significant environmental consequences. This, in turn, emphasizes the necessity for continuous 

green performance improvement (Yusof & Jamaludin, 2013). As a result, sustainability becomes a popular topic 

in many industries, including the hotel sector, where it is a key issue for future growth (Shen et al., 2020). Since it 

is a key driver of socio-economic progress in all nations worldwide, tourism is evolving toward sustainable tourism 

since it has a detrimental influence on the environment (Abdou et al., 2020). Nonetheless, the efforts exerted by 

the hotel operators to practice green approaches are an indicator of the hotel's concern about sustainability issues 

(Yusof & Jamaludin, 2013). However, in most of the hotel sector, the idea of sustainability creates a perplexing 

dichotomy. On the process level, for example, the sector is increasingly looking to incorporate sustainability into 

both advertising message and the guest experience, while the headline emphasis is frequently on conspicuous 

consumption and spending, which is the opposite of sustainability in many respects (Jones et al., 2014). Low-level 

voluntary green practices have an impact on company green performance, resulting in an increase or decrease in 

green performance activities because there is a link between green performance and achieving sustainability in 

different business companies (Nejati et al., 2017). Sustainability is founded on a basic rule: everything we require 

for existence and well-being is dependent on our natural behavior, either explicitly or implicitly. Pursuing sustain-

ability entails creating and maintaining conditions that allow nature and humans to coexist in productive harmony 

for the benefit of the current and future populations (Šerić & Šerić, 2021). Sustainability and leadership style, 

according to Raineri and Paillé (2016), can facilitate cooperation because leadership can help shape sustainable 

employees' behavior and influence employees' beliefs and attitudes, whereas commitment to sustainability can 

help companies distinguish themselves from competitors by improving green performance and developing a suc-

cessful brand image, particularly following the onset of the COVID-19 crisis. Although the COVID-19 crisis has 

created a devastating impact on human health as well as economies and societies across the world, some commen-

tators have emphasized the importance of recognizing the environmental improvements generated by the COVID-

19 crisis and the need to look to build strong structural green measures into any scheme of life (Jones & Comfort, 

2020). However, there are concerns that the COVID-19 crisis would cause the hospitality industry's engagement 

in sustainable development practices to dwindle. Here, the hotel industry's key players may declare that they will 

amass the financial resources necessary to maintain, or more reasonably, renew, their commitment to sustainable 

practices (Elshaer, 2021). Therefore, the COVID-19 crisis has provided an opportunity for business sustainability 

practices while simultaneously posing some challenges (Alsetoohy et al., 2021). For example, the crisis may be 

regarded as emphasizing the need to employ green behaviors and practices in terms of adopting more renewable 

energy sources and committing to material recycling and cyclical economic and operational facts (Jones & Com-

fort, 2020). Green performance and corporate sustainability have grown in importance as relevant priorities for 

many large corporations in the business world. At the same time, in many less-developed nations where the tourism 

and hospitality industry is a major component of the economy, the need to move on sustainable development 

principles is even more critical. Jones et al. (2014) argued that the hospitality industry contributed to this trend by 

developing sustainability initiatives at several of its leading corporations. However, according to Ertuna et al. 

(2019), assuring employees' commitment and engagement in sustainability practices, which can reflect company 

and leaders' objectives and values, is a key problem for the hotel industry. However, such shifts have significant 

ramifications for the traditional business structures of the hospitality industry. 

Recently, most businesses and their leaders aim to enhance resource efficiency while decreasing negative human 

health, productivity, and environmental impacts. In this essence, there is an increasing awareness of the need to 

integrate environmentally friendly practices into the actual hotel operations and ledgers (Su et al., 2020), but most 

studies discuss guest behaviors (Elshaer, 2021). Hotels, therefore, need to motivate workplace green behavior and 

the green performance of their employees (Chan et al., 2014), to reinforce the environmental capacity that affects 

hotels’ sustainability. This, however, need leaders who can lead and establish behaviors that are appropriate and 

successful in dealing with these challenges and attaining green performance and growth (Ibrahim & Daniel, 2019). 

So, organizations are increasingly being called to develop new business and leadership models for sustainability 

that can meet the social, economic, and environmental pillars of sustainability (Fry & Egel, 2021). In response, 

leaders and their teams have emerged as the heart of enterprise growth due to their important contributions to 

sustainable development (Ren et al., 2020). Accordingly, CEOs now have the increasingly challenging task of 

fostering favorable employee emotions and behavior toward their organization (Elshaer & Marzouk, 2019), to 

engage in pro-environmental activities. In an open system that emphasizes the growth of subordinates and encour-

ages valuable participation, effective leadership can result in achieving organizational goals with less effort, time, 

and cost, not to mention encouraging continuous improvement and organizational support for individuals (Koo-

hang et al., 2017).  
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In leadership practices, leaders' conduct is critical for companies to achieve development and high performance 

since they deal with employees and oversee the day-to-day operations of an enterprise. So, psychological charac-

teristics of leaders such as humility and enthusiasm, are one of the primary influencing determinants of the deci-

sion-making, which have direct or indirect effects on employees' behavior and the overall firm's green performance 

(Petrenko et al., 2019). According to Ren et al. (2020) humble and subordinate-oriented leadership styles, in par-

ticular, are more likely to foster trusting relationships between leaders and subordinates, which in turn motivate 

followers to take good and proactive activities while reducing negative intentions and acts (Owens et al., 2013). 

Therefore, in such dynamic and changing environments, humility is becoming increasingly necessary for running 

businesses (Owens et al., 2013). So, humble leadership has gotten more attention from academics and practitioners 

because of its emphasis on leading from the bottom and its impact on the role of followers (Ou et al., 2018; Owens 

et al., 2013). According to Owens and Hekman (2012), humility is viewed and recommended in everyday life as 

a virtue because humble leaders are more objective in their assessments of themselves, more respectful of others, 

and more receptive to new knowledge or ideas. Thus, humble leadership goes beyond the hero myth and great 

man conceptions; humble leaders show their humanity by being honest about their knowledge and ability limita-

tions, and they pay more attention to how workers influence the leadership process (Mazutis & Zintel, 2020).  

A major proposition of this study is that humble leadership is essential for the transformation and long-term success 

of any organization. Given that green behavior is genuinely rooted in the sanctity of humans, we also propose that 

the employee Voluntary Workplace Green Behavior (VWGB) and green performance are particularly important 

outcomes of humble leadership, as these reflect a critical role by followers, whose consciousness role is influenced 

by interactions between green humble leadership practices and organizational green outcomes, as well as on how 

job autonomy and green supporting climate affects employees’ perception and motivation to engage in green ac-

tivities in the organization. Although prior studies have studied the behavioral and attitudinal effects of humble 

leadership, none has addressed green behavior and performance (Li et al., 2016; Pham et al., 2020a). In the same 

line, Orlitzky et al. (2011) claimed that a significant weak area in the literature is the absence of studies connecting 

individuals to business sustainability. For this reason, this study examines how humble leadership influences work-

ers' task-related and VWGB and performance in the hotel sector. From the authors’ perspective, humility is nec-

essary for motivating VWGB and performance, as well as enabling the organizational environment for more job 

flexibility and a green supportive atmosphere. Indeed, some studies have proposed that psychological factors may 

be a key mechanism for defining the role of humble leadership in employees' performance (Owens et al., 2013). 

In practice, the aim of the study is to show how humble leadership behavior can be effectively implemented in 

organizations to achieve VWGB and a green supporting climate that encourages green performance. 

Theoretically, this study will contribute to the human resource management and green performance literature by 

gaining insights into the integration of leadership style, individual behavior, and green practices, which have all 

been identified as key factors in the success of organizations. Furthermore, the findings of this study will give new 

information and evidence on humble leadership behavior and its outcomes in hotels, which have been understudied 

to date (Pham, et al., 2020b), including: 

- review and synthesize the relevant literature on humble leadership for evolving green behavior and 

performance, 

- reflect some of the changes caused by the role humility-related psychological motives play in sustain-

able business development following the outbreak of the COVID-19 crisis, 

- explore how humble leadership as a source for job autonomy, VWGB, and other factors that support 

green performance, and 

- develop a model that combines current generally acknowledged ways to humble leadership. 

 

2. Literature Review and Theoretical Model 

2.1. Humble Leadership and Voluntary Workplace Green Behavior (VWGB) 

Historically, humility has been seen as a basis for virtues and character integrity (Morris et al., 2005; Yang et al., 

2019). While traditional views about humility emphasize the intrapersonal advantages of humility in the develop-

ment of other positive personal characteristics (Kesebir, 2014), recent research on humility focuses on the psycho-

logical role of humility and its social impact on subordinates (Ou et al., 2018). According to Chen et al. (2018), 

humble leaders' emotions have a direct impact on workers' attitudes at work, which is the psychological aspect of 

cognition. As a result, leaders' thoughts and attitudes are contagious and are passed on to their subordinates (Avey 

et al., 2012). In this study, humble leadership behavior is proposed as a major predisposing factor that motivates 

employee VWGB (Liu & Zhao, 2019). VWGB refers to any individual conduct that contributes to reducing envi-

ronmental consequences beyond individual responsibilities (Norton et al., 2015). Green conduct in the workplace 

has usually been viewed as a voluntary behavior in studies of green behavior in the workplace (Paillé & Boiral, 

2013), in which individuals can also opt to go beyond what is needed by the company in terms of environmental 

behavior (Norton et al., 2015). This includes prioritizing environmental interests, initiating environmental prac-

tices, lobbying and activism, and encouraging others. To encourage voluntary green behavior, it is necessary to 
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influence and modify the behaviors of workers so that they adhere to the aims of sustainable environmental organ-

izations. Research shows that organizational and managerial efforts consolidate in a holistic framework that deter-

mines employee engagement in extra-role pro-environmental behaviors (Alsetoohy et al., 2021; Elshaer, 2020; 

Raineri & Paillé, 2016) This reciprocal idea emphasized the importance of relationships, particularly reciprocity 

between individuals and organizations or leaders. The assumption is that the behavior is motivated by duties de-

riving from reciprocal interactions, such as those between leaders and followers (Cropanzano & Mitchell, 2005). 

When employees realize that leadership worries about others, pays attention to the values of green behavior, and 

maintains sustainable development, they may want to appear in environmentally friendly ways at work as a vol-

untary behavior, which will be supported by humble leaders' behavior, emotional spirit, and encouragement (Liu 

& Zhao, 2019). Green behavior and humble leadership go hand-in-hand, according to the social learning theory, 

particularly that employees are influenced by their leaders' behavior patterns, which they then imitate. Therefore, 

humble leaders who display high standards of morality will influence employees’ attitudes and behaviors. The 

reason is that employees working with such leaders will think that ethical leaders do not stab them in the back. 

They will think that moral leaders seldom cheat (Bauman & Skitka, 2012), and hence, it is safe to work with such 

leaders without the fear of threat to their status, image, or career. We, therefore, suggest the following hypothesis: 

Hypothesis 1. The leader’s humble behavior will have a positive effect on employee VWGB. 

 

2.2. VWGB and Green Performance 

Due to its high consumption of water, electricity, and non-durable products, as well as the discharge of significant 

amounts of raw and solid waste in varied proportions, the hotel sector is one of the numerous components of 

tourism whose operations pose a major danger to the environment (Kasim, 2009). If these resources are not ade-

quately controlled (Abou Kamar & Alsetoohy, 2021), they will have a negative influence on the environment and 

the overall performance of an organization (Mensah, 2006). However, in recent years, many pressures have moti-

vated the hotel sector to become more environmentally friendly (e.g., growing consumer environmental awareness, 

establishing a favorable image, minimizing hotels' negative effects on the environment, and achieving economic 

gains (Han & Chan, 2013). Going green has a variety of effects on individuals and their businesses. When a hotel 

implements green practices, it sometimes necessitates more responsibilities for its staff (Chan et al., 2014). So, in 

order to deal with greening, individuals may need to be environmental champions to keep proactive and voluntary 

green activities (Renwick et al., 2013). According to Bissing-Olson et al. (2013), employee green behavior is 

divided into two categories: task-related green behavior carried out within the scope of employee duties and vol-

untary green behavior carried out beyond the scope of employee responsibilities. Employees' green behavior when 

executing the fundamental activities required by companies is referred to as task-related green behavior (e.g., 

environmental protection regulations stipulated in conducting duties, compliance with environmental measures, 

and others) (Farooq et al., 2021). While we use the concept of voluntary workplace green behavior to describe 

discretionary employee behaviors that contribute to the organization's environmental sustainability but are not 

governed by any official environmental management policies or procedures (Boiral, 2009).  

In the hotel sector, green performance has many different meanings and connotations. Green performance, accord-

ing to Kim et al. (2017), is a value-added management approach that helps a hospitality organization that partici-

pates in environmental protection activities. Similarly, Myung et al. (2012), stated that green performance entails 

decreasing negative environmental effects by implementing environmental measures such as waste reduction and 

the use of sustainable products and resources. Likewise, green hotels are characterized as environmentally friendly 

establishments whose teams are eager to implement initiatives that conserve water, electricity, and solid waste – 

all while saving money – to help the environment (Abdou et al., 2020; Alsetoohy et al., 2021). Meanwhile, em-

ployees play a critical role in arranging their efforts to achieve a certain aim. During this process, individuals 

actively engage in green behaviors, demonstrating their dedication to green performance aims (Kim et al., 2017). 

It is the responsibility of all of a company's employees to ensure efficient green performance. When employees 

attempt to engage in altruistic green behaviors that are consistent with their work values, they express a voluntary 

approach that contributes to evolving green performance. Therefore, we suggest the following: 

Hypothesis 2. Employee VWGB will have a positive effect on hotel green performance. 

Hypothesis 3. Employee VWGB mediates the relationship between humble leadership behaviors and hotel green 

performance. 

 

2.3. The Role of Job Autonomy  

The conventional top-down leadership paradigm stresses rigorous superior-subordinate management and overem-

phasizes the leader's power and influence over individual work engagement (Howell & Shamir, 2005), limiting 

the important role of personnel in the leadership process to some extent (Chen et al., 2018). Humility in leadership, 

on the other hand, provides employees with enhanced intrinsic psychological incentive to be proactive by empha-

sizing subordinates' talents and contributions while also recognizing their own limits (Chen et al., 2018). These 

characteristics imply that humble leaders value subordinates' opinions and growth; offer psychological freedom 

for followers, and highlight subordinates' talents and contributions. According to Nielsen and Marrone (2018), 
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leaders who are humble can encourage learning and progress; humility behavior allows one to transcend the com-

parative-competitive response when interacting with others and instead acknowledge and admire the strengths and 

contributions of others without feeling threatened by them (Exline & Geyer, 2004). Therefore, humble leadership 

behavior, based on self-determination theory, helps unlock subordinates' maximum potential by developing indi-

viduals' innate tendencies toward self-actualization and growth by satisfying basic psychological demands for 

autonomy (Zhou et al., 2019). Conversely, Hackman and Oldham claimed that jobs with greater autonomy provide 

employees more flexibility, discretion, and independence in determining how to divide their workday and other 

parts of their jobs, cited in (Zhou et al., 2019). When individuals believe they have control over their actions or 

they can engage in specific activities in a discretional manner, they will be strongly inspired to work hard and 

always aim to grow and prepare for the best (Ryan & Deci, 2000). According to previous studies, greater job 

autonomy can provide employees with more time, energy, and flexibility Ryan to engage in specific activities, 

resulting in increased enthusiasm for good job attitudes and increased job efficiency (Humphrey et al., 2007). 

Individuals' autonomous conduct demonstrates that they are capable of engaging in environmentally beneficial 

proactive behaviors. As a result, we argue that job autonomy may inspire employees to positively engage in vol-

unteer work. Job autonomy, in particular, allows employees to devote their time and effort to operate individually, 

as well as gives them the autonomy to decide on working approaches and to choose the way with which they 

connect with their coworkers. Employees may have a higher degree of proactive-work desire and view their job 

as sustaining their organization if they believe they have more freedom in determining how to carry out their work. 

Their internal motivation would increase and their enthusiasm for work would be sparked. As a result, they may 

act more proactively and come up with more ideas and practices that will benefit them and the business. Since 

employees have greater freedom in their jobs, they may come up with more creative solutions for improving their 

work, as well as improve processes and create developmental objectives for future needs. On the basis of this, we 

propose: 

Hypothesis 4. Job autonomy mediates the relationship between humble leadership behavior and employee VWGB. 

 

2.4. The Role of Green Supporting Climate  

Green-supporting climate may be described as the extent to which a company supports its workers in completing 

their tasks in a sustainable manner (Martins & Terblanche, 2003). More precisely, green supporting climate refers 

to a climate in which people are acknowledged and awarded for their green initiatives, are given job-related tools 

that promote green practices, and are motivated to be proactive in adjusting to change or addressing a problem 

(Kim & Yoon, 2015). In addition, a green supporting climate involves distributing information about the compa-

ny's green policy, prioritizing individual green values in recruiting and selection, and fostering green values via 

leadership approaches (Renwick et al., 2013). According to Pless (2012), environmentally-friendly job design, as 

well as green training methods that increase employees' skills and green performance, are essential procedures for 

creating a green-supporting climate, which eventually contributes to increased organizational green performance. 

Therefore, an organization's green supporting climate is determined by the extent to which employees are keen to 

voluntarily participate in green creative practices, and to what extent they are motivated to engage, and continually 

educate themselves on the latest environmental issues (Dumont et al., 2017). In this context, Zientara and Zamojska 

(2018) verified that a green-supporting climate is mostly controlled by the employees' personal beliefs, psycho-

logical variables, and the environment in which they work (managerial and institutional regulations) (Kuenzi & 

Schminke, 2009). As a result, the green-supporting climate, which is described as employees' behaviors, rules, 

practices, and procedures, is dependent on the collective sense-making (Schneider et al., 1998). The conclusion is 

that climate, or more specifically, its constructive components, establish a normative framework that communi-

cates to employees what their business values and wants, and, as a result, what behavioral and attitudinal responses 

they should anticipate. Hence, when an organization publicly recognizes voluntary employees' contributions to the 

environment and allocates a budget for green projects and activities, we can conclude that a climate for green 

support has been created and is yielding the intended returns. Subsequently, we developed the following hypoth-

esis: 

Hypothesis 5. Green supporting Climate moderates the relationship between employee VWGP and hotel green 

performance. 

 

3. Materials and Methods 

3.1. Measurements 

A quantitative approach was deployed to test the research hypotheses. The questionnaire was established on the 

basis of a thorough revision of related studies. The questionnaire consists of six categories; namely, humble lead-

ership, employee voluntary workplace green behavior, hotel green performance, job autonomy, green supporting  
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Figure 1. Research framework 

 

climate and respondents’ profiles. First, humble leadership was measured by nine items adapted from (Owens et 

al., 2013). Second, the employee's voluntary workplace green behavior was measured by six items retrieved from 

(Cai et al., 2020). Third, seven items adapted from (Nisar et al., 2021) were deployed to measure the hotel's green 

performance. Further, measures of job autonomy (three items) and green supporting climate (eight items) were 

adapted from (Iplik, 2014) and (Norton et al., 2014), respectively. Finally, the last section contains the profiles of 

respondents. Additionally, all of the items for the questionnaire were assessed by five-point Likert scales ranging 

from strongly disagree = 1 to strongly agree = 5).  

 The pilot study was conducted to check the validity and reliability of the questionnaire on a sample of hotel em-

ployees in Egypt. Mixed methods, online and in-person surveys, were used to collect the data during the research 

pilot study. Thus, online and in-person questionnaires were disseminated to the hotels' employees. Snowball pro-

cedures were employed in the online questionnaire through key respondents in these hotels (n= 132). Additionally, 

in-person questionnaires were handed out to the employees to fill out (n=103). About 235 questionnaires have 

shown slight modifications such as We avoid in voluntary workplace green behavior was replaced with I avoid to 

be more focused.  

 
Table 1. Sociodemographic characteristics of the participants 

Characteristics Frequency % Characteristics Frequency % 

Gender Experience 

Male 389 55.4 < 5 years 173 24.6 

Female 277 39.5 5- < 10 years 296 42.2 

Other 5 .7 10 - < 15 years 198 28.2 

Prefer not to answer 21 3.0 >15 years 25 3.6 

Marital status Country 

Single 298 42.5 Egypt 235 34.0 

Married 327 46.6 US 51 7.4 

Separated 24 3.4 Canada 29 4.1 

Widow 16 2.3 Chile 32 4.6 

Other 27 3.8 China 47 6.8 

Age Botswana 13 1.9 

20 -  < 30 years 230 32.8 France 9 1.3 

30 - <  40 years 344 49.0 Germany 10 1.5 

40 to < 50  years 73 10.4 UK 30 4.3 

50 -  60 years 42 6.0 India 72 10.4 

Over 60 Years 2 .3 Italy 25 3.6 

Education South Africa 16 2.3 

< College 193 27.5 Australia 37 5.4 

Bachelor 442 63.0 Slovenia 35 5.1 

Master Degree & MBA 50 7.1 Portugal 25 3.6 

Doctorate 7 1.0 Estonia 11 1.6 

 Poland 12 1.7 

Malta 3 0.4 

 

3.2. Sampling and Data Collection 

Employees of hotels are the participants of the current study. The online survey was employed through Amazon’s 

Mechanical Turk (MTurk), targeting only 500 employees representing virtually all hotels' employees all over the 

world. MTurk is considered fast, low-cost, flexible, and more representative, and it allows researchers to target 

specific populations (Alsetoohy et al., 2021; Alsetoohy & Ayoun, 2018). A screening question was used to ensure 
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compliance with the study’s requirements (i.e. Are you currently working in a hotel?), if the answer is yes the 

participant will be transferred to complete the survey, if the answer is no the respondent will receive a thanks 

message and the link will be automatically closed within 5 seconds. Moreover, each participant was compensated 

with $1. Of the 500 respondents who filled the online survey out, we received 476 completed surveys (response 

rate = 0.95%), and only 457 were eventually usable. Roughly, nineteen questionnaires were invalid due to missing 

data (16 questionnaires) and answering with one value (3 questionnaires). Additionally, due to the slight modifi-

cations of the pilot study's sample, we added it to the online sample. Thus, the final number of the research sample 

reached 692 valid questionnaires. The participant's demographics of the study were presented in Table 1. 

 

3.3. Data Analysis and Hypotheses Testing 

The SmartPLS-SEM software, version 3.2.8, was run to analyze the research data and test the hypotheses. The 

PLS technique has been extensively operationalized in the field of tourism and hospitality research for several 

reasons (Alsetoohy et al., 2019, 2021; Alsetoohy & Ayoun, 2018). PLS is more suitable for small sample size, 

prediction, and development of theories in research studies. Further, PLS is non-sensitive to the normality of data 

distribution. Finally, the PLS technique is working well with models that have a large number of indicators. A 

two-step process was deployed to test the research hypotheses using smart PLS_SEM software; the measurement 

model and the structural model (Hair et al., 2012).  

 

3.4. The Measurement Model (Outer Model)  

The validity and reliability of all latent variables of the study were assessed and checked to validate the research 

model relationships. To verify the internal reliability of the constructs, the Composite Reliability (CR) and 

Cronbach’s alpha were checked. The convergent validity of the model was assessed by the item loadings of the 

indicators, CR, and the average variance extracted (AVE). Furthermore, the Heterotrait-Monotrait (HTMT) ratio 

of correlation and AVE were utilized to establish the discriminant validity. Finally, the variance inflation factor 

(VIF) was calculated to assess the collinearity of the constructions. 

Table 2 illustrates that the Composite Reliability (CR) and Cronbach’s alpha values for all latent variables were 

above the floor of .7 (Hair et al., 2012). Thus, the internal consistency of the research model was achieved. Addi-

tionally, the item loadings were above .7 (Hair et al., 2010) and CR values were greater than 0.7 (Hair et al,. 2012) 

and the AVE values were above the value of 5 (Abou Kamar & Alsetoohy, 2021; Alsetoohy et al., 2021; Fornell 

& Larcker, 1981)  which establishes the convergent validity. Likewise, the HTMT values ranged from 0.111 to 

0.670, less than the floor of 0.80 (Hair et al., 2012), and all constructs correlations were lower than the square root 

of AVE of their respective constructs (Alsetoohy et al., 2019, 2021; Fornell & Larcker, 1981), see Table 3. There-

fore, the discriminant validity was achieved. Eventually, the values of VIF are lower than 5, confirming that there 

are no multicollinearity issues between the model constructs (Ringle et al., 2015). 

 

4. Results 

To assess the structural model of the research, the R2, the p values, and the significance of the path coefficient (β) 

were used. Figure 2 shows that the R2 values have a substantial explanatory power (Chin, 2010), with values 

achieved 50.2% for the dependent variable. Figure 2 indicates that the values of p and the path coefficients refer 

to statistical significances between the research variables. The results of the study indicated that humble leadership 

has a positive influence on VWGB (β = 0.282, p = 0.000). Thus, hypothesis 1 is supported. Furthermore, the em-

ployee VWGB has the strongest positive effects on the hotels' green performance (β = 0.688, p = 0.000). 

Hence, hypothesis 2 is further supported.  

To check the significance/insignificance of the indirect effects of the research model, bootstrapping tests with 

5,000 samples in SmartPLS were conducted to calculate the Bias- Corrected-Confidence Interval (BCCI), T-sta-

tistics, component weights, and observed significance values in path coefficients to check and assess the mediating 

effects of both VWGB and job autonomy across the theoretical model. The findings indicate positive indirect 

significant relationships between humble leadership (IV) and hotel green performance (DV) through VWGB; and 

humble leadership (IV) VWGB (DV). Moreover, BBCI does not straddle zero between: [LL 0.192, UL 0.336] and 

[LL 0.118, UL 0.230] identified the significant mediations respectively. The results reported that VWGB (T= 

6.966, p = .000) mediate positively the relationship between humble leadership and hotel green performance, in-

dicating validation of hypothesis 3. Also, job autonomy (T= 5.868, p = .000) was found to mediate positively the 

relationship between humble leadership and employee VWGB, which supports hypothesis 4. 

Finally, the green supporting climate was found to positively moderate the relationship between employee VWGB 

and hotel green performance (β = 0.127, p = 0.000). In order to further verify the moderating effect of green 

supporting climate in the relationship between employee VWGB and green performance of hotels. The simple 

slope test, plotted interaction in Figure 3, (Preacher et al., 2006), reported that green supporting climate enhanced 

hotel green performance to a higher degree when employee VWGB was at a high level (one standardized deviation 

above the mean) than when it was at a low level (one standardized deviation  below  the  mean).  These  empirical  
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Table 2. Item loadings and construct reliability and validity 

Construct/ Item Item 

Loadings 

Cronbach’s 

Alpha 

CR AVE 

Humble leader behaviors                Our leader…. 0.917 0.931 0.602 

HL1: actively seeks feedback, even if it is critical. 0.802    

HL2: admits it when they don’t know how to do something 0.800 

HL3: acknowledges when others have more knowledge and skills than 

him- or herself. 
0.841 

HL4: takes notice of others’ strengths. 0.763 

HL5: often compliments others on their strengths. 0.767 

HL6: shows appreciation for the unique contributions of others. 0.811 

HL7: is willing to learn from others. 0.713 

HL8: is open to the ideas of others. 0.729 

HL9: is open to the advice of others. 0.744 

Voluntary workplace green behavior (VWGB) 0.894 0.919 0.653 

VWGB1: I avoid unnecessary printing to save paper. 0.767    

VWGB2: I use personal cups instead of disposable cups. 0.810 

VWGB3: I use stairs instead of elevators when going from floor to 

floor in the building. 
0.799 

VWGB4: I reuse paper to take notes in the office 0.804 

VWGB5: I recycle reusable things in the workplace. 0.841 

VWGB6: I sort recyclable materials into their appropriate bins when 

other group members do not recycle them. 
0.827 

Hotel green performance             Our hotel has… 0.907 0.927 0.645 

HGP1: reduced wastes 0.735    

HGP2: conserved water usage 0.764 

HGP3: conserved energy usage 0.821 

HGP4: reduced purchases of non-renewable materials, chemicals, and 

components 
0.743 

HGP5: reduced overall costs 0.896 

HGP6: improved its position in the marketplace 0.864 

HGP7: helped enhance the reputation of our hotel 0.785 

Job autonomy  0.805 0.884 0.718 

JA1: When I communicate with consumer, I have freedom and inde-

pendence to act in ways I think fit the situation. 
0.859 

   

JA2: I have a lot of freedom to decide how I should deal with consum-

ers. 
0.860 

JA3: My job denies me much chance to use my personal judgment 

when communicating with consumers 
0.822 

Green supporting climate Our hotel… 0.907 0.925 0.605 

GSC1: is worried about its  environmental impact. 0.776    

GSC2: is interested in supporting environmental causes. 0.732 

GSC3: believes it is important to protect the environment. 0.781 

GSC4: is concerned with becoming more environmentally friendly. 0.811 

GSC5: In our hotel, employees pay attention to environmental issues. 0.831 

GSC6: In our hotel, employees are concerned about acting in environ-

ment-tally friendly ways. 
0.749 

GSC7: In our hotel, employees try to minimize harm to the environ-

ment. 
0.761 

GSC8: In our hotel, employees care about the environment. 0.780 

 
Table 3. Correlation matrix and Fornell-Larcker Criterion 

 Green support 

climate 

Hotel Green 

 Performance 

Humble Leaders Job Autonomy VWGB 

Green support 

climate  
0.778         

Hotel Green 

Performance  
0.420 0.803       

Humble Leaders 0.068 0.430 0.776     

Job Autonomy  0.372 0.517 0.358 0.847   

VWGB 0.439 0.689 0.454 0.580 0.808 

The square roots of AVEs for the research variables are in Bold 

 

results stated that green supporting climate strengthens the positive relationship between employee workplace 

green behavior and hotel green performance. Therefore, hypothesis 5 is supported.  
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Figure 2. the results of the research framework 

 

 

Figure 3. The moderating effect of green supporting climate 

 

behaviors, employee VWGB, and hotel green performance as long as the mediating and moderating roles of job 

autonomy and green supporting climate respectively. This relationship is critical because studies in the field of 

hospitality ignore examining the role of leadership styles (e.g. humble leadership) in promoting sustainable devel-

opment, particularly; the role of employee voluntary workplace green behavior is highly required in light of the 

COVID-19 consequences. In general, all hypotheses of the current study are supported and indicated positive 

relationships between all the research variables (i.e. independent, dependent, mediator, and moderator). Thus, these 

findings validate and support the conceptualized model of the study. The findings of the study indicate that humble 

leader behaviour is positively related to VWGB in green hotels in Egypt. This empirical finding is in accordance 

with the findings of the previous studies (Nielsen et al., 2010; Owens & Hekman, 2012; Yang et al., 2019), which 

asserted the positive influence of humble leader behaviors on the employee behaviors such as innovation and 

creativity. It was acknowledged that a leader's behaviors can promote employee VWGB. Given the fact that be-

havior is motivated by duties deriving from reciprocal interactions, ethical and positive leadership is a must. Hum-

ble leaders, with a moral managerial style and a strong sense of social responsibility, would inspire employees to 

do their best in paying greater attention to green and employee VWGB. Consequently, this study confirms that 

humble leaders in green hotels can encourage and promote employees to engage in VWGB in the workplace. The 

interpretation of this finding is that humble leaders optimize trust, communication, innovativeness, creativity, and 

mutual awareness among their employees. Since the study is conducted in green hotels, employees' duties are more 

related to task-role, and required tasks, such as green practices. Thus, humble leaders inspire and motivate em-

ployees to go beyond their tasks and extra-role activities to voluntary behaviors to sustain green behaviors. Thus, 

for the hospitality establishments which seek voluntary behaviors in their operations, especially green behaviors, 

attracting humble leaders is a win-win relationship. 

(β = 0.282, p = 0.000) 

(T= 6.966, p = .000) 
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Workplace Green  
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) 
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Interestingly, the findings of the study also indicate that VWGB has the strongest positive effects on the hotel's 

green performance. Additionally, the findings reveal that VWGB mediates positively the relationship between 

humble leadership behaviors and hotel green performance. This finding supports the findings of (Kim et al., 2019; 

Nisar et al., 2021; Pham, et al., 2020b), who also confirmed that the higher the green behavior of employees, the 

better the environmental performance is achieved. This finding is aligned with Singh et al. (2020) and Al-Swidi et 

al. (2021) who asserted the indirect relationship between a leader's behaviors and the organizational environmental 

performance. Thus, green hotels should not only focus on improving their environmental performance and mini-

mizing the negative effects of their activities, but they must also instill VWGB among their employees. Conse-

quently, reshaping the green behaviors of hotel employees through leaders' behaviors would be, in turn, mirrored 

in green performance. 

Moreover, this study's findings indicate that job autonomy mediates positively the relationship between humble 

leader behaviors and VWGB. This finding is in line with the previous study by Cai et al. (2020). Also, the study 

of Lee et al. (2021) indicated that employee job autonomy positively mediated the relationship between the positive 

feedback of leaders and employees’ innovative behaviors. This result assumes that to gain VWGB in these green 

hotels, providing greater job autonomy to employees is required along with humble leaders' motives. This is be-

cause trials, experimentation, making mistakes, and making changes to the workplace require more flexibility and 

autonomy which are advantages derived from humble leaders to employees. 

Finally, the findings of the study stated that green supporting climate positively moderates the relationship between 

VWGB and hotel green performance. The finding is consistent with the study of (Zientara & Zamojska, 2018) 

who mentioned that a green psychological climate influences both green outcomes and moderate a chain effect of 

green outcomes. The hospitality environment features fluctuations in demand (Alsetoohy et al., 2019, 2021) which, 

in turn, creates constraints for employees to do their tasks. These constraints may be reflected in employees' failure 

to behave voluntarily green in the workplace. Accordingly, a green supporting climate strengthens and encourages 

employees to engage in VWGB by outweighing workplace constraints. Thus, for hotel operators, support for em-

ployee VWGB under a green climate is considered a dominant driver to achieving green performance in hotels 

and vice versa.  

 

5. Implications 

While the consequences of globalization and pandemic have certainly prioritized the need for successful and 

prompt operational recovery of the hospitality industry, it has also encouraged the transition to sustainable em-

ployee practices (Gössling et al., 2020), implying that we might be exerting strong sustainable efforts while tran-

sitioning to new normalcy (Jones & Comfort, 2020). Therefore, it has become necessary for organizations to de-

velop leadership approaches that promote moral and green proactive behavior and performance as they are the 

major contributors to sustainability and also increase the job satisfaction of leaders and employees, respectively 

(Norton et al., 2015). Our findings have many practical insights for both leaders and followers that we hope to be 

considered during their daily workplace interactions. In this regard, the existing study found that humble leadership 

could promote the concept of greening in terms of employees' behavior and organizations' performance. To begin 

with, it has been demonstrated that the humble leadership style is ideal for personnel working in service organiza-

tions, such as hotel staff. It was found that hotel employees' respect and response, as well as their voluntary green 

behavior, are positively influenced by the treatment they receive from their humble CEOs.  

On the basis of stimulating the voluntary green behavior of employees, Jones and Comfort (2020) asserted that 

such voluntary behavior, whether directly or indirectly, would decrease the negative impact of a pandemic on the 

hotel business, with social and economic ramifications. Therefore, organizations can enhance their environmental 

performance by maintaining and cultivating a humble leadership style. Because of the leaders' humility, employees 

are more likely to engage in voluntary green behavior as a result of their moral drive. Hence, leaders should remain 

cautious about their behavior in their workplace. More ethical, fair, and humble behavior will elicit more favorable 

reactions. Also, it was found that humble leadership behaviors would serve as a vital antecedent of job autonomy, 

implying that if a company wishes to improve its employees' job autonomy, its CEOs must display humble behav-

iors. Subsequently, this study provides a clear signal of the function that a humble leadership style plays in foster-

ing workers' job autonomy despite the fact that little attention has been devoted to this role in HRM studies. Studies 

suggest that improved job autonomy will lead to several important outcomes such as job satisfaction, high moti-

vation (Ryan & Deci, 2000), sustainable development (Zhou et al., 2019), etc. In this study, we suggest that em-

ployees' job autonomy which is a key outcome of humble leadership behavior, encourages the voluntary green 

behavior of employees within their organizations. Gössling et al. (2020) and Ertuna et al. (2019) discussed main 

tourism trends and sustainable tourism development after the pandemic and identified responsible and sustainable 

tourism as a major travel trend. Drawing on this conclusion, our study introduces employees in those autonomous 

jobs to be more likely to engage in voluntary green behaviors and encourage others to support the concept of 

sustainable tourism. Therefore, our research adds to the predictors of employee proactive behavior studies. Our 

research suggests that organizations and managers should enable a job autonomy design in order to allow genuine 

and enduring development within organizations. Since followers need autonomy and more flexibility to do their 
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jobs, leaders should go the extra mile. As a result, leaders should inspire intrinsic motivation in their subordinates 

so that they feel that they have greater freedom when doing their duties (ideally in more proactive and ethical 

ways). So as to better encourage employee independence and further enhance the company's pro-environmental to 

accelerate development in different aspects, leaders should try to reject the traditional authoritative top-down ap-

proach and adopt more bottom-up humble leadership styles. Another practical aspect is that with evolving ethical 

behaviors (humility and voluntarism), it is expected that the performance of the organization will be pro-environ-

mental, i.e. green policies and practices. Given that leaders' actions are viewed as indicative of organizational 

policies and practices, a feeling of enthusiasm at work will arise among employees to build green supporting 

practices that will result in improved green performance. Likewise, our research highlights the significance of 

humble leadership style and moral behaviors in the organization. Team members' voluntary behavior could nourish 

employees’ intrinsic motivation that in turn can contribute to a green supporting climate. In order to relate the good 

impacts of humble leader conduct on green performance, leaders should attempt to nurture staff to offer suitable 

circumstances supporting a green performance. This style of team-building approach grows exponentially when it 

comes to the hospitality industry owing to worries about environmental protection associated with hotel operations. 

From the perspective of hotel strategy, hotels may train CEOs at all levels and departments of the hotel to have 

proactive moral behavior and to know how to respect others, and these might be teachable so as to build a humble 

culture across the hotel. 

 

6. Limitations and Future Recommendations 

Despite these contributions and consequences, the current study has some shortcomings that might be used as 

research ideas in the future. First, this study's focus was on the hotel business because many of the goods and 

services it offers are resource-intensive, leading to substantial environmental costs and generating a lot of waste. 

Future studies may conduct similar research on tourism and travel organizations to determine if the results may be 

similar or not. Second, only one moderating variable and two mediators i.e. job autonomy and employee VWGB 

were tested on the relationship between humble leadership and green performance. Future studies may also exam-

ine additional variables such as perceived organizational support, green training, green creativity, etc. Finally, this 

study followed a single quantitative approach and used a structured survey to collect data; therefore, qualitative 

analysis or a mixed-methods methodology that applies a comprehensive and in-depth data collection is strongly 

recommended. 
 

References 
1. ABDOU A.H., HASSAN T.H., EL-DIEF M.M., 2020, A description of green hotel practices and their role in achieving 

sustainable development, Sustainability (Switzerland), 12(22), DOI: 10.3390/su12229624. 

2. ABOU KAMAR M., ALSETOOHY O., 2021, Franchisee-Franchisor Relationship Quality and Its Impact on Restau-

rants’ Operational and Financial Performance: An Application of Leader-Member Exchange Theory, Journal of Asso-

ciation of Arab Universities for Tourism and Hospitality, 20(4), DOI: 10.21608/ jaauth.2021.75686.1175. 

3. ALSETOOHY O., AYOUN B., 2018, Intelligent agent technology: The relationships with hotel food procurement prac-

tices and performance, Journal of Hospitality and Tourism Technology, 9(1), DOI: 10.1108/JHTT-04-2017-0028. 

4. ALSETOOHY O., AYOUN B., ABOU-KAMAR  M., 2021, COVID-19 Pandemic Is a Wake-Up Call for Sustainable 

Local Food Supply Chains: Evidence from Green Restaurants in the USA, Sustainability, 13(16), DOI: 10.3390/ 

su13169234. 

5. ALSETOOHY O., AYOUN B., AROUS S., MEGAHED F., NABIL G., 2019, Intelligent agent technology: what affects 

its adoption in hotel food supply chain management?, Journal of Hospitality and Tourism Technology, 10(3), DOI: 

10.1108/JHTT-01-2018-0005. 

6. AL-SWIDI A.K., GELAIDAN H., SALEH R.M., 2021, The joint impact of green human resource management, leader-

ship and organizational culture on employees’ green behaviour and organisational environmental performance, Journal 

of Cleaner Production, 316128112, DOI: 10.1016/J.JCLEPRO.2021.128112. 

7. AVEY J.B., WERNSING T.S., PALANSKI M.E., 2012, Exploring the Process of Ethical Leadership: The Mediating 

Role of Employee Voice and Psychological Ownership, Journal of Business Ethics, 107(1), DOI: 10.1007/s10551-012-

1298-2. 

8. BAUMAN C.W., SKITKA L.J., 2012, Corporate social responsibility as a source of employee satisfaction, Research in 

Organizational Behavior, 32: 63-86, DOI: 10.1016/J.RIOB.2012.11.002. 

9. BISSING-OLSON M.J., IYER A., FIELDING K.S., ZACHER H., 2013, Relationships between daily affect and pro-

environmental behavior at work: The moderating role of pro-environmental attitude, Journal of Organizational Behav-

ior, 34(2): 156-175, DOI: 10.1002/job.1788. 

10. BOIRAL O., 2009, Greening the Corporation Through Organizational Citizenship Behaviors, Journal of Business Eth-

ics, 87(2), DOI: 10.1007/s10551-008-9881-2. 

11. CAI W., YANG C., BOSSINK B.A.G., FU J., 2020, Linking leaders’ voluntary workplace green behavior and team green 

innovation: The mediation role of team green efficacy, Sustainability (Switzerland), 12(8), DOI: 10.3390/SU12083404. 

12. CHAN E.S.W., HON A.H.Y., CHAN W., OKUMUS F., 2014, What drives employees’ intentions to implement green 

practices in hotels? The role of knowledge, awareness, concern and ecological behaviour, International Journal of Hos-

pitality Management, 40, DOI: 10.1016/j.ijhm.2014.03.001. 



Alsetoohy et al./Problemy Ekorozwoju/Problems of Sustainable Development 2/2022, 230-242  

 
240 

13. CHEN Y., LIU B., ZHANG L., QIAN S., 2018, Can leader “humility” spark employee “proactivity”? The mediating role 

of psychological empowerment, Leadership and Organization Development Journal, 39(3), DOI: 10.1108/LODJ-10-

2017-0307. 

14. CHIN W.W., 2010, How to write up and report PLS Analyses. Handbook of partial least squares: Concepts, methods 

and applications, Springer Handbooks of Computational Statistics. 

15. CROPANZANO R., MITCHELL M.S., 2005, Social exchange theory: An Interdisciplinary review, Journal of Manage-

ment, 31(6), DOI: 10.1177/0149206305279602. 

16. DUMONT J., SHEN J., DENG X., 2017, Effects of Green HRM Practices on Employee Workplace Green Behavior: 

The Role of Psychological Green Climate and Employee Green Values, Human Resource Management, 56(4), DOI: 

10.1002/hrm.21792. 

17. ELSHAER A., MARZOUK A., 2019, Labor in the Toursim and Hospitality Industry: Skills, Ethics, Issues, and Rights 

(1st ed.). 

18. ELSHAER A.M., 2020, Analysis of Restaurants’ Operations Using Time-Driven Activity-based Costing (TDABC): 

Case Study, Journal of Quality Assurance in Hospitality and Tourism, DOI: 10.1080/1528008X.2020.1848745. 

19. ELSHAER A.M., 2021, Restaurants’ Response to COVID-19 Pandemic: The Realm of Egyptian Independent Restau-

rants, Journal of Quality Assurance in Hospitality and Tourism, DOI: 10.1080/1528008X.2021.1911732. 

20. ERTUNA B., KARATAS-OZKAN M., YAMAK S., 2019, Diffusion of sustainability and CSR discourse in hospitality 

industry: Dynamics of local context, International Journal of Contemporary Hospitality Management, 31(6), DOI: 

10.1108/IJCHM-06-2018-0464. 

21. EXLINE J.J., GEYER A.L., 2004, Perceptions of Humility: A Preliminary Study, Self and Identity, 3(2): 95-114, DOI: 

10.1080/13576500342000077. 

22. FAROOQ K., YUSLIZA M.Y., WAHYUNINGTYAS R., HAQUE A. UL, MUHAMMAD Z., SAPUTRA J., 2021, Ex-

ploring Challenges and Solutions in Performing Employee Ecological Behaviour for a Sustainable Workplace, Sustain-

ability, 13(17): 9665, DOI: 10.3390/su13179665. 

23. FORNELL C., LARCKER D.F., 1981, Evaluating Structural Equation Models with Unobservable Variables and Meas-

urement Error, Journal of Marketing Research, 18(1), DOI: 10.2307/3151312. 

24. FRY L.W., EGEL E., 2021, Global leadership for sustainability, Sustainability (Switzerland), 13(11), DOI: 

10.3390/su13116360. 

25. GÖSSLING S., SCOTT D., HALL C.M., 2020, Pandemics, tourism and global change: a rapid assessment of COVID-

19, Journal of Sustainable Tourism, DOI: 10.1080/09669582.2020.1758708. 

26. HAIR J.F., BLACK W.C., BABIN B.J., ANDERSON R.E., 2010, Multivariate Data Analysis, Vectors, DOI: 

10.1016/j.ijpharm.2011.02.019. 

27. HAIR J.F., SARSTEDT M., RINGLE C.M., MENA J.A., 2012, An assessment of the use of partial least squares struc-

tural equation modeling in marketing research, Journal of the Academy of Marketing Science, 40(3), DOI: 

10.1007/s11747-011-0261-6. 

28. HAN X., CHAN K., 2013, Perception of Green Hotels Among Tourists in Hong Kong: An Exploratory Study, Services 

Marketing Quarterly, 34(4), DOI: 10.1080/15332969.2013.827069. 

29. HOWELL J.M., SHAMIR B., 2005, The role of followers in the charismatic leadership process: Relationships and their 

consequences, Academy of Management Review, 30(1), DOI: 10.5465/AMR.2005.15281435. 

30. HUMPHREY S.E., NAHRGANG J.D., MORGESON F.P., 2007, Integrating Motivational, Social, and Contextual Work 

Design Features: A Meta-Analytic Summary and Theoretical Extension of the Work Design Literature, Journal of Ap-

plied Psychology, 92(5), DOI: 10.1037/0021-9010.92.5.1332. 

31. IBRAHIM A.U., DANIEL C.O., 2019, Impact of leadership on organisational performance, International Journal of 

Business Management and Social Research, 6(2), DOI: 10.18801/ijbmsr.060219.39. 

32. IPLIK F.N., 2014, The Effects of Emotional Labor on Job Attitudes of Hotel Employees: Mediating and Moderating 

Roles of Social Support and Job Autonomy, International Review of Management and Marketing, 4(3). 

33. JONES P., COMFORT D., 2020, The COVID-19 crisis and sustainability in the hospitality industry, International Jour-

nal of Contemporary Hospitality Management 32(10), DOI: 10.1108/IJCHM-04-2020-0357. 

34. JONES P., HILLIER D., COMFORT D., 2014, Sustainability in the global hotel industry, International Journal of Con-

temporary Hospitality Management, 26(1), DOI: 10.1108/IJCHM-10-2012-0180. 

35. KASIM A., 2009, Managerial attitudes towards environmental management among small and medium hotels in Kuala 

Lumpur, Journal of Sustainable Tourism, 17(6), DOI: 10.1080/09669580902928468. 

36. KESEBIR P., 2014, A quiet ego quiets death anxiety: Humility as an existential anxiety buffer, Journal of Personality 

and Social Psychology, 106(4), DOI: 10.1037/a0035814. 

37. KIM A., KIM Y., HAN K., JACKSON S.E., PLOYHART R.E., 2017, Multilevel Influences on Voluntary Workplace 

Green Behavior: Individual Differences, Leader Behavior, and Coworker Advocacy, Journal of Management, 43(5), 

DOI: 10.1177/0149206314547386. 

38. KIM S., YOON G., 2015, An innovation-driven culture in local government: Do senior manager’s transformational 

leadership and the climate for creativity matter?, Public Personnel Management, 44(2), DOI: 10.1177/ 

0091026014568896. 

39. KIM S.H., LEE K., FAIRHURST A., 2017, The review of “green” research in hospitality, 2000-2014: Current trends 

and future research directions, International Journal of Contemporary Hospitality Management,  29(1), DOI: 

10.1108/IJCHM-11-2014-0562. 

40. KIM Y.J., KIM W.G., CHOI H.M., PHETVAROON K., 2019, The effect of green human resource management on hotel 

employees’ eco-friendly behavior and environmental performance, International Journal of Hospitality Management, 

76: 83-93, DOI: 10.1016/J.IJHM.2018.04.007. 



Alsetoohy et al./Problemy Ekorozwoju/Problems of Sustainable Development 2/2022, 230-242  

 
241 

41. KOOHANG A., PALISZKIEWICZ J., GOLUCHOWSKI J., 2017, The impact of leadership on trust, knowledge man-

agement, and organizational performance: A research model, Industrial Management and Data Systems, 117(3), DOI: 

10.1108/IMDS-02-2016-0072. 

42. KUENZI M., SCHMINKE M., 2009, Assembling fragments into a lens: A review, critique, and proposed research 

agenda for the organizational work climate literature, Journal of Management, 35(3), DOI: 10.1177/0149206308330559. 

43. LEE W.R., CHOI S.B., KANG S.W., 2021, How leaders’ positive feedback influences employees’ innovative behavior: 

The mediating role of voice behavior and job autonomy, Sustainability (Switzerland), 13(4), DOI: 10.3390/su13041901. 

44. LI J., LIANG Q.Z., ZHANG Z.Z., 2016, The effect of humble leader behavior, leader expertise, and organizational iden-

tification on employee turnover intention, Journal of Applied Business Research, 32(4), DOI: 10.19030/jabr.v32i4.9727. 

45. LIU L., ZHAO L., 2019, The Influence of Ethical Leadership and Green Organizational Identity on Employees’ Green 

Innovation Behavior: The Moderating Effect of Strategic Flexibility, IOP Conference Series: Earth and Environmental 

Science, 237(5), DOI: 10.1088/1755-1315/237/5/052012. 

46. MARTINS E.C., TERBLANCHE F., 2003, Building organisational culture that stimulates creativity and innovation Ar-

ticle information, European Journal of Innovation Management, 6(1). 

47. MAZUTIS D., ZINTEL C., 2020, Beyond corporate social responsibility: global leadership virtues that make a differ-

ence, Research Handbook of Global Leadership, DOI: 10.4337/9781782545354.00022. 

48. MENSAH I., 2006, Environmental management practices among hotels in the greater Accra region, International Jour-

nal of Hospitality Management, 25(3), DOI: 10.1016/j.ijhm.2005.02.003. 

49. MORRIS J.A., BROTHERIDGE C.M., URBANSKI J.C., 2005, Bringing humility to leadership: Antecedents and con-

sequences of leader humility, Human Relations, 58(10), DOI: 10.1177/0018726705059929. 

50. MYUNG E., MCCLAREN A., LI L., 2012, Environmentally related research in scholarly hospitality journals: Current 

status and future opportunities, International Journal of Hospitality Management, 31(4), DOI: 10.1016/j.ijhm. 

2012.03.006. 

51. NEJATI M., RABIEI S., CHIAPPETTA JABBOUR C.J., 2017, Envisioning the invisible: Understanding the synergy 

between green human resource management and green supply chain management in manufacturing firms in Iran in light 

of the moderating effect of employees’ resistance to change, Journal of Cleaner Production, 168, DOI: 10.1016/j.jcle-

pro.2017.08.213. 

52. NIELSEN R., MARRONE J.A., 2018, Humility: Our Current Understanding of the Construct and its Role in Organiza-

tions, International Journal of Management Reviews, 20(4), DOI: 10.1111/ijmr.12160. 

53. NIELSEN R., MARRONE J.A., SLAY H.S., 2010, A new look at humility: Exploring the humility concept and its role 

in socialized charismatic leadership, Journal of Leadership and Organizational Studies, 17(1), DOI: 10.1177/ 

1548051809350892. 

54. NISAR Q.A., HAIDER S., ALI F., JAMSHED S., RYU K., GILL S.S., 2021, Green human resource management prac-

tices and environmental performance in Malaysian green hotels: The role of green intellectual capital and pro-environ-

mental behavior, Journal of Cleaner Production, 311, DOI: 10.1016/j.jclepro.2021.127504. 

55. NORTON T.A., PARKER S.L., ZACHER H., ASHKANASY N.M., 2015, Employee Green Behavior: A Theoretical 

Framework, Multilevel Review, and Future Research Agenda, Organization and Environment, 28(1), DOI: 10.1177/ 

1086026615575773. 

56. NORTON T.A., ZACHER H., ASHKANASY N.M., 2014, Organisational sustainability policies and employee green 

behaviour: The mediating role of work climate perceptions, Journal of Environmental Psychology, 38, DOI: 10.1016 

/j.jenvp.2013.12.008. 

57. ORLITZKY M., SIEGEL D.S., WALDMAN D.A., 2011, Strategic corporate social responsibility and environmental 

sustainability, Business and Society, 50(1), DOI: 10.1177/0007650310394323. 

58. OU A.Y., WALDMAN D.A., PETERSON S.J., 2018, Do Humble CEOs Matter? An Examination of CEO Humility and 

Firm Outcomes, Journal of Management, 44(3), DOI: 10.1177/0149206315604187. 

59. OWENS B.P., HEKMAN D.R., 2012, Modeling how to grow: An inductive examination of humble leader behaviors, 

contingencies, and outcomes, Academy of Management Journal, 55(4), DOI: 10.5465/amj.2010.0441. 

60. OWENS B.P., JOHNSON M.D., MITCHELL T.R., 2013, Expressed humility in organizations: Implications for perfor-

mance, teams, and leadership, Organization Science, 24(5), DOI: 10.1287/orsc.1120.0795. 

61. PAILLÉ P., BOIRAL O., 2013, Pro-environmental behavior at work: Construct validity and determinants, Journal of 

Environmental Psychology, 36, DOI: 10.1016/j.jenvp.2013.07.014. 

62. PETRENKO O. V., AIME F., RECENDES T., CHANDLER J.A., 2019, The case for humble expectations: CEO humility 

and market performance, Strategic Management Journal, 40(12), DOI: 10.1002/smj.3071. 

63. PHAM N.T., HOANG H.T., PHAN Q.P.T., 2020a, Green human resource management: a comprehensive review and 

future research agenda, International Journal of Manpower, 41(7), DOI: 10.1108/IJM-07-2019-0350. 

64. PHAM N.T., VO THANH T., TUČKOVÁ Z., THUY V.T.N., 2020b, The role of green human resource management in 

driving hotel’s environmental performance: Interaction and mediation analysis, International Journal of Hospitality 

Management, 88, DOI: 10.1016/j.ijhm.2019.102392. 

65. PLESS N.M., MAAK T., STAHL G.K., 2012, Promoting corporate social responsibility and sustainable development 

through management development: What can be learned from international service learning programs?, Human Re-

source Management, 51(6), DOI: 10.1002/hrm.21506. 

66. PREACHER K.J., CURRAN P.J., BAUER D.J., 2006, Computational tools for probing interactions in multiple linear 

regression, multilevel modeling, and latent curve analysis, Journal of Educational and Behavioral Statistics, 31(4), DOI: 

10.3102/10769986031004437. 

67. RAINERI N., PAILLÉ P., 2016, Linking Corporate Policy and Supervisory Support with Environmental Citizenship 

Behaviors: The Role of Employee Environmental Beliefs and Commitment, Journal of Business Ethics 137(1), DOI: 

10.1007/s10551-015-2548-x. 



Alsetoohy et al./Problemy Ekorozwoju/Problems of Sustainable Development 2/2022, 230-242  

 
242 

68. REN Q., XU Y., ZHOU R., LIU J., 2020, Can CEO’s humble leadership behavior really improve enterprise performance 

and sustainability? A case study of Chinese start-up companies, Sustainability (Switzerland), 12(8), DOI: 10.3390/ 

SU12083168. 

69. RENWICK D.W.S., REDMAN T., MAGUIRE S., 2013, Green Human Resource Management: A Review and Research 

Agenda*, International Journal of Management Reviews, 15(1): 1-14, DOI: 10.1111/j.1468-2370.2011.00328.x. 

70. RINGLE C.M., WENDE S., BECKER J.-M., 2015, RINGLE C.M., WENDE S., BECKER J-M, 2015, SmartPLS 3, 

Bönningstedt, www.smartpls.com. 

71. RYAN R.M., DECI E.L., 2000, Intrinsic and Extrinsic Motivations: Classic Definitions and New Directions, Contem-

porary Educational Psychology, 25(1), DOI: 10.1006/ceps.1999.1020. 

72. SCHNEIDER B., WHITE S.S., PAUL M.C., 1998, Linking service climate and customer perceptions of service quality: 

Test of a causal model, Journal of Applied Psychology, 83(2), DOI: 10.1037/0021-9010.83.2.150. 

73. ŠERIĆ M., ŠERIĆ M., 2021, Sustainability in hospitality marketing during the covid‐19 pandemic. Content analysis of 

consumer empirical research, Sustainability (Switzerland), 13(18), DOI: 10.3390/su131810456. 

74. SHEN L., QIAN J., CHEN S.C., 2020, Effective communication strategies of sustainable hospitality: A qualitative ex-

ploration, Sustainability (Switzerland), 12(17), DOI: 10.3390/SU12176920. 

75. SINGH S.K., GIUDICE M. DEL, CHIERICI R., GRAZIANO D., 2020, Green innovation and environmental perfor-

mance: The role of green transformational leadership and green human resource management, Technological Forecast-

ing and Social Change, 150, DOI: 10.1016/j.techfore.2019.119762. 

76. SU X., XU A., LIN W., CHEN Y., LIU S., XU W., 2020, Environmental Leadership, Green Innovation Practices, Envi-

ronmental Knowledge Learning, and Firm Performance, SAGE Open, 10(2), DOI: 10.1177/2158244020922909. 

77. YANG J., ZHANG W., CHEN X., 2019, Why do leaders express humility and how does this matter: A rational choice 

perspective, Frontiers in Psychology, 10(AUG), DOI: 10.3389/fpsyg.2019.01925. 

78. YUSOF Z.B., JAMALUDIN M., 2013, Green Approaches of Malaysian Green Hotels and Resorts, Procedia - Social 

and Behavioral Sciences, 85, DOI: 10.1016/j.sbspro.2013.08.371. 

79. ZHOU Q., LI Q., GONG S., 2019, How Job Autonomy promotes employee’s sustainable development? A moderated 

mediation model, Sustainability (Switzerland), 11(22), DOI: 10.3390/su11226445. 

80. ZIENTARA P., ZAMOJSKA A., 2018, Green organizational climates and employee pro-environmental behaviour in the 

hotel industry, Journal of Sustainable Tourism, 26(7), DOI: 10.1080/09669582.2016.1206554. 

  


