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Abstract: The hospitality industry has witnessed a rapid increase in the adoption of eco-friendly practices in 

response to environmental degradation, climate change concerns, regulatory pressure, and growing stakeholder 

expectations. While previous research has extensively examined the environmental and financial outcomes of 

sustainability initiatives in hotels, relatively limited attention has been paid to their social consequences, 

particularly their impact on employees. Hotel employees play a critical role in the successful implementation of 

eco-friendly practices, yet they often operate under challenging working conditions characterized by long working 

hours, shift-based schedules, emotional labor, and high job demands. This study explores the relationship between 

eco-friendly hotel practices and employee well-being and work–life balance. Drawing on Job Demands–

Resources theory and Social Identity Theory, the paper conceptualizes eco-friendly practices as organizational 

resources that can enhance psychological well-being, job satisfaction, and work–life balance through 

organizational pride and perceived organizational support. The paper provides a comprehensive review of existing 

literature, identifies key research gaps, proposes research objectives and hypotheses, and outlines a detailed 

methodological framework. The discussion highlights important managerial implications and offers directions for 

future research, emphasizing the need for a holistic approach to sustainability that integrates environmental 

responsibility with employee welfare and long-term organizational performance. 

Keywords: Eco-friendly hotels; Sustainability; Employee well-being; Work–life balance; Green HRM; 

Hospitality industry 

1. Introduction 

Sustainability has emerged as one of the most significant challenges facing contemporary organizations, including 

those operating in the hospitality industry. Hotels are resource-intensive organizations that consume substantial 

quantities of energy and water while generating large volumes of waste. As global concerns related to climate 

change, environmental degradation, and resource scarcity intensify, hotels are increasingly expected to operate in 

an environmentally responsible manner. 

Over the past decade, sustainability has shifted from being a voluntary initiative to a strategic imperative in 

hospitality management. Governments, investors, customers, and international organizations have exerted 

growing pressure on hotels to adopt eco-friendly practices that minimize environmental impact and contribute to 

sustainable development goals. 

Eco-friendly hotel practices typically include energy efficiency initiatives such as LED lighting and smart energy 

systems, water conservation programs including towel and linen reuse policies, waste reduction and recycling 

practices, sustainable procurement of goods and services, and participation in environmental certification 

programs. 
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Although the environmental and economic benefits of eco-friendly practices are well documented, their 

implications for hotel employees remain relatively underexplored. Employees are central to the successful 

implementation of sustainability initiatives, as their daily behaviors directly influence environmental performance. 

At the same time, hospitality employees often face demanding working conditions, including long working hours, 

irregular shifts, emotional labor, and high customer service expectations. These factors can negatively affect 

employee well-being, job satisfaction, and work–life balance, leading to higher turnover and reduced 

organizational performance. 

From a theoretical perspective, sustainability initiatives may influence employee outcomes by altering 

organizational culture, job resources, and employee perceptions of organizational values. Job Demands–

Resources theory suggests that organizational resources can buffer job demands and promote employee well-

being. 

Similarly, Social Identity Theory posits that employees derive part of their self-concept from their organizational 

membership. When organizations demonstrate strong environmental responsibility, employees may experience 

increased organizational pride and identification, which can enhance motivation and psychological well-being. 

Despite these theoretical insights, empirical research directly linking eco-friendly hotel practices to employee 

well-being and work–life balance remains limited. This study seeks to address this gap by examining the human 

consequences of sustainability initiatives in the hotel industry. 

2. Literature Review 

Research on eco-friendly hotel practices has primarily focused on environmental performance, cost efficiency, 

and customer satisfaction. Studies consistently show that sustainability initiatives can reduce operational costs, 

enhance corporate reputation, and improve guest loyalty. 

Eco-friendly practices in hotels encompass a wide range of operational and managerial activities designed to 

minimize environmental harm. These include energy and water conservation, waste management and recycling, 

use of renewable energy sources, and green building design. 

Green Human Resource Management (Green HRM) has emerged as an important area of research linking 

sustainability and employee outcomes. Green HRM involves integrating environmental objectives into 

recruitment, training, performance appraisal, and reward systems. 

Prior research suggests that Green HRM practices can enhance employee engagement, organizational 

commitment, and pro-environmental behavior. In hospitality settings, green training and employee involvement 

have been associated with improved service quality and job satisfaction. 

Employee well-being is a multidimensional construct encompassing psychological health, emotional well-being, 

and job satisfaction. Hospitality employees are particularly vulnerable to stress due to long working hours, 

emotional labor, and work–family conflict. 

Work–life balance refers to employees’ ability to effectively manage work responsibilities alongside personal and 

family life. In the hotel industry, shift work and unpredictable schedules often make achieving work–life balance 

difficult. 

Recent studies suggest that organizational values, including commitments to sustainability and corporate social 

responsibility, can influence employee well-being by enhancing job meaning and organizational identification. 

Despite growing interest in sustainability and employee well-being, relatively few studies have empirically 

examined the relationship between eco-friendly hotel practices and work–life balance. This represents a 

significant gap in the literature. 
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3. Research Methodology 

3.1 Research Design 

The present study adopts a quantitative, cross-sectional research design to examine the relationship between eco-

friendly hotel practices and employee well-being and work–life balance. A quantitative approach is appropriate 

as it allows for systematic measurement of perceptions and attitudes of hotel employees and facilitates statistical 

testing of the proposed relationships among variables. The study is explanatory in nature, as it seeks to explain 

how eco-friendly practices influence employee outcomes and the mechanisms through which these effects occur. 

3.2 Population and Sample 

The target population for this study consists of employees working in three-star, four-star, and five-star hotels. 

Employees from both frontline and back-end departments—such as front office, housekeeping, food and beverage, 

engineering, and administration—are included to ensure a comprehensive understanding of sustainability 

practices across hotel operations. 

A stratified random sampling technique is proposed to ensure proportional representation of employees from 

different departments and job levels. This approach minimizes sampling bias and enhances the generalizability of 

findings. A sample size of 250–350 respondents is considered adequate for regression and mediation analysis, in 

line with recommendations in hospitality and organizational behavior research. 

3.3 Data Collection Method 

Primary data will be collected using a structured questionnaire administered either in printed form or 

electronically, depending on hotel accessibility and respondent convenience. Prior to data collection, necessary 

permissions will be obtained from hotel management, and respondents will be assured of anonymity and 

confidentiality to encourage honest responses. 

Participation in the study will be voluntary, and informed consent will be obtained from all respondents. The 

questionnaire will be designed in clear and simple language to ensure comprehension across different educational 

backgrounds. 

3.4 Measurement of Variables 

Eco-Friendly Hotel Practices 

Eco-friendly practices will be measured using a multi-item scale assessing employees’ perceptions of their hotel’s 

environmental initiatives. Items will cover dimensions such as: 

• Energy conservation practices 

• Water-saving measures 

• Waste management and recycling 

• Use of environmentally friendly products 

• Environmental training and awareness programs 

Responses will be measured on a five-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree). 

Employee Well-being 

Employee well-being will be assessed using validated scales measuring psychological well-being and job 

satisfaction. Items will capture aspects such as positive mood, job enthusiasm, sense of purpose at work, and 

overall satisfaction with the job. 



 

Anusandhanvallari 

Vol 2024, No.1 

January 2024 

ISSN 2229-3388 

 

 

Available online at https://psvmkendra.com                                   1420 

Work–Life Balance 

Work–life balance will be measured using a scale assessing employees’ ability to balance work responsibilities 

with personal and family life. Items will include perceptions of work-related stress, time availability for personal 

life, and interference of work with family responsibilities. 

Mediating Variables 

Organizational Pride will be measured through items capturing employees’ sense of pride and emotional 

attachment to their hotel due to its environmental responsibility. 

Perceived Organizational Support will be measured using items assessing the extent to which employees believe 

their organization values their contributions and cares about their well-being. 

3.5 Data Analysis Techniques 

Data analysis will be conducted using statistical software such as SPSS or AMOS. The analysis will involve: 

Descriptive statistics to summarize respondent characteristics 

Reliability analysis using Cronbach’s alpha 

Correlation analysis to examine relationships among variables 

Multiple regression analysis to test direct effects 

Mediation analysis using bootstrapping or structural equation modeling to test indirect effects 

4. Discussion and Managerial Implications 

4.1 Discussion of Findings 

The study highlights that eco-friendly hotel practices can play a significant role in enhancing employee well-being 

and work–life balance. When employees perceive sustainability initiatives as meaningful and well-supported, 

these practices function as organizational resources rather than additional job demands. This finding aligns with 

Job Demands–Resources theory, which emphasizes the role of organizational resources in buffering job stress and 

promoting employee well-being. 

The findings also suggest that organizational pride serves as a critical psychological mechanism linking eco-

friendly practices with employee well-being. Employees who work for environmentally responsible hotels are 

more likely to feel proud of their organization, which enhances job satisfaction and emotional well-being. This 

supports Social Identity Theory, which posits that positive organizational values strengthen employee 

identification and motivation. 

However, the study also recognizes potential challenges. If eco-friendly initiatives are implemented without 

adequate staffing, training, or managerial support, employees may perceive them as an added workload. In such 

cases, sustainability initiatives may inadvertently increase stress and negatively affect work–life balance. This 

highlights the importance of how sustainability practices are implemented, not just whether they are adopted. 

4.2 Managerial Implications 

Integrating Sustainability with HR Practices 

Hotel managers should integrate eco-friendly initiatives with Green Human Resource Management practices. 

Environmental training programs should be embedded into regular training schedules rather than added as extra 

tasks. Performance appraisal and reward systems should recognize employee contributions to sustainability 

efforts, reinforcing positive behavior. 
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Employee Involvement and Empowerment 

Managers should actively involve employees in the design and execution of eco-friendly practices. Employee 

participation fosters ownership, reduces resistance, and enhances the perceived meaningfulness of sustainability 

initiatives. Suggestion systems and green teams can be effective tools for encouraging employee engagement. 

Balancing Workload and Well-being 

Managers must ensure that sustainability initiatives do not unintentionally increase employee workload. Adequate 

staffing, realistic performance expectations, and flexible scheduling are essential to maintaining work–life 

balance. Sustainability goals should be aligned with operational realities. 

Building a Supportive Organizational Culture 

Creating a culture that values both sustainability and employee well-being is critical. Transparent communication 

about sustainability goals, regular feedback, and visible leadership commitment can strengthen perceived 

organizational support and reinforce positive employee outcomes. 

5. Conclusion and Future Research 

5.1 Conclusion 

This study underscores the importance of examining the human dimension of eco-friendly hotel practices. While 

sustainability initiatives are often justified based on environmental and economic considerations, their impact on 

employees is equally important for long-term organizational success. The findings suggest that eco-friendly 

practices can enhance employee well-being and work–life balance when implemented with adequate 

organizational support and employee involvement. 

By integrating sustainability with employee-centered HR practices, hotels can achieve a more holistic form of 

sustainability that benefits the environment, employees, and the organization as a whole. This study contributes 

to hospitality management literature by bridging the gap between sustainability research and employee well-being 

research. 

5.2 Future Research Directions 

Future research should empirically test the proposed framework using longitudinal research designs to establish 

causal relationships. Comparative studies across different countries and cultural contexts would further enhance 

understanding of how eco-friendly practices influence employee outcomes. 

Additionally, future studies may examine the role of leadership styles, such as transformational or ethical 

leadership, in shaping the effectiveness of sustainability initiatives. Exploring additional employee outcomes—

such as engagement, turnover intention, and organizational citizenship behavior—would provide deeper insights 

into the broader implications of eco-friendly hotel practices. 
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