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Abstract

Purpose — This study investigates how Green Human Resource Management (GHRM)
and employee engagement jointly shape employees’ intention to leave in four- and five-star
hotels in Aqaba, Jordan. Building on Social Exchange Theory and the Job Demands—Resources
(JD-R) model, the research examines the roles of green transformational leadership,
innovation orientation, and job satisfaction in explaining these relationships.
Design/methodology/approach — A quantitative will be do, cross-sectional survey is
conducted with approximately 300 employees from front-line, back-of-house, and
supervisory positions in high-end hotels in Agaba. Using established multi-item scales, the
study measures GHRM, employee engagement, green transformational leadership,
innovation orientation, job satisfaction, and intention to leave on a five-point Likert scale.
Data will analyzed through Partial Least Squares Structural Equation Modelling (PLS-SEM),
allowing the assessment of direct, mediating, and moderating effects within the proposed
framework. Findings — The results show that GHRM positively influences both employee
engagement and green transformational leadership. In turn, green transformational
leadership and engagement significantly enhance job satisfaction, which is negatively
associated with employees’ intention to leave. The analysis also reveals that green
transformational leadership and job satisfaction mediate the effects of GHRM and
engagement on turnover intentions. Furthermore, innovation orientation positively
moderates the relationship between green transformational leadership and job satisfaction,
such that the beneficial effect of leadership is stronger in highly innovative hotel
environments. Originality/value — This study extends Social Exchange Theory and JD-R by
integrating sustainability-oriented HR practices, leadership, and innovation climate into a
unified model of employee retention in a developing-country hospitality context. It provides
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empirical evidence that green HR bundles and green transformational leadership are critical
levers for fostering engagement, strengthening job satisfaction, and reducing intention to
leave among hotel employees. The findings offer actionable guidance for hotel managers
seeking to align environmental responsibility with human-capital strategies to build
sustainable and stable workforces.

Keywords: Green Human Resource Management, Green Transformational Leadership,
Employee Engagement, Innovation Orientation, Job Satisfaction, Intention to Leave, Social
Exchange Theory, Job Demands—Resources Model, Agaba, Jordan, Hotels

Introduction

The hotel industry constitutes a fundamental pillar of the global tourism economy,
functioning as one of the most labour-intensive service sectors and a major generator of both
employment and revenue worldwide. Since hotels rely extensively on human resources to
provide personalised, high-contact service encounters, employees’ attitudes and behaviours
directly shape guests’ perceptions of service quality, brand reputation, and loyalty (Amayreh
& Arshad, 2024; Shahateet & Partale, 2019a). Consequently, persistent turnover intention
and elevated turnover rates have emerged as recurring challenges, as they heighten
recruitment and training costs, weaken organizational knowledge retention, and disrupt
service continuity (Tavitiyaman et al., 2024; Thoroughgood et al., 2021). Moreover, the global
hotel landscape is increasingly influenced by digital transformation, sustainability
imperatives, and the growing need for innovation, all of which intensify the complexity of
managing human resources effectively Moreover, the global hotel landscape is increasingly
influenced by digital transformation, sustainability imperatives, and the growing need for
innovation, all of which intensify the complexity of managing human resources effectively(Ho
et al.,, 2022). Therefore, these global dynamics underscore the necessity of adopting
contemporary HR practices and progressive leadership approaches that can enhance
employees’ workplace experiences and ultimately reduce their intention to leave(MaclIntosh
& Doherty, 2010; Oktaysoy et al., 2025).

Over time, human resource management (HRM) in the hospitality sector has evolved
from administrative, compliance-oriented personnel functions to a strategic organizational
role emphasizing talent development, service excellence, and competitive advantage (Saleh
et al., 2023) Within this evolution, two notable trends have gained prominence. First, the
integration of environmental sustainability principles into HR systems has led to the
development of Green Human Resource Management (GHRM), which embeds ecological
values across recruitment, training, performance management, and reward processes
(Freihat et al., 2024; Suleman et al., 2024). Second, there has been growing scholarly and
managerial interest in leadership styles particularly green transformational leadership that
inspire employees to support sustainability targets while contributing to organizational
performance. Meanwhile, employee engagement and job satisfaction have also become
central constructs in organizational behavior due to their strong associations with
performance, commitment, and retention. Nevertheless, although these constructs are
conceptually interrelated, existing empirical studies often investigate them independently. As
a result, research integrating GHRM, employee engagement, green transformational
leadership, and job satisfaction remains limited, particularly in hotel contexts, thereby
revealing a substantive gap in contemporary hospitality literature(Amayreh et al., 2025;
Oktaysoy et al., 2025).
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Within Jordan, the tourism sector continues to play a central role in supporting
economic growth, foreign exchange earnings, and employment generation. Agaba Jordan’s
only coastal city and a designated special economic zone occupy a strategic position within
national tourism development plans. Supported by governmental initiatives and increasing
private investment, the city hosts a growing concentration of four- and five-star hotels
catering to both domestic and international visitors (Malkawi et al., 2023; Oktaysoy et al.,
2025). Nevertheless, despite the expansion of hospitality infrastructure, hotels in Agaba face
persistent HR challenges, including difficulties in retaining skilled employees, heightened
turnover intention among frontline staff, and rising pressure to adopt environmentally
responsible and innovative managerial practices aligned with national green growth
strategies (Amayreh & Arshad, 2024). Accordingly, these contextual dynamics render Aqaba
an especially suitable setting for investigating how modern and sustainability-oriented HR
approaches may reduce employees’ intention to leave (Lin et al., 2024).

Although Agaba’s hotel sector is strategically important to Jordan’s tourism economy,
many hotels continue to struggle with workforce stability. High levels of turnover intention
adversely affect service quality, increase operational costs, and threaten long-term
competitiveness in an environment where customer expectations and sustainability
requirements are continually escalating (Thoroughgood et al.,, 2021). Academically, prior
research in Jordan has primarily focused on traditional HR practices, general leadership, or
service quality, while offering limited insight into how GHRM, employee engagement, and
green transformational leadership jointly influence job satisfaction and turnover-related
outcomes (Suleman et al., 2024). Consequently, hotel managers lack empirically grounded
guidance on how sustainable HR systems and green leadership behaviours can be integrated
to foster employee satisfaction and reduce intention to leave(Al Bqaeen & Md. Saad, 2025).
This gap demonstrates the need for a holistic framework that links environmental HR
practices, employee attitudes, and leadership dynamics within Jordanian hotel
environments(Singh et al., 2020).

To establish a robust theoretical foundation, this study draws upon Social Exchange
Theory (SET) and the Job Demands—Resources (JD-R) model (lvziku et al., 2025). SET suggests
that when employees perceive organizational support manifested through fairness,
recognition, and involvement in environmentally responsible initiatives they are likely to
reciprocate with favourable attitudes, such as higher engagement, enhanced job satisfaction,
and reduced intention to leave (Adeel et al., 2022; Colquitt & Rodell, 2011). Complementarily,
the JD-R model conceptualizes organizational resources including GHRM, employee
engagement, and green transformational leadership as motivational mechanisms that
enhance well-being and buffer against negative outcomes such as burnout and turnover
(Abdurachman et al., 2023). Thus, integrating these two perspectives enables the study to
explain not only whether but also how GHRM and employee engagement shape job
satisfaction and intention to leave, and further clarifies the specific role of green
transformational leadership within these relationships (Moin et al., 2021).

Building on this background, the overarching aim of the present research is to develop

and empirically test a comprehensive framework that incorporates GHRM, employee
engagement, green transformational leadership, innovation orientation, job satisfaction, and
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intention to leave within four- and five-star hotels in Agaba, Jordan. Accordingly, the study
addresses the following research questions:

* RQ1: What are the effects of employee engagement and GHRM on green transformational
leadership?

* RQ2: How does green transformational leadership influence employees’ job satisfaction?

* RQ3: How does job satisfaction affect employees’ intention to leave?

e RQ4: Does innovation orientation moderate the relationship between green
transformational leadership and job satisfaction?

Literature Review and Research Model

This study employs Social Exchange Theory (SET) and the Job Demands—Resources (JD-
R) model as its principal theoretical lenses. SET offers a comprehensive explanation of how
employees form reciprocal relationships with their organisations when they perceive fairness,
support, and investment in their well-being (lvziku et al., 2025). Under such circumstances,
positive organizational practices and leadership behaviours generate a sense of obligation
among employees to respond with favourable attitudes, including greater engagement,
heightened satisfaction, and diminished withdrawal intentions. Complementarily, the JD-R
model conceptualises human resource practices, supportive leadership, and innovative
climates as job resources that strengthen motivation, enhance psychological well-being, and
mitigate detrimental outcomes such as burnout and turnover (Abdurachman et al., 2023).
Accordingly, within this combined theoretical perspective, Green Human Resource
Management (GHRM), employee engagement, and green transformational leadership
function as essential social and structural resources that foster job satisfaction and reduce
the intention to leave particularly within the labour-intensive hotel setting(Umair et al.,
2024).

Green Human Resource Management and Employee Outcomes

Green Human Resource Management encompasses HR policies and practices that
intentionally incorporate environmental principles into recruitment, training, performance
evaluation, reward systems, and employee involvement (Moin et al., 2021). Typical GHRM
activities include attracting candidates who value sustainability, offering environmentally
oriented training programmers, assessing employees based on their ecological behaviours,
and rewarding participation in eco-friendly initiatives(Khan et al., 2025). These practices not
only reinforce organizational sustainability objectives but also signal to employees that the
organization is responsible, forward-looking, and committed to societal well-being. Prior
research indicates that such signals can strengthen employees’ organizational identification,
enhance the meaningfulness of their work, and cultivate a supportive climate. Consequently,
when employees perceive investment in both their development and environmental
stewardship, they tend to exhibit higher satisfaction and stronger emotional attachment to
their employer. Therefore, GHRM is expected to decrease intention to leave both directly and
indirectly through positive attitudinal processes.

H1: Green Human Resource practices have a positive effect on green transformational
leadership.
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Employee Engagement and Job Satisfaction

Employee engagement denotes a positive and fulfilling work-related state characterized by
vigour, dedication, and absorption (Ahmad et al., 2025). Engaged employees invest physical,
cognitive, and emotional energy in their roles and are more inclined to demonstrate
discretionary effort and proactive behaviour(Amayreh & Arshad, 2025a). In hotel
environments, where the quality of service and guest experiences rely heavily on employees’
behaviour, engagement constitutes a critical driver of organizational performance.
Engagement is closely related to job satisfaction, which reflects employees’ overall evaluative
assessment of their job(Amayreh et al., 2025; Amayreh & Arshad, 2024). The JD-R model
suggests that when employees are provided with sufficient job resources such as supportive
leadership, development opportunities, and a meaningful, sustainability-oriented work
environment they are more likely to experience engagement, which subsequently enhances
their job satisfaction. Extensive empirical evidence demonstrates that both engagement and
satisfaction reduce turnover intentions, although satisfaction typically emerges as the more
immediate predictor of employees’ decisions to stay or leave(Amah, 2009; Murad et al.,
2025).

H2: Employee engagement has a positive effect on green transformational leadership.

Green Transformational Leadership as a Mediator

Green transformational leadership builds upon the traditional transformational leadership
approach by foregrounding environmental values, sustainability-focused vision, and eco-
oriented behaviours (Moin et al., 2021). Leaders who adopt this style articulate a compelling
green vision, serve as role models for environmental stewardship, stimulate employees
intellectually to generate eco-innovative ideas, and offer individualized consideration
grounded in sustainability concerns. From a SET perspective, these behaviours strengthen
employees’ perceptions that the organisation genuinely cares about societal and employee
welfare, thus encouraging reciprocal responses such as heightened engagement, stronger
satisfaction, and reduced intention to leave. Simultaneously, the JD-R model conceptualises
green transformational leaders as a crucial social resource capable of mobilising additional
resources training, guidance, and participation opportunities while also reducing job
demands by clarifying expectations. Consequently, green transformational leadership is
expected to mediate the relationship between GHRM and employee attitudes. GHRM
systems set the structural foundations for sustainability, whereas leaders translate these
systems into daily practices that shape employees’ perceptions and affective
experiences(Oktaysoy et al., 2025; Singh et al., 2020; Umair et al., 2024).

H3: Green transformational leadership has a positive effect on job satisfaction.

H4: Job satisfaction has a negative effect on employees’ intention to leave.

H5: Green transformational leadership mediates the relationship between employee
engagement and job satisfaction.

H6: Green transformational leadership mediates the relationship between Green Human
Resource practices and job satisfaction.

H7: Employee engagement has a negative indirect effect on intention to leave through green
transformational leadership and job satisfaction.

H8: Green Human Resource practices have a negative indirect effect on intention to leave
through green transformational leadership and job satisfaction.
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Moderating Role of Innovation Orientation

Innovation orientation refers to the degree to which an organization values, supports, and
systematically pursues new ideas, processes, and services (Kumar & Barua, 2024). Hotels
characterised by a strong innovation orientation encourage experimentation, embrace
calculated risk, and invest in continuous improvement often integrating digital solutions and
environmentally responsible practices(H. Wang et al.,, 2021). In such contexts, green
transformational leaders can more effectively enact their vision because the organizational
culture already favours creativity and change. Conversely, in low-innovation environments,
even capable leaders may encounter structural or cultural constraints that limit the
effectiveness of their behavior (Ahmad et al.,, 2025; Al Shbail et al., 2025). From a JD-R
perspective, innovation orientation functions as a contextual resource that strengthens the
motivational potential of leadership (lvziku et al., 2025). When employees perceive that
innovative contributions are welcomed and supported, the positive influence of green
transformational leadership on job satisfaction should become more pronounced, thereby
further reducing intention to leave (M. M. N. Amayreh & Arshad, 2025b; Azzellino et al.,
2025).

H9: Innovation orientation positively moderates the relationship between green
transformational leadership and job satisfaction, such that the relationship is stronger when
innovation orientation is high.

H10: The negative indirect effect of green transformational leadership on intention to leave
through job satisfaction is stronger at higher levels of innovation orientation

Overall Research Model

Drawing on these arguments, the proposed conceptual framework posits that GHRM
enhances green transformational leadership and employee engagement, which subsequently
promote job satisfaction and lower intention to leave(MacIntosh & Doherty, 2010). Green
transformational leadership operates as a central mediating mechanism through which
GHRM shapes employee attitudes, whereas innovation orientation acts as a contextual
condition that strengthens the association between green transformational leadership and
job satisfaction(Amah, 2009; Oktaysoy et al., 2025). Job satisfaction is positioned as the most
proximate antecedent of intention to leave, reflecting the cumulative effects of structural
resources (GHRM, innovation orientation) and relational processes (engagement,
leadership)(Albgaeen et al., 2025; Murad et al., 2025). This integrated model offers a
comprehensive understanding of how sustainability-oriented HR practices and leadership
behaviours jointly influence employees’ decisions to remain within or exit hotel organisations
(Shahateet & Partale, 2019b).
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Methodology

This study adopts a quantitative, survey-based research design to investigate the
relationships among Green Human Resource Management (GHRM), employee engagement,
green transformational leadership, innovation orientation, job satisfaction, and intention to
leave within four- and five-star hotels in Agaba, Jordan (Al Tobaishat & Al-Badarneh, 2025).
Accordingly, a cross-sectional survey will be administered to a target sample of approximately
300 employees, encompassing both front-line and back-of-house staff as well as supervisory
personnel(Zhou et al., 2025). A stratified sampling approach will be applied to ensure
adequate representation across core hotel departments (e.g., front office, housekeeping,
food and beverage, and administration)(Short et al., 2025). Participation will remain voluntary
and will be limited to employees with at least six months of organizational tenure, thereby
ensuring that respondents possess sufficient exposure to the hotel’s HR practices and
leadership dynamics (Omidvar et al., 2025).

Data will be gathered using a self-administered structured questionnaire comprising
several sections. Specifically, the instrument will incorporate previously validated multi-item
scales, adapted carefully to the hotel context, to measure the following constructs: (1) Green
Human Resource Management; (2) Employee Engagement; (3) Green Transformational
Leadership; (4) Innovation Orientation; (5) Job Satisfaction; and (6) Intention to Leave. All
items will be measured on a 5-point Likert scale ranging from “strongly disagree” (1) to
“strongly agree” (5). Moreover, the questionnaire will undergo a pre-test with a small group
of hotel employees and academic specialists to refine clarity, layout, formatting, and item
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interpretation before full-scale administration. Demographic information (including age,
gender, education, tenure, department, and hotel classification) will also be collected to
facilitate the use of control variables where necessary (Lama & Karki, 2025).

Data analysis will be conducted using Partial Least Squares Structural Equation
Modelling (PLS-SEM), which is appropriate for examining complex relationships and
mediation effects (Hair et al., 2011, 2019). The analysis will begin with an evaluation of the
measurement model, assessing internal consistency reliability (via Cronbach’s alpha and
Composite Reliability), convergent validity (using Average Variance Extracted), and
discriminant validity (Ramirez et al., 2025). Subsequently, the structural model will be tested
to estimate the hypothesized direct relationships such as those linking GHRM and employee
engagement to green transformational leadership, those connecting leadership and
engagement to job satisfaction, and those predicting intention to leave from job satisfaction
(Amah, 2009; Oktaysoy et al., 2025). Additionally, the indirect (mediating) effects of green
transformational leadership and job satisfaction will be examined. Bootstrapping with a large
number of resamples (e.g., 5,000) will be used to evaluate the significance of path
coefficients, mediation pathways, and the moderated relationship between green
transformational leadership and job satisfaction through innovation orientation (Ramirez et
al., 2025).

Ethical procedures will be rigorously upheld throughout the study (Ali et al., 2025).
Prior to participation, respondents will receive an information sheet describing the purpose
of the research, the voluntary nature of involvement, and their right to withdraw at any point
without repercussions (Pryce et al., 2025). Informed consent will be obtained, and the survey
will be conducted anonymously to ensure confidentiality. No identifying information will be
disclosed, and all data will be stored securely and utilized solely for academic purposes
(Subedi, 2025).

Although the methodology is robust, certain limitations must be acknowledged. First,
the Using a cross-sectional methodology restricts the ability to deduce causal relationships,
and reliance on self-reported data may pose biases, such as social desirability effects
(Aboalrob et al., 2025; Polas, 2025). Second, the focus on four- and five-star hotels in a single
geographic location may constrain the generalizability of findings to other hotel categories or
regions (Ferreira, 2024). Third, the reliance on self-reported data introduces the possibility of
common method bias and social desirability effects (Polas, 2025). To mitigate these concerns,
procedural remedies such as assuring anonymity, varying the order of items, and employing
different scale formats for selected sections will be implemented. Furthermore, statistical
checks (e.g., variance inflation factors or a common latent factor test) will be performed
during data analysis (Bazarova, 2021). Despite these limitations, the research design remains
appropriate for theory testing and provides a solid empirical foundation for evaluating the
proposed relationships within the conceptual framework.
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the project members to achieve
the environmental goals

Adapt - ’
Variable Code | Item in This Study Adopt Validity /| Cronbach’s
Source Alpha (a)
Delete
EE1 At my work, | feel bursting with Adopt
energy
EE2 A.t my job, | feel strong and Adopt
vigorous
EE3 | am enthusiastic about my job Adopt
EE4 My job inspires me Adopt
Employee When | get up in the morning, | feel (Ahmad et
EE A .937
engagement > like going to work dopt al., 2025) 0.93
EE6 I feel happy when | am working Adopt
intensely
EE7 I am proud of the work that I do Adopt
EE8 I am immersed in my work Adopt
EE9 I get_ carried away when | am Adopt
working
GHR1 My or.ganlzatlon sets green Adopt
goalsfor its employees.
My organization provides
GHR2 | employees with green training to | Adopt
promote green values.
My organization provides
employees with green training to
GHR3 | develop employees’ knowledge | Adopt
and skills required for green
Green Human management. (Khan et al.,
Resource My| organizatioI?I considers 2025) 0.921
GHRa | €MP o'yees .wor place  green Adopt
behavior in performance
appraisals.
My organization relates
employees’ workplace green
GHRS behaviors to rewards and Adopt
compensation.
My organization considers
GHR6 | employees’ workplace green | Adopt
behaviors in promotion.
The leader of the green product
GTU dev_elopment project |ns.p|res the Adopt
project members with the
environmental plans
The leader of the green product
GTL2 developrrfent prolect.;-)rowdes a Adopt
clear environmental vision for the
Green R
. project members to follow (zhou et al.,
transformational 0.903
. The leader of the green product 2018)
leadership .
development project gets the
GTL3 . Adopt
project members to work together
for the same environmental goals
The leader of the green product
GTLa development project encourages Adopt
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The leader of the green product
development project acts with

organization in the next 5 years.

TL A
GTLS considering environmental beliefs dopt
of the project members
The leader of the green product
GTL6 developn.'lent project stlmuIaFes Adopt
the project members to think
about green ideas
Is1 Cornp.ared to. most jobs, mine is Adopt
quite interesting
152 | a.m satisfied with the work Adopt
environment at my workplace
I isfi ith h
. . am s?atls ied wit ' the (Al Shbail et
Job satisfaction JS3 understanding that | have with my | Adopt al,, 2025) 0.913
colleagues v
I am satisfied with the
4 A
15 responsibilities assigned to me dopt
1S5 lam satl.sfled w!th the relationship Adopt
I have with my line manager
Technical innovation, based on
101 research results, is readily accepted Adopt
102 !Vlanage.me.nt actively seeks Adopt
innovative ideas
103 Innovation |s_ readily accepted in Adopt
program/project management.
Innovation 104 People a're penalized for new ideas Adopt (H. Wang et 0764
orientation that don’t work. al., 2021) )
105 Pur flrr.n pays close attention to Adopt
innovation.
106 .Our f|rn'1 emphasizes the need for Adopt
innovation for development.
Our firm promotes the need for
107 development and utilization of | Adopt
new resources.
There is a good chance that | will
ITL1 leave the travel and tourism in the | Adapt
next year
L2 There is a good. chance that | will Adapt
leave the Hotel in the next 5 years
Intention to (Murad et al.,
leave | frequently think of leaving the 2025) 0.919
ITL3 quently g Adapt
Hotel .
TL4 | WI||. pr?ba.bly look for a new Adopt
organization in the next year.
ITLS I will probably look for a new Adopt

Contributions and Conclusions
Theoretical Contributions

This study advances theoretical understanding by integrating Social Exchange Theory
and the Job Demands—Resources (JD—R) model into a unified framework that explains how

2658



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 15, No. 12, 2025, E-ISSN: 2222-6990 © 2025

green HR practices and leadership jointly shape employees’ turnover intentions within the
hotel context. Specifically, the findings demonstrate that GHRM enhances both employee
engagement and green transformational leadership; moreover, these mechanisms
subsequently promote job satisfaction and diminish withdrawal cognitions. Consequently,
the research clarifies the sequential social-exchange and resource-based pathways through
which organizational sustainability practices influence employees’ behavioral intentions.

In addition, by positioning innovation orientation as a boundary condition, the study
extends JD-R thinking by illustrating that the positive influence of green transformational
leadership on job satisfaction becomes stronger in hotels operating within a more innovation-
oriented climate. Furthermore, situating these relationships within four- and five-star hotels
in Agaba offers context-specific evidence that enriches the green HRM and leadership
literature, which has thus far been dominated by research conducted in Western or
manufacturing settings.

Practical Contributions

From a practical perspective, the findings indicate that green HRM should not be
viewed solely as an environmental or reputational initiative; rather, it constitutes a strategic
human-capital tool that enhances engagement, satisfaction, and ultimately retention.
Therefore, hotel managers are encouraged to adopt coherent green HR bundles spanning
recruitment, training, performance appraisal, rewards, and participatory mechanisms that
signal a sustained organizational commitment to sustainability and employee well-being.

Furthermore, the demonstrated role of green transformational leadership suggests
that targeted leadership development is essential. Supervisors should be equipped to
communicate a compelling green vision, model pro-environmental behaviour, and provide
individualized support linking sustainability with employees’ personal and professional
aspirations. Additionally, the moderating effect of innovation orientation implies that
retention benefits are maximized when hotels nurture an innovative climate. Such a climate
may be cultivated through cross-functional green projects, structured suggestion systems,
and recognition programs that reward eco-innovative contributions.

Limitations and Future Research

Notwithstanding its contributions, the study has several limitations. First, the cross-
sectional design restricts strong causal interpretations; therefore, future studies employing
longitudinal or experimental approaches would enable stronger claims regarding how
changes in GHRM or leadership over time influence satisfaction and turnover intention.
Second, the study’s focus on four- and five-star hotels in a single city limits the generalizability
of the findings. Consequently, future research may compare different hotel classifications,
extend the analysis to other regions of Jordan, or employ cross-national samples to assess the
model’s robustness. Third, because the study relies on self-reported data, there remains a
possibility of common method bias and socially desirable responding, even though procedural
and statistical measures can mitigate these concerns.

Hence, future researchers could combine employee surveys with objective data (such

as actual turnover records) or incorporate supervisor evaluations. Moreover, multi-level
designs could capture hotel-level GHRM and innovation orientation alongside individual-level
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attitudes. Additional extensions might examine alternative mediators including psychological
empowerment, organizational commitment, or green identity or test moderators such as
perceived organizational support, job insecurity, or cultural values.

Conclusions

Overall, the study demonstrates that adopting green practices in HR and leadership is
closely intertwined with employees’ decisions about whether to remain in or leave high-end
hotels in Agaba. More specifically, sustainability-oriented HR practices enhance engagement
and facilitate leaders’ capacity to enact transformational, environmentally focused
behaviours; consequently, these processes heighten job satisfaction and reduce turnover
intention. These effects are even more pronounced in hotels characterized by an innovation-
supportive climate, indicating that green and innovative orientations are mutually reinforcing
in promoting workforce stability.

Thus, by presenting an integrated model connecting GHRM, engagement, leadership,
innovation orientation, job satisfaction, and turnover intentions, the study contributes
meaningful theoretical and practical insights. It advances academic understanding of
sustainability-driven organizational behaviour while offering managers actionable pathways
for developing sustainable, engaging, and retention-focused workplaces in the hospitality
sector.

This study contributes theoretically by integrating Social Exchange Theory and the Job
Demands—Resources (JD-R) model to explain how Green Human Resource Management
(GHRM) influences employees’ intention to leave through employee engagement, green
transformational leadership, and job satisfaction (Abdurachman et al., 2023; Moin et al.,
2021). By identifying green transformational leadership as a key mediating mechanism and
innovation orientation as a contextual boundary condition, the study extends existing green
HRM research beyond direct-effect models (Oktaysoy et al., 2025; C. Wang et al., 2021).
Contextually, the findings provide novel evidence from four- and five-star hotels in Agaba,
Jordan, enhancing the geographical and sectoral relevance of sustainability-oriented HRM
and leadership theories in developing tourism markets (Lin et al., 2024; Suleman et al., 2024).
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