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ABSTRACT

There are a plethora of empirical pieces about employees’ pro-environmental behaviors. However, the extant lit-
erature has either ignored or not fully examined various factors (e.g., negative or positive non-green workplace
factors) that might affect employees’ pro-environmental behaviors. Realizing these voids, the present paper
proposes and tests a serial mediation model that examines the interrelationships of job insecurity, emotional
exhaustion, met expectations, and proactive pro-environmental behavior. We used data gathered from hotel cus-
tomer-contact employees with a time lag of one week and their direct supervisors in China. After presenting
support for the psychometric properties of the measures via confirmatory analysis in LISREL 8.30, the abovemen-
tioned linkages were gauged using the PROCESS plug-in for statistical package for social sciences. The findings
delineated support for the hypothesized associations. Specifically, emotional exhaustion and met expectations
partly mediated the effect of job insecurity on proactive pro-environmental behavior. More importantly, emo-
tional exhaustion and met expectations serially mediated the influence of job insecurity on proactive pro-envir-
onmental behavior. These findings have important theoretical implications as well as significant implications for
diminishing job insecurity, managing emotional exhaustion, increasing met expectations, and enhancing eco-
friendly behaviors.

KEYWORDS

Emotional exhaustion; hotel customer-contact employees; job insecurity; met expectations; pro-environmental
behavior

1 Introduction

Protecting and preserving the ecological environment has become a priority in many organizations’
agendas [1]. However, management of these organizations cannot reach the abovementioned
environmental goals without the involvement of employees in the company’s environmental sustainability
program. That is, employees should help the organization to achieve these goals by displaying pro-
environmental behavior (PEB) [2]. Proactive PEB, which is defined as “...the extent to which employees
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take initiative to engage in environmentally-friendly behaviors that move beyond the realm of their required
work tasks” [3, p. 158], enables employees to make constructive suggestions regarding the solutions of
environmental problems and engage in environmentally-friendly actions.

One of the most critical hindrance stressors in today’s competitive market environment that may
hamper employees’ proactive PEBs is job insecurity (JIS) [4]. JIS, which highlights the “...perceived
powerlessness to maintain desired continuity in a threatened job situation” [5, p. 438], is prevalent in
many industries including the hospitality and tourism industry [6—11], and has been intensified by the
COVID-19 pandemic [12-14]. Employees suffering from heightened JIS exhibit emotional exhaustion
[13], which denotes the depletion of emotional resources as a result of excessive job demands [15].
Emotional exhaustion is a work-related strain, is the initiator of the burnout syndrome, and is experienced
by a number of individuals as a consequence of excessive work or nonwork-related demands [13,15-19].

Met expectations highlight “...the discrepancy between what a person encounters on [this] job in the
way of positive and negative experiences and what he expected to encounter” [20, p. 152]. Once
employees’ expectations about various factors in the workplace are met, this may trigger their willingness
to engage in eco-friendly behaviors. This is due to the fact that employees are likely to exhibit positive
behaviors or attitudes such as an increase in job satisfaction and a decrease in quitting intentions if their
expectations concerning the financial aspects, the kind and amount of work they have been doing, and/or
the quality of the relationship with their supervisors and coworkers are substantially met [21,22].

1.1 Purpose and Research Questions

Taking note of what has been delineated above, our paper proposes and tests a serial mediation model.
Specifically, the objectives of our paper are to assess: (1) the impact of JIS on proactive PEB; (2) emotional
exhaustion as a mediator between JIS and proactive PEB; (3) met expectations as a mediator of the link
between JIS and proactive PEB; and (4) emotional exhaustion and met expectations as the two mediators
linking JIS to the aforesaid PEB in a sequential manner.

The objectives of this paper are to address the following research questions:

(1) What is the nature of the relationship between JIS and PEB?

(2) Does JIS influence PEB through the mediating role of emotional exhaustion?

(3) Does JIS affect PEB through the mediating role of met expectations?

(4) Do emotional exhaustion and met expectations serially mediate the association between JIS and PEB?

1.2 Contribution

The contributions of our paper are the following: First, there is a growing amount of literature on PEBs.
However, there are still many unanswered questions. Specifically, there is limited knowledge about the
impact of JIS on employees’ PEBs. As a matter of fact, there is limited research about the impact of JIS
on performance-related outcomes [10]. Excluding Karatepe’s [4] work which reported that JIS impeded
hotel employees’ green recovery performance and proactive PEBs, past and recent writings do not shed
light on whether employees suffering from the threat of job loss in the future do not contribute to the
hotel’s environmental sustainability efforts through their PEBs [23,24]. Using conservation of resources
(COR) theory, we contend that JIS is a stressor that impedes employees’ proactive PEBs.

Second, there are still calls for additional research concerning the psychological mechanism relating JIS
to employee outcomes [4,19,25,26]. Therefore, our paper unravels the psychological mechanism through
which JIS is associated with proactive PEB. To elucidate this, we use emotional exhaustion and met
expectations as the two mediators. Under the umbrella of stress-strain-outcome model [27], we propose
that emotional exhaustion (strain) mediates the link between JIS (stressor) and proactive PEB (outcome).



IJMHP, 2023, vol.25, no.2 289

In light of psychological contract theory [28], we also propose that met expectations mediate the impact of
JIS on the aforesaid outcome.

Third, more importantly, we test the serial mediating effects of emotional exhaustion and met
expectations on proactive PEB. With the assessment of these serial mediating impacts, it would be
possible to figure out whether multiple mediators link JIS to such an important PEB. Our paper is the first
of its kind by gauging these serial mediating effects.

Lastly, our paper adds to the literature on met expectations by proposing that JIS and emotional
exhaustion erode met expectations, while met expectations foster proactive PEB. Though some writings
present evidence about the linkage between emotional exhaustion and met expectations or vice versa
[29,30], to the best of our knowledge, no empirical study has gauged the impact of JIS on met
expectations and the linkage between met expectations and proactive PEB so far.

2 Literature Review and Hypotheses

A careful analysis of the extant literature reveals limited empirical studies that have tested the negative
and positive non-green workplace factors influencing employees’ PEBs [31-34]. This is surprising because
employees would display eco- or environmentally-friendly behaviors once they feel job security and can
handle problems emanating from work-related strain. They would also exhibit such behavioral outcomes
once they perceive that their expectations regarding the physical conditions in the workplace, financial
aspects, and/or the quality of relations with supervisors and coworkers are met. As can be observed from
the review of the relevant literature given below, none of the empirical pieces has explored the effects of
JIS, emotional exhaustion, and met expectations simultaneously on PEBs so far.

2.1 Job Insecurity

Greenhalgh and Rosenblatt [5] have defined JIS as “...potential loss of continuity in a job situation...
loss of some subjectively important feature of the job” (p. 440). In view of this definition, Hellgren et al. [35]
categorized JIS into quantitative JIS and qualitative JIS. Employees experience qualitative JIS when they
have worries about the loss of important job features such as limited career opportunities and reduced
salary [36]. They experience quantitative JIS when they have worries about losing their job in the future
[35,36]. In this study, we focus on quantitative JIS since the hospitality industry is noted for high
employee turnover [37].

JIS causes many undesirable consequences among employees. Liao et al. [38] argued that workers are
unlikely to exhibit voice behavior when they feel threatened about negative outcomes that may arise from
their voice behaviors. This denotes the risk of job loss in an organization. Studies conducted with service
employees also present the deleterious effect of JIS on various outcomes. For example, Wang et al.’s [39]
research in China illustrated that JIS was a partial mediator between authentic leadership and surface acting
among hotel employees. Chen et al. [40] reported that JIS partly mediated the link between fear of
COVID-19 and emotional exhaustion among U.S. restaurant frontline employees. A study of flight
attendants in South Korea indicated that supervisor incivility aggravated JIS, which in turn impeded service
performance [41]. Another study conducted in Taiwan revealed that both role overload and job security
partly mediated effect of leader-member exchange on hotel employees’ work engagement [42]. Ugwu
et al.’s [43] research in Nigeria denoted that JIS diminished bank employees’ psychological well-being,
while core self-evaluations and employability fostered their psychological well-being. A study of nurses in
China documented that presenteeism behavior partly mediated the positive link between JIS and emotional
exhaustion [44]. It was reported that COVID-19 exacerbated hospitality employees’ feelings of JIS in the
Middle East and African region, while JIS heightened their anxiety and alienation [45]. In another research,
[46] found that job tension served as a partial or full mediator of the impact of JIS on trust in organization
and proclivity to display nonattendance among hotel employees during COVID-19 in Turkey.
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2.2 Emotional Exhaustion

Emotional exhaustion is the first stage of the burnout syndrome and is likely to occur as a consequence
of heightened job demands [15,30]. A comprehensive review of the relevant literature presents evidence
about the factors affecting emotional exhaustion as well as its consequences. Specifically, the findings of
an empirical research conducted with nurses in Pakistan illustrated that emotional exhaustion mediated
the effect of state anger and job stress on quitting intentions [47]. Sahi et al.’s [48] recent research in the
financial services industry in India showed that psychological empowerment partially mediated the link
between emotional exhaustion and employee engagement. Another recent research illustrated that
emotional exhaustion partly mediated the influence of qualitative JIS on hotel employees’ job
embeddedness in Turkey [49].

Schumacher et al.’s [50] research carried out in Belgium disclosed that fairness and emotional
exhaustion partly mediated the relationship of JIS to affective commitment and psychosomatic complaints
among bank employees during organizational change. Ul Ain et al.’s [51] research among employees in
information technology and education settings in Pakistan denoted that emotional exhaustion was a
partial mediator between knowledge-hiding behavior and extra-role performance. Said et al. [52] reported
that mindfulness partly mediated the association between workplace bullying and emotional exhaustion
for a sample of hotel employees in Tanzania. Another hotel industry-related study in Vietnam
demonstrated that JIS partly mediated the effect of health risk COVID-19 on emotional exhaustion [53].

2.3 Met Expectations

Based on a detailed review of the relevant literature, it seems that scholars in the field of hospitality and
tourism management have not explored met expectations and its relationship to stressors and strain such as
JIS and emotional exhaustion, and green behavioral outcomes such PEB. Specifically, Babakus et al.’s [21]
research in the U.S. revealed that compensation, job satisfaction, and perceived organizational support
positively influenced salespeople’s met expectations and role conflict mitigated met expectations. Their
research further documented that salespeople’s met expectations exerted a positive impact on their
organizational commitment. In the same setting in the same country, Grant et al. [54] showed that role
ambiguity lessened met expectations. One of the past writings also indicated that expatriate salespeople’s
met expectations fostered their job satisfaction, organizational commitment, and job involvement [55].
Evidence obtained from higher education in the United Arab Emirates highlighted that high levels of met
expectations resulted in better job satisfaction and organizational commitment as well as an increase in
organizational trust [56]. Rosing et al.’s [57] empirical investigation carried out among firefighters in
Germany revealed that met follower expectations acted as a partial mediator between leader trait self-
control and follower trust in the leader. Recent research carried out in Bosnia and Herzegovina revealed
that employees’ fulfillment of expectations about their job enhanced overall job satisfaction [58].

In addition, Proost et al. [29] demonstrated that emotional exhaustion was a mediator between unmet
expectations and proclivity to leave for a sample of primary school teachers in Belgium. A past meta-
analytic work by Lee et al. [30] demonstrated a weighted mean correlation of 0.53 between unmet
expectations and emotional exhaustion.

2.4 Pro-Environmental Behavior

Figuring out the factors that influence employees’ PEBs is critically important because management of
service companies cannot reach their green initiatives and environmental goals without obtaining support
from employees and having their engagement in PEBs [1-2,59]. Research indicates that PEB actions of
hospitality companies seems to be prevalent among countries in Western Europe where hotels “...are
more likely to have legislation requirements and public support as an incentive to adopt pro-

environmental measures in their business operations.” [60, p. 2501].
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Past and recent writings reported various factors affecting employees’ eco-friendly behaviors. For
instance, Pinzone et al. [61] demonstrated that green goal difficulty partly mediated the link between
green training and organizational citizenship behavior toward the environment, while perceived green
organizational support partly mediated the association between green training and job satisfaction among
healthcare professionals in Italy. Karatepe et al.’s [1] research in both Turkish and Korean samples
disclosed that green work engagement partly mediated the effect of management commitment to the
ecological environment on hotel employees’ task-related and proactive PEBs, while it completely
mediated the link between management commitment to the ecological environment and their green
creativity. A study done in the hotel industry in Northern Cyprus indicated that connectedness to nature
was a partial mediator between workplace spirituality and organizational citizenship behavior toward the
environment [62]. Ogretmenoglu et al. [63] reported that green transformational leadership fostered hotel
employees’ green creativity and organizational citizenship toward the environment in Turkey. A study of
employees in the manufacturing industry in China indicated that green human resource management and
corporate environmental strategy fueled green climate that in turn enhanced PEBs [64].

In addition, evidence emanating from a study in the bank industry in Pakistan documented that corporate
social responsibility initiatives strengthened employees’ perceptions of servant leadership, which in turn
fostered their PEBs [65]. Excluding the one that has examined the effect of JIS on hotel employees’
PEBs [4], as can be observed in Lin et al.’s [66] systematic review, JIS and met expectations have not
been investigated as predictors of PEBs so far.

2.5 Hypotheses

2.5.1 Job Insecurity and Pro-Environmental Behavior

According to COR theory, resources include “...objects, personal characteristics, conditions, or energies
that are valued in their own right, or that are valued because they act as conduits to the achievement or
protection of valued resources...” [67, p. 339]. Employees strive to obtain and protect their valued
resources since they may use them to cope with difficulties surfacing from stressors at work. JIS is one
these stressors. As COR theory posits, excessive or heightened demand and/or lack of resources within
the workplace result in negative employee outcomes [68]. This is due to the fact that employees with
limited resources may not be able to handle problems associated with JIS and therefore exhibit poor
behavioral outcomes. Such employees may not prefer to expend their scarce resources to cope with JIS
and therefore display undesirable outcomes.

Evidence indicated that JIS reduced employees’ job performance in the manufacturing industry in China
[69]. Past research also revealed that JIS impeded hotel workers™ job performance in Northern Cyprus [70].
Etehadi et al.’s [71] work illustrated that JIS diminished hotel workers’ service recovery performance and
service innovative behavior in Turkey. Based on COR theory and these findings, we surmise that
employees having fear of job loss in the organization in the future would not prefer to expend their scarce
resources to deal with JIS, and would not be willing to engage in eco-friendly behaviors. Accordingly, we
expect the following:

Hypothesis 1: JIS relates negatively to hotel employees’ proactive PEBs.

2.5.2 Emotional Exhaustion as a Mediator

The stress-strain-outcome model provides guidance to develop the hypothesis that pertains to emotional
exhaustion as a mediator between JIS and proactive PEB [27]. Stress refers to“...environmental stimuli
(objective events) that are perceived and interpreted by the actor as troublesome and potentially
disruptive” [72, p. 111]. Strain is described as “...disruptive impacts on actor concentration, physiology,
and emotion...” [72, p. 111]. Koeske et al. [72] defined outcomes as “enduring behavioral or
psychological consequences of prolonged stress and strain...” [p. 111]. Based on this model, JIS is a



292 IJMHP, 2023, vol.25, no.2

hindrance stressor that aggravates emotional exhaustion [73] and disrupts employees’ behavioral outcomes.
The relationship between JIS and emotional exhaustion can also be explained via transactional theory of
stress [74]. Employees’ perceptions of the work environment shape their emotional experiences.
Appraisal of JIS as a stressful demand impedes employees’ personal growth and development. Under
these conditions, they experience heightened emotional exhaustion [75]. The behavioral outcome used in
our paper is proactive PEB. That is employees who have the fear of losing their jobs in the future
experience elevated levels of emotional exhaustion that in turn lead to poor eco-friendly behavior.

The literature supports the use of this model. For example, Hsieh et al. [76] reported that ostracizing
behaviors heightened Taiwanese restaurant employees’ job tension that in turn resulted in higher
proclivity to display nonattendance. Another study indicated that customer unfriendliness aggravated
Filipino call center employees’ emotional exhaustion, leading to turnover intentions at high levels [77]. In
view of the stress-strain-outcome model and the abovementioned evidence, we contend that hotel
employees are beset with heightened JIS and therefore suffer from depletion of emotional resources.
These employees in turn are unwilling to engage in eco-friendly behaviors that would help the
organization to reach its green initiatives and environmental goals. Thus, we expect the following:

Hypothesis 2: Emotional exhaustion mediates the impact of JIS on hotel employees’ proactive PEBs.

2.5.3 Met Expectations as a Mediator

In the current paper, we propose that met expectations mediate the link between JIS and proactive PEB.
The hypothesis concerning this mediating effect can be developed under the umbrella of psychological
contract theory [28]. Specifically, this theory contends that employees’ unmet expectations are associated
with breaches in psychological contract. These breaches can be in the form of reneging (i.e., the company
does not keep its promises) or incongruence (i.e., employees and managers have different perceptions
about an obligation) [28]. Employees who perceive that there are breaches in the psychological contract
that have emanated from the threat of JIS in the workplace would not contribute to the organization via
PEBs. In other words, when employees’ job expectations are unmet due to heightened JIS or their job
expectations differ substantially from what they observe and experience in the workplace, they are
unlikely to have the motivation to engage in eco-friendly behaviors. This is not surprising because met
expectations play a crucial role in psychological contracts [78]. Employees finding that their expectations
in terms of the financial aspects, the type of work, the quality of supervision, and the number of
assignments are not met they may consider these issues as breaches in psychological contract. Under
these conditions, they are unlikely to display PEBs. Hence, we hypothesize the following:

Hypothesis 3: Met expectations mediate the impact of JIS on hotel employees’ proactive PEBs.

2.5.4 Serial Mediating Effect

The aforesaid hypotheses 1-3 developed in light of COR [67] and psychological contract [28] theories
and stress-strain-outcome model [27] as well as the findings regarding the relationship of emotional
exhaustion to met expectations [30] implicitly suggest that both emotional exhaustion and met
expectations serially mediate the impact of JIS on PEB. Broadly speaking, JIS implies a threat to
employees’ well-being. This is because of the fact that employees who feel insecure about their jobs try
to complete their tasks in an environment which is stressful and challenging [13,71]. Under these
circumstances, they are highly emotionally exhausted [40]. Employees experiencing heightened emotional
exhaustion as a result of JIS would have unmet job expectations. That is, the risk of potential job loss in
an organization together with the drainage of emotional resources would erode employees’ expectations
in the form of the quality of relations with coworkers and supervisors, the amount and type of work,
career, and physical conditions. According to Houkes et al. [79], unmet career expectations can force
employees to display withdrawal behaviors. When employees’ actual job experience within the
organization show that their expectations are not met due to high levels of emotional exhaustion arising
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from JIS, they would not be eager to engage in PEBs. When the organization fuels an environment that poses
the potential loss of employment, income, and social status and has a pool of employees who are beset with
emotional exhaustion surfacing from JIS and whose expectations are unmet, these employees are unlikely to
engage in environmentally-friendly behaviors that would help the organization to attain its environmental
goals and green initiatives. Thus, we hypothesize the following:

Hypothesis 4: Emotional exhaustion and met expectations mediate the impact of JIS on hotel
employees’ proactive PEBs in a sequential manner.

2.6 Research Model

The research (serial mediation) model guiding our study is given in Fig. 1. JIS is a hindrance stressor
exacerbating employees’ emotional exhaustion, reducing their met expectations, and eroding their
proactive PEBs. As demonstrated in the model, emotional exhaustion and met expectations act as the two
mediators between JIS and proactive PEBs. These variables serially mediate the impact of JIS on hotel
employees’ proactive PEBs. Gender and organizational tenure are used as covariates due to their potential
confounding effects on emotional exhaustion, met expectations, and proactive PEBs [1,4,40,49].

d2 (-)
Emotional exhaustion ™ Met expectations

(Time 2) d (Time 3)

b2 (+)

ai (+)

A 4

Job insecurity (JIS) Proactive pro-environmental
(Time 1) behavior (PEB)
(Supervisor rating)

Covariates
Gender and
organizational tenure

Hypothesis 1: JIS relates negatively to hotel employees’ proactive PEBs (c¢')

Hypothesis 2: Emotional exhaustion mediates the impact of JIS on hotel employees’ proactive PEBs (a1b1)

Hypothesis 3: Met expectations mediate the impact of JIS on hotel employees’ proactive PEBs (a2b2)

Hypothesis 4: Emotional exhaustion and met expectations mediate the impact of JIS on hotel employees’ proactive PEBs in a sequential manner (a1 d21b2)

Figure 1: Serial mediation model

3 Method

3.1 Sample and Data Collection

In this paper, judgmental sampling, which refers to “picking cases that are judged to be typical of the
population in which we are interested, assuming that errors of judgment in the selection will tend to
counterbalance one another” [80, p. 136], was utilized to identify the sample of the research. Accordingly,
the participants included customer-contact employees (e.g., front desk agents, food servers) in the
international four- and five-star hotels in Guangzhou in China. There are at least three reasons for
choosing customer-contact hotels and these hotel types. First, hotel employees including the ones in
customer-contact positions feel threatened about the potential job loss in their organization in the future
[4,14]. Second, customer-contact employees are faced with heightened emotional exhaustion [49,81].
Third, management of such hotels is committed to investment in environmental sustainability [1].
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Out of the 21 international hotels in Guangzhou in China, only 1 international four-star and
5 international five-star hotels partook in this study. The data collection process was coordinated with the
human resource managers of the aforementioned hotels. To curtail common method variance, several
procedural remedies in the cover page of each questionnaire were used: “There are no right or wrong
answers in this questionnaire”, “Any sort of information collected during our research will be kept
confidential”, “Participation is voluntary but encouraged”, “Management of your hotel fully endorses
participation”, and “Agreeing to fill out this questionnaire shows your consent.” Moreover, each
participant was requested to seal the questionnaire in the envelope and place it in the designated box.
More importantly, data were collected from employees via a time lag of one week in 3 waves.
Employees’ proactive PEBs were rated by their immediate supervisors. Matching the questionnaires with
each other was performed through the identification codes.

In the present research, 274 Time 1 questionnaires were distributed to employees. Two hundred and
seventy-one questionnaires were returned. These employees completed the Time 2 questionnaires and
were invited to fill out the Time 3 questionnaires. Two hundred and sixty-seven Time 3 questionnaires
were returned. These employees’ proactive PEBs were rated by 36 supervisors. Before analyzing the data,
the whole dataset was subjected to an outlier check. Ten questionnaires were discarded since they had a
standardized score value of +3.5 [82]. Consequently, the response rate was 93.8% (257/274). The
participants’ profile was given in Table 1.

Table 1: Participants’ profile (n=257)

# of participants %
Age
18-27 92 35.8
28-37 100 38.9
38-47 52 20.2
48-57 10 3.9
58 and over 3 1.2
Gender
Male 116 45.1
Female 141 54.9
Education
Primary school 28 10.9
Secondary and high school 77 29.9
Two-year college degree 103 40.1
Four-year college degree 48 18.7
Graduate degree 1 04
Organizational tenure
Less than 1 year 44 17.1
1-5 87 33.9
6-10 83 323
11-15 33 12.8
16.20 9 3.5

More than 20 years 1 0.4
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3.2 Measures

The questionnaires were prepared in English and then translated into Chinese in light of the back-
translation method. The back-translated Time 1, 2, and 3 questionnaires were tested with 5 employees
and the supervisor questionnaire was tested with 5 supervisor during the pilot study. None of the
participants reported difficulties regarding the readability and comprehension of the items. Therefore, no
changes were made.

JIS (Time 1) was operationalized with four items, which were reverse-scored. These items came from
Delery et al. [83]. Example items are “Employees in this job can expect to stay in the organization for as
long as they wish” and “It is very difficult to dismiss an employee in this organization”. Prior empirical
pieces also used this scale to measure JIS [25,71]. Responses to these items were recorded via “5=
strongly agree to 1 =strongly disagree”.

Emotional exhaustion (Time 2) was measured with eight items from Maslach et al. [84]. Example items
are “I feel emotionally drained from my work™ and “I feel used up at the end of the workday”. The
abovementioned scale was widely utilized in the extant literature [18,85]. Responses to these items were
rated on “5 =strongly agree to 1 =strongly disagree”.

Nine items from Lee et al. [86] were used to gauge met expectations (Time 3). Example items are “In
general, my experiences with the kind of work that [ do have been” and “In general, my experiences with the
financial aspects (e.g., pay, benefits) have been”. The anchors ranged from “5 = much more than expected” to
“1 =less than expected”.

Three items from Bissing-Olson et al. [3] were utilized to gauge proactive PEB (the supervisor rating).
An example item is “This employee takes a chance to get actively involved in environmental protection at
work”. Recent studies tapped Bissing-Olson et al.’s [3] scale to measure employees’ PEBs [1,4]. The anchors
ranged from “5=almost always” to “l=never”. Gender was coded as “O=male and 1=female”.
Organizational tenure was measured in six categories.

3.3 Data Analysis

The construct measures were subjected to confirmatory factor analysis (CFA) to gauge their
measurement properties [8§7-89]. Covariance matrix was tapped in LISREL 8.30 to run CFA [90]. In light
of CFA results, convergent and discriminant validity as well as the internal consistency reliability were
tested. The measurement model was assessed in light of the fit statistics such as “y2/df, comparative fit
index (CFI), parsimony normed fit index (PNFI), standardized root mean square residual (SRMR), and
root mean square error of approximation (RMSEA)” [e.g., 82,91].

The correlations among the construct measures (observed constructs) and coefficient alphas were also
reported. The hypothesized associations were tested using the model 6 in the PROCESS macro with a
bootstrapped 5,000 sample size via the 95% confidence interval [92]. This is in congruence with a
number of studies in the extant literature that have gauged the serial mediating effects [93,94].

4 Results

4.1 Test of the Measurement Model

We performed CFA on all the scales simultaneously with the resulting measurement properties showing
convergent and discriminant validity. Specifically, after deletion of two items from emotional exhaustion and
three items from met expectations due to low standardized loadings <0.45 (Table 2) [95,96], the overall fit of
the four-factor measurement model was acceptable: 2 =330.17, df = 146, ¥2/df=2.26; CF1=0.92; PNFI=
0.74; SRMR =0.067; RMSEA = 0.070. One of the items’ loadings in met expectations was 0.45 and the rest
of the loadings were > 0.50. This is in agreement with other studies [97]. Fig. 2 presented the results obtained
from CFA in LISREL 8.30.
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Table 2: Measurement model: Validity and reliability results

Variables and scale items Standardized loading  t-value CR AVE Alpha
Job insecurity 0.869 0.625 0.867
Q1 0.79 14.55

Q2 0.82 15.39

Q3 0.82 15.23

Q4 0.73 12.93

Emotional exhaustion 0.817 0.439 0.812
Q1 0.73 12.92

Q2 0.90 17.33

Q3 0.69 11.90

Q4 - -

Q5 - -

Qo6 0.50 8.06

Q7 0.55 9.00

Q8 0.51 8.19

Met expectations 0.823 0.443 0.821
Q1 0.80 14.52

Q2 - -

Q3 - -

Q4 0.45 7.18

Q5 - -

Q6 0.66 11.32

Q7 0.66 11.34

Q8 0.66 11.31

Q9 0.71 12.30

Proactive pro-environmental behavior 0.837 0.638  0.823
Q1 0.59 9.97

Q2 0.90 17.16

Q3 0.87 16.43

Notes: CR = Composite reliability; AVE = Average variance extracted.

In addition, the average variance extracted (AVE) by JIS, emotional exhaustion, met expectations, and
proactive PEB was 0.625, 0.439, 0.443, and 0.638, respectively. The composite reliability score for JIS,
emotional exhaustion, met expectations, and proactive PEB was 0.869, 0.817, 0.823, and 0.837. The AVE
values for emotional exhaustion and met expectations were below 0.50. There are studies that have
reported the AVE value below 0.50 [4,98]. However, a value of 0.40 for the AVE by a latent construct is
acceptable if its composite reliability score is above the threshold [89]. The composite reliability values
for these variables were >0.60 [88]. These internal consistency reliabilities were also supported by
coefficient alphas, which were >0.70 [82]. Therefore, convergent validity was verified.



IJMHP, 2023, vol.25, no.2

038 —p| TSI
o
033 —» JIS2
< 0.82
033 —P JIS 3 0.82
DI
047 —» US4 | ___— 07
046 — EXHI
—
0.73
019 —»| EXH2
0.90
053 — EXH3 0.69
0.50
075 —y| EXH6 .
0.55
070 — EXH7 /
0.51
074 —» EXHS /

037 —p| METE1

0.79 —» METE 4

0.45

056 — METE6 | .
0.56 — | 0.66
METE 7 /
0.66
METE 8 071
/
0-50 METE 9
065 = pppp1 |e—nou
0.59
019 = pppg2 le— 000
0.24 P 0.87

e

JIS

PPEB

Notes. JIS = Job insecurity; EXH = Emotional exhaustion; METE = Met expectations;

PPEB = Proactive pro-environmental behavior

[J

-0.48

-0.61

Figure 2: Confirmatory factor analysis results in LISREL 8.30
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Discriminant validity was also verified using the Fornell et al.’s [89] criterion excluding the one between
JIS and met expectations. Specifically, the AVE value exceeded @ for the construct with every other construct.
However, ®* for JIS and met expectations was 0.593 (—0.77 x —0.77). Therefore, we performed another
analysis suggested by Anderson et al. [87]. We forced the items of JIS and met expectations into a single
underlying factor (}2 =118.99, df =34) and then compared it with a two-factor model (y2 =253.95, df=35)
using the chi-square difference test. The result was significant (Ay2 =134.96, Adf=1). Thus, discriminant
validity was achieved. Table 3 gives the measure intercorrelations and descriptive statistics.
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Table 3: Measure intercorrelations (observed variables) and descriptive statistics

Variables Mean SD 1 2 3 4 5 6
1. Gender 0.55 0.50 —

2. Organizational tenure 2.53 1.05 0.137* -

3. Job insecurity 2.67 0.67 —0.339** —0.310** —

4. Emotional exhaustion 2.80 0.67 —0.211** —0.052  0.422%**

5. Met expectations 3.32 0.59 0.307** 0.276%* —0.658%* —(0.424** —

6. Proactive pro-environmental ~ 3.23  0.87 0.282** (0.208** —0.558** —(0.373** (.529** —
behavior
Notes: Two-tailed test. *p < 0.05,”"p < 0.01. SD = Standard deviation.

4.2 Test of the Serial Mediation Model

The findings were in support of all of the hypotheses and the serial mediation model given in Fig. 3 was
viable. Broadly speaking, JIS was positively linked to proactive PEB (B=—0.411, t=—4.505, lower level
confidence interval, LLCI=-0.591, upper level confidence interval, ULCI=-0.231). Hence, hypothesis
1 was supported. The findings illustrated that JIS had a positive impact on emotional exhaustion (B =
0.423, t=6.751, LLCI=0.300, ULCI=0.546), while emotional exhaustion was negatively associated
with proactive PEB (B=-0.158, t=-2.138, LLCI=-0.304, ULCI=-0.012). The indirect effect of JIS
on proactive PEB via emotional exhaustion was significant and negative (B=-0.067, LLCI=-0.145,
ULCI=-0.007). These findings explicitly showed that emotional exhaustion partly mediated the link
between JIS and proactive PEB. Consequently, hypothesis 2 was confirmed.

B =-0.159, t =-3.545 (d>1)

Emotional exhaustion Met expectations
(Time 2) > (Time 3)
R2=0.191 R2=0.473 B =0.354,t=13.493 (b2)

B=0.423,t=6.751 (a1)

B =-0.465. t="-9.573 (a2)
B=-0.158.t=-2.138 (h1)

B=-0.411, t=-4.505 (c') (Hypothesis 1) Proacti
roactive pro-

Job insecurity environmental behavior

v

(Time 1) (Supervisor rating)
R>=10.375
Indirect effect Standard error LLCI ULCI
Job insecurity — Emotional exhaustion — Proactive pro-environmental behavior (Hypothesis 2) -0.067 0.035 -0.145  -0.007
Job insecurity — Met expectations — Proactive pro-environmental behavior (Hypothesis 3) -0.165 0.055 -0.279  -0.060
Job insecurity — Emotional exhaustion — Met expectations — Proactive pro-environmental behavior (Hypothesis 4) -0.024 0.011 -0.048  -0.006

Figure 3: Results: Serial mediation model

The findings were also in support of hypothesis 3, which denoted that met expectations mediated the link
between JIS and proactive PEB. Specifically, JIS portrayed a negative linkage with met expectations (B =
—0.465, t=-9.573, LLCI=-0.561, ULCI=-0.370), while met expectations were positively related to
proactive PEB (B=0.354, t=3.493, LLCI=0.154, ULCI=0.553). The indirect impact of JIS on
proactive PEB via met expectations was significant and negative (B=-0.165, LLCI=-0.279, ULCI=
—0.060). Again these results explicitly revealed that met expectations partly mediated the link between
JIS and proactive PEB.
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According to the findings in Fig. 2, emotional exhaustion depicted a negative association with met
expectations (B=-0.159, t=-3.545, LLCI=-0.248, ULCI=-0.071). Overall, the findings indicated that
emotional exhaustion and met expectations serially mediated the link between JIS and proactive PEB (B
=—0.024, LLCI=-0.048, ULCI=-0.006). But this serial mediating effect was partial. Hence, hypothesis
4 was confirmed.

Gender and organizational tenure did not have any significant effects on the study variables. The results
explained 0.191 of the variance in emotional exhaustion, 0.473 in met expectations, and 0.375 in proactive
PEB. The results with respect to the significance of the direct and mediating effects did not demonstrate any
changes without the covariates.

5 Discussion
5.1 Key Findings

The results from the analysis of the survey data obtained in the hotel industry in China provide strong
support for all of the hypotheses. The results explicitly reveal that the serial mediation model proposed in our
paper is viable. Broadly speaking, employees having worries about the loss of their jobs are unwilling to
contribute to the hotel’s environmental sustainability efforts via their proactive PEBs. As posited by COR
theory [67], heightened stressors such as JIS experienced by employees in an organization result in
dysfunctional behaviors. This is consonant with evidence concerning the link between JIS and behavioral
consequences (e.g., service recovery performance and job performance [69—71]. Since hotel employees
cannot cope with problems arising from JIS, they exhibit low levels of proactive PEBs.

As highlighted in transactional theory of stress [74], hindrance stressors such as JIS thwart employees’
personal growth and development and result in heightened emotional exhaustion. Employees are unwilling to
engage in proactive PEBs as a result of JIS and emotional exhaustion. The finding with respect to emotional
exhaustion as a mediator between JIS and proactive PEB is not only consistent with the stress-strain-outcome
model but also obtains support from other studies [27,76,77]. Specifically, employees with the experience of
threat and high levels of uncertainty about their jobs are emotionally exhausted at elevated levels and
therefore display diminished proactive PEBs. Such individuals do not feel comfortable with the issue of
employment instability that depletes their emotional resources. Under these conditions, they are unwilling
to engage in PEBs.

As claimed by psychological contract theory, when employees have unmet expectations, their unmet
expectations surface from breaches in psychological contract [28]. JIS is one of the stressors that erodes
employees’ expectations in the form of pay, the kind and amount of work, and/or supervision. When
employees find that their expectations are unmet due to reneging or incongruence associated with
employment stability, they are not eager to display proactive PEBs. By reporting the finding of a
mediating effect that has not been tested so far, our paper contributes to the extant literature.

Our paper reports that emotional exhaustion and met expectations serially mediate the impact of JIS on
proactive PEBs. Employees feeling a threat of job loss are emotionally exhausted at high levels and therefore
have unmet expectations. Employees with unmet expectations display negative outcomes [21,29,79]. In a
hotel where employees suffer from emotional exhaustion due to JIS and have unmet expectations, they
are not willing to help the organization achieve its environmental goals via their proactive PEBs.

5.2 Theoretical Implications

The findings of our paper enhance current knowledge in the following ways. First, JIS is a hindrance
stressor eroding hotel employees’ proactive PEBs. Employees would not be willing to help the hotel to
attain the environmental goals as a consequence of the threat of job loss in the future. This is a problem
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since hotels cannot achieve these goals without the participation of employees in the process. This is the
second empirical study in the relevant literature linking JIS to employees’ proactive PEBs [4].

Second, our paper also adds to the research concerning the mediating mechanism through which JIS is
associated with employee outcomes [4,19]. The findings demonstrate that emotional exhaustion mediates the
link between JIS and proactive PEB. This is also true for met expectations as a mediator between JIS and the
abovementioned behavioral outcome.

Third, we developed all of the hypotheses using solid theoretical underpinnings such as COR theory
[67,68], stress-strain-outcome model [27], transactional theory of stress [74], and psychological contract
theory [28]. We believe using these theories enabled us to develop and test the serial mediating effects.
The finding concerning emotional exhaustion and met expectations as the serial mediators between JIS
and proactive PEB contributes to the literature. That is, employees with the fear of job loss in the hotel in
the future are highly emotionally exhausted and therefore have unmet expectations (e.g., insufficient pay,
poor connection with supervisors and coworkers). Under these conditions, such employees would be less
engaged in eco-friendly behaviors. Fourth, our paper contributes to the better understanding of the factors
influencing hotel employees’ met expectations and met expectations affecting their proactive PEBs. This
is a critically important contribution since there is no established research illustrating the aforesaid linkages.

5.3 Practical Implications

On a broader level, the findings of this study portray how job insecurity may prevent employees’
participation in organizational greening programs. Understanding this mechanism provides several useful
insights for managers in hospitality and tourism in the global context where the security of jobs is not
evitable among employees. More specifically, such employees feel exhausted from their unmet
expectations in the workplace. Therefore, all the practices that may mitigate employees’ emotional
exhaustion and decrease the level of their unmet expectations can be so helpful in motivating them to
engage in organizationally desirable behaviors. To achieve that, management can use techniques such as
appreciation of employees’ green behaviors either in financial or non-financial ways. The appreciation
which can be in sort of certification allocation, small remuneration during monthly payments, and verbal
supervisory support can all help them to be less exhausted and meet a considerable amount of their
demands. In addition, during the recruiting interviews, managers can explain clearly the workplace
conditions and the existence of likely deficits in fulfilling long-term employees’ job security demands.
With this message, employees can adjust their expectations from employers and this may prevent future
misunderstanding and unmet expectations among them.

The following implications would also be helpful. First, employees who experience JIS would have
unmet expectations. These unmet expectations could be in the form of poor supervision, the kind and
amount of work, poor connection with coworkers, unsatisfactory financial aspects (e.g., pay), and/or
insufficient physical conditions [86]. Therefore, hotel companies should provide their employees with
employment stability in return for their effective task performance based on organizational expectations.
This is important because employees who perceive that management appreciates the work done and
provides job security to the ones with good task performance would display positive outcomes such as
proactive PEBs. Otherwise, successful employees would be beset with the threat of job loss in the
organization in the future.

Second, management should create an environment where employees could take advantage of mentors
to cope with emotional exhaustion. Since customer-contact employees are prone to elevated levels of
emotional exhaustion due to stressors such as JIS [14], mentors who could ensure psychosocial support
would enable employees to reduce their emotional exhaustion [99]. Third, management of hotels should
organize training programs to share the company’s environmental sustainability efforts with employees.
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In these training programs, asking employees to exhibit eco-friendly behaviors and going beyond traditional
duties associated with the environmental sustainability efforts of the company would enable management to
achieve the environmental goals.

Fourth, if possible, hiring the individuals with strong environmental concern and the ones who are pro-
environmentalists is one of keys to the accomplishment of the environmental goals [4]. To find out whether
the candidates have harmonious passion for the environment, management can utilize experiential exercises
or mini-case studies. Having strict selection criteria in place is critically important for this process.

5.4 Limitations and Directions for Future Research

Our research has several limitations that highlight the need for important future research directions. First,
our study focuses on the hotel industry in a single country. Replication studies in the same setting in the same
country and/or gathering cross-national data in other service settings and countries would enhance the
database regarding the factors influencing employees’ proactive PEBs. Second, in the present paper, we
measured only quantitative JIS. However, employees are also beset with qualitative JIS [35,36].
Therefore, assessing the effects of quantitative and qualitative JIS simultaneously on emotional
exhaustion, met expectations, and proactive PEB would be an important contribution to the current
knowledge base.

Third, the opportunities for research in hospitality and tourism settings on employees’ PEBs are very
promising. However, the overwhelming majority of the empirical pieces have related green- or
environmental-related issues to PEBs. Therefore, in future studies testing the effects of non-green or non-
environmental factors (for example, workplace ostracism, job embeddedness) on PEB would add to the
extant literature. Fourth, personality variables such as psychological capital would reduce employees’
perceptions of JIS and weaken their emotional exhaustion. Using psychological capital as a moderator of
the detrimental effect of JIS on emotional exhaustion and proactive PEB would increase the existing
knowledge [cf. 100]. Lastly, a qualitative follow-up would strengthen the conclusions and implications
we draw from the quantitative analysis. This seems to be important for a depth of analysis concerning
employees’ JIS and emotional exhaustion. Hence, utilizing a mixed-methods approach in future studies
would be a potential solution.

6 Conclusion

Our paper addressed the less investigated factors influencing hospitality employees’ proactive PEBs,
with implications on environmental sustainability and green initiatives of the companies. We showed that
the serial mediation model we proposed was viable. Specifically, job-insecure employees were faced with
elevated levels of emotional exhaustion and therefore displayed low levels of engagement in proactive
PEBs. This was also true for employees whose expectations were not met. That is, employees reported
reduced proactive PEBs as a result of heightened JIS and unmet expectations. More importantly,
employees suffering from JIS at high levels were emotionally exhausted at levels and therefore found that
their expectations were not met. Under these conditions, their involvement in proactive PEBs became low.

In a market environment where there is stiffening competition, investment in the development of
employees’ green knowledge and skills to attain the environmental goals is a must for achieving
differentiation and competitive advantage. With this realization, a richer understanding of factors affecting
employees’ proactive PEBs will be continue to be significant since environmental problems and climate
change are threats to nature [101]. It is hoped that the results of the present paper will inspire other
researchers to focus on other less examined factors (e.g., the dark side of leadership) [102] that would
influence proactive PEBs in a serial or triple-mediation model.
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