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Abstract: - While environmentally sustainable practices have become widely integrated in organizations around 
the world, their implementation in Albanian companies is still in its early stages of adoption. This study aims to 
investigate the implementation initiatives and the relationship among environmental management systems in 
the Albanian hotel industry. Specifically, this study explored the relationship between environmental 
management accounting (EMA), green human resource management (GHRM) and green organizational 
behavior (GOB). In addition, the direct relationship between GHRM and GOB was investigated. To fulfill this 
objective a survey was conducted among 328 employees associated with the hotel industry, representing a core 
component of Albanian hospitality sector. Structural equation modeling (SEM) was utilized to examine the 
relationship between the specified constructs. The findings affirm the positive and direct impact of 
environmental management accounting (EMA) on both green human resource management (GHRM) and green 
organizational behavior (GOB) respectively. Additionally, the research confirms the direct and positive 
relationship between GHRM and GOB within Albanian hotel industry. This research provides an important 
groundwork for future explorations of environmental management systems within Albanian hospitality 
industry, where similar studies is limited.  
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1  Introduction 
The improvement of socioeconomic conditions and 
transportation means has considerably increased the 
frequency of traveling and the surging of the 
tourism industry. The continuous growth in 
mobility has essentially contributed to a surge in 
demand for accommodation, leading to a 
substantial development of the hospitality sector, 
especially of the hotel industry, [1], [2]. However, 
this rapid expansion combined with the government 
regulations and rising public awareness outlines 
fundamental constraints, particularly regarding the 
utilization of natural resources and the reduction of 
industry’s environmental impact, [3]. Confronted 
with these challenges, organizations are constantly 
under pressure to promote and implement 
sustainable environment policies that focus on 
effective utilization of natural resources and 
efficient waste management. Environmental 
awareness promotes green management practices, 
enabling the organizations not only to comply with 
governmental regulations but also to be utilized as 

a strategic instrument to reduce operating costs and 
improve social responsibility. Therefore, green 
management practices have a substantial 
contribution not only   enhancing firms’ economic 
and environmental performance but also in 
strengthening public reputation, [4], [5], [6].  

The hotel industry, characterized by labor-
intensive operations and significant ecological 
impacts is in continuous efforts to enhance 
economic performance while maintaining 
environmental sustainability. From this perspective 
the integration of green practices into 
environmental interactions is regarded as a strategic 
managerial instrument for enhancing both 
environmental and economic performance, [7], [8]. 
Environmental management accounting (EMA) and 
green human resource management (GHRM) 
represent two essential environmental management 
instruments that have received considerable interest 
in the efforts to manage and implement 
environmentally sustainable practices, [9].  
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Environmental management accounting (EMA) 
is a strategic management approach that has a 
pivotal contribution in the integration of 
environmental issues into management decision-
making. EMA provides both physical and monetary 
information, enabling organizations to 
systematically evaluate their environmental impact.  

By integrating both financial and non-financial 
indicators EMA provides a more comprehensive 
framework in the systematic evaluation of 
environmental performance. Concretely, monetary 
environmental management accounting (MEMA) 
utilizes monetary indicators to evaluate financial 
implications of environmental activities such as 
costs, savings and investments. Whereas, physical 
environmental management accounting (PEMA) 
utilizes physical indicators such as material flaws, 
energy consumption and waste generation to assess 
the impact of the organization on the environment, 
[10], [11]. The implementation of EMA is essential 
in fostering green practices through efficient 
utilization of natural resources and the reduction of 
environmental related costs, [12], [13]. EMA 
implementation allows organizations to further 
assess their interaction with the environment, while 
simultaneously enhancing organizational 
environmental awareness and public accountability 
through transparent environmental reporting, [14]. 
EMA assists decision-makers in identifying cost 
saving opportunities and improve waste 
management practices.  Consequently, EMA plays 
a crucial role in enhancing resource efficiency and 
in supporting sustainable development strategies, 
aligning financial performance with environmental 
goals, [15], [16], [17].  

Green human resource management (GHRM) 
is another essential environmental management 
approach that integrates environmentally 
sustainable practices into traditional human 
resource management, [18]. By integrating 
sustainable practices such as green recruitment, 
green training, green performance management, 
green compensation and finally green involvement 
into traditional human resource management, 
GHRM enhances the employee environmental 
consciousness, reinforcing the culture of 
environmental sustainability, [19], [20]. Different 
studies have demonstrated that the incorporation of 
green practices into human resource management 
enhances environmental awareness among 
employees and encourages the adoption of green 
behaviors, [21], [22]. By encouraging green 
behavior and promoting environmental practices 
among employees, GHRM actively contributes in 
the reduction of the ecological impacts while 

enhancing environmental performance, [7], [19], 
[23].  GHRM is a strategic management tool that 
incorporates green practices to firms’ strategies, 
hence making the environmental sustainability an 
organizational core value, [24].  

The utilization of both EMA and GHRM in a 
structurally and integrated framework not only 
improve firms’ economic and environmental 
performance but also enhance and promote green 
organizational behavior (GOB), [8], [25]. GOB 
consist of both voluntary and proactive employee 
behaviors and practices that support the 
organization’s pursuit of environmental 
sustainability, [22], [26], [27]. GOB have a 
significant contribution in the promotion of the 
environmental awareness through all organizational 
levels. Furthermore, GOB has a fundamental role in 
converting green practices into organizational core 
values, reinforcing and promoting the company’s 
image and reputation, therefore providing a 
strategic advantage, [28], [29].  Most of the 
researchers’ findings converge in the fact that GOB 
is supported and shaped by GHRM, under the 
influence of EMA and has a significant contribution 
in creating organizational green culture and 
promoting sustainable practices, [30], [31], [32]. 

The present study addresses several gaps in the 
exploration and understanding of the relationships 
among key factors of environmental management 
systems in the hotel industry of Albania, where 
empirical evidence is scarce. To fulfill this 
objective a research model was adopted from [25] 
to explore the relationship between environmental 
management accounting (EMA), green human 
resource management (GHRM) and green 
organizational behavior (GOB) in Albanian hotel 
industry. In contrast to the model proposed by [25], 
in which the authors examine the mediating role of 
GHRM between EMA and GOB, the present 
research focuses exclusively only on the direct 
relationships between the variables. The conceptual 
model provides a detailed examination of EMA, 
analyzing it through two main components: 
monetary environmental management accounting 
(MEMA) and physical environmental management 
accounting (PEMA). A detailed perspective on 
EMA is essential for understanding how its two 
complementary perspectives MEMA and PEMA, 
comparably affect GHRM and GOB. The study 
further explores the relationship between GHRM 
and GOB in the Albanian hotel industry, Figure 1.  
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1.1 The Relation of Environmental 

Management Accounting with Green 

Human Resource Management  
Taking into consideration the value creation 
capabilities of green behavior, scholars have turned 
their attention to different environmental 
management systems that facilitate the 
implementation of the sustainable development 
frameworks. Environmental management 
accounting (EMA) and green human resource 
management (GHRM) are two pivotal instruments 
that contribute to the efficient utilization and 
management of natural resources, thereby 
positively contributing to both economic and 
environmental performance, [33], [34]. Through 
EMA implementation, GHRM can utilize a range 
of financial and non-financial measurable 
indicators to assess different individual employee 
engagement in environmental practices, [33], [35]. 
By providing quantified environmental information 
EMA facilitates the management to formulate 
targeted environmental objectives, enabling  
GHRM to define specific environmental goals and 
to evaluate individual employees’ green 
performance, [36], [37].  Evaluation of individual 
green performance lays the foundations for green 
compensation practices in which EMA has a crucial 
role in providing the financial insights to 
effectively support the design of incentive systems  
in alignment with the firm’s environmental goals, 
[38]. The fulfillment of the environmental goals can 
be integrated in a compensation system that 
includes both financial and nonfinancial incentives 
to promote green employee behavior, therefore 
contributing directly in the enhancement of GHRM 
[9], [39], [40]. In a study conducted by [25], a 
sample of 383 questionnaires were distributed to 
human resource and accounting managers 
employed in Chinese hospitality sector. The 
empirical analysis revealed a significant and 
positive relationship between the two core 
components of EMA (MEMA and PEMA) and 
green human resource management (GHRM). 
Furthermore, these findings are supported by the 
study of [41] demonstrating that green accounting 
not only strengthens GHRM practices, but the two 
environmental management systems are also 
integrally and interchangeably integrated with each 
other in a complete synergy that collectively 
promotes sustainable development. Following the 
insights from the above empirical findings and 
literature review this research proposes the 
following hypothesis:   
H1a: MEMA has a positive impact on GHRM 
H1b: PEMA has a positive impact on GHRM 

1.2 The Relation of Environmental 

Management Accounting with Green 

Organizational Behavior 
Although numerous studies have examined the 
relation of environmental management accounting 
(EMA) with green human resource management 
(GHRM), the relation between EMA and the green 
organizational behavior (GOB) remain relatively 
unexplored. EMA makes a unique contribution in 
motivating and fostering green behavior across all 
organizational levels by tracking employee’s 
environmental performance and supporting the 
reward and compensation systems, [42]. Through 
the quantification and reporting environmental 
activities to all organizational levels, EMA 
enhances the overall ethical awareness and moral 
responsibility toward environmental issues, [43]. 
The employees’ overall awareness encourages a 
general culture of environmental accountability that 
encourage eco-friendly practices across formal and 
informal timeframes, thereby positively affecting 
GOB, [44], [45].  Therefore, EMA significantly 
contributes in the creation of shared  environmental 
awareness and values that are essential for long-
term sustainability, [46]. This conclusion is 
empirically supported also by [25] in a study 
conducted in Chinese hospitality industry where 
authors found a positive relationship between the 
two core components of EMA , with green 
organizational behavior (GOB).  Based on the 
preceding literature review and empirical findings 
the following hypothesis are proposed: 
H2a: MEMA has a positive impact on GOB 
H2b: PEMA has a positive impact on GOB 
 
1.3 The Relation of Green Human Resource 

Management with Green Organizational 

Behavior 
Green human resource management (GHRM) is the 
integration of environmental policies with the 
human resource management. GHRM is not limited 
in conducting green recruitments and training  but 
also in implementing an environmentally oriented 
framework where the employees in different 
organizational levels are motivated and promoted 
according to their environmental performance, [47].  
As a result, GHRM strongly promotes sustainable 
development through institutionalization of 
environmental values and attitudes, contributing in 
the creation of the green organizational behavior 
(GOB), [32], [48]. [30] showed that the 
involvement of employees of different hierarchic 
levels in positive environmental practices has a 
direct contribution in the creation of green 
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organizational culture, which in turn can serve as a 
sustainable competitive advantage. Various studies 
have demonstrated that the GHRM practices foster 
employees’ green behavior, therefore enhancing 
green organizational behavior (GOB), [24], [42], 
[49]. GOB promotes green activities not only 
during working hours but also as an integral part of 
organizational culture, a shared system of beliefs, 
values and attitudes that shape collective behavior, 
[50]. GOB is not limited in transforming and re-
shaping the green behavior of the employees, by 
positioning employees as promoters of sustainable 
practices, enhancing firms’ green values, [51].  As a 
result, GOB can be considered a valuable 
intangible asset that is difficult to be imitated by 
competitors, therefore providing competitive 
advantage, [30], [52], [53]. In a study conducted by 
[54] in Thailand’s hospitality industry, a sample of 
375 hotels was analyzed. Empirical findings 
demonstrated a  statistically significant and positive 
relationship between GHRM and GOB. Similarly, 
[8], conducted a study involving a sample of 278 
participants from employees from both private and 
public sector organizations located in India. The 
authors suggest that the adoption of GHRM 
practices facilitate the development of green 
organizational behavior. In a related study [42], 
analyzed 240 responses from hospitality personnel 
across major cities of Pakistan, empirically 
confirming a direct and positive correlation 
between the GHRM procedures and the behavioral 
outcomes exhibited by employees. The findings 
indicate that GHRM practices can be effectively 
utilized to promote green organizational citizenship 
behavior among employees. Grounded on the 
above empirical evidence the following hypothesis 
is presented: 
H3: GHRM has a positive impact on GOB 
 
 

 
Fig. 1: Research model examining the direct 
relationships between variables 
Source:  [25] 

 
 
2  Methodology 
The objective of this empirical study aims to 
measure the direct effect of environmental 

management accounting (EMA) on both, green 
human resource management (GHRM) and green 
organizational behavior (GOB), while also 
examining the influence of GHRM on GOB. To 
address this research goal, the study collected data 
from targeted hotel establishments withing 
Albanian hospitality industry.   
 
2.1 Sampling and Data Collection 
According to the Albanian Institute of National 
Statistics [55], there are 15.547 accommodation 
and food services operating in Albania, where only 
842 units have more than 10 employees. To ensure 
the relevance and implementation of EMA and 
GHRM practices, the hotels were selected based on 
the presence of structurally established finance and 
human resource management departments and by 
taking into consideration the degree of their 
environmental impact.   

In structural equation modeling, [56] suggested 
that the sample size needs to be a minimum of five 
times larger than the number of variables for factor 
analysis. As a general rule, larger sample sizes are 
highly preferred. A sample size between 200 and 
400 is normally recommended and accepted as a 
critical sample size. The questionnaires were 
distributed to employees who were more likely to 
be knowledgeable and engaged in sustainable 
practices, specifically accountants, human resource 
personnel, and senior officials were targeted. For 
data collection 450 questionnaires were distributed 
across 174 selected hotels, resulting in 328 
completed responses within a period of 
approximately two months and 3 weeks, 
representing a response rate of 72%.  
 
2.2  Measures 
To measure the constructs proposed by the model, a 
five-point Likert scale ranging from 1 (“strongly 
disagree”) to 5 (“strongly agree”) was utilized. To 
measure the components of environmental 
management accounting (EMA) , five items were 
selected to assess monetary environmental 
management accounting (MEMA) and four items 
to assess physical environmental management 
accounting (PEMA), adopting the scales of [16], 
[25], [26], [57]. For the construct green human 
resource management (GHRM), four items were 
selected, based on scales adopted by [18], [19] and 
[25]. Finally, green organizational behavior (GOB) 
was measured using four items adopted from the 
scale proposed by [8] and [25] (Table 1, Appendix). 
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3  Results 
The data analyses were conducted using IBM SPSS 
Statistics 23.0 for descriptive statistics and 
reliability and AMOS Graphics 23.0 for hypothesis 
testing, utilizing structural equation modeling 
(SEM). The descriptive statistic indicates that 
approximately 33.5% of the respondents were male 
and 66.5% female.  Regarding the level of 
education 22.6% had completed a bachelor's 
degree, 57.9% a master’s degree, and 19.5% 
possessed postgraduate certifications. In terms of 
professional experience 9.8% of the respondents 
had less than 5 years of work experience, 33.2% 
had between six and ten years of experience and the 
majority (57%) had over ten years of experience. 
 
3.1  Measurement Model 
The first step in data analyzing is variable 
screening for missing data, unengaged responses 
and outliers. There were no outliers and unengaged 
responses. The missing data were less than 5% so 
the mean imputation method was utilized. The 
items were subject to normal distribution as 
skewness and kurtosis of all the items resulted 
between the accepted range of -2 and +2.  

The exploratory factor analysis (EFA) was 
performed using principal axis factoring analysis 
and oblimin with kaiser normalization rotation. An 
essential step involved assessing the overall 
significance of the correlation matrix using 
Bartlett’s Test of Sphericity, which evaluates 
wheather the correlations among the variables are 
statistically significant. Bartlett’s test (χ2= 
2,574.333; p < 0.000) indicates the suitability for 
factor analysis and Kaiser–Meyer–Olkin 
(KMO=0.836) which measures the sampling 
adequacy, indicates the appropriateness of the data 
for the factor analysis. The communality of the 
scale, representing the proportion of variance 
explained by each factor,  was also examined to 
ensure acceptable levels of explanation. The results 
indicated that all items demonstrated strong 
communalities  within the threshold of  ≥ 0.50, 
except for item PEMA3 which showed a moderate 
loading of 0.460. Although slightly below the 
conventional benchmark, this value remains 
acceptable in qualitative data research where 
loadings above 0.40 are considered adequate,  [58], 
[59]. The item was retained as it surpassed the 
minimum acceptable threshold and it did not 
adversely affect internal consistency. Subsequent 
confirmatory factor analysis further supported the 
item inclusion, increasing the item’s standardized 
loading to 0.54, thus confirming its contribution to 

the measurement model.  Kaiser’s rule identified 
four factors, that correspond to MEMA, PEMA, 
GHRM and GOB as defined by the research. 
During the EFA, item PEMA1 (Product inventory 
analyses) loaded onto other factor other than its 
underlying factor.  The item was removed and 
further analysis was continued. The authors 
repeated the EFA without including this specific 
item. The results of new analysis confirmed the 
four-dimensional structure theoretically defined in 
the research (Table 1, Appendix). 

After the assessment of EFA, Confirmatory 
Factor Analysis (CFA) was computed using IBM 
AMOS 23.0 to test the measurement models. As 
part of confirmatory factor analysis, factor loadings 
were assessed for each item, and all items resulted 
over the acceptable range (> .50). The model-fit 
measures were used to assess the model’s overall 
goodness of fit (CMIN/df: <2, CFI: >0.90, TLI: 
>0.90, SRMR: <0.08, and RMSEA: <0.08) and all 
values were within their respective common 
acceptance levels CMIN/df = 1.835, CFI = 0.96, 
TLI = 0.953, SRMR = 0.0475, and RMSEA= 0.05, 
[59], [60], [61]. Table 2, reports the mean and 
Pearson’s Correlation of the factors utilized in the 
current study. To address potential multicollinearity 
issues, the guideline proposed by [56] was 
followed, which suggests that Pearson’s correlation 
coefficients should be underneath 0.90 benchmark. 
Accordingly, the results confirmed the absence of 
multicollinearity among the variables, [56], [62], 
[63]. Construct Reliability was assessed using 
Cronbach’s Alpha and Composite Reliability. 
Cronbach’s Alpha is utilized to measure internal 
consistency reliability to show how closely related 
a set of items are as a group. Cronbach’s Alpha for 
each construct in the study was calculated utilizing 
the following formula:  

𝛼 =
𝑘

𝑘−1
(1 −

∑ 𝜎𝑌𝑖
2𝑘

𝑖=1

𝜎𝑋
2 )    (1) 

 
where: 
k: number of items in the scale 
𝜎𝑌𝑖
2 : variance of each individual item 

𝜎𝑋
2 : variance of the total score  

 
Cronbach’s Alpha for each construct was over 

the minimum required limit of 0.70, [64]. 
Composite reliabilities (CR) unlike Cronbach’s 
Alpha accounts for standardized factor loadings 
and error variances and  was calculated utilizing the 
following formula: 

𝐶𝑅 =
(∑ 𝜆𝑖

𝑘
𝑖=1 )2

(∑ 𝜆𝑖
𝑘
𝑖=1 )2+∑ 𝜃𝑖

𝑘
𝑖=1

    (2)
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where: 
k: number of items for the construct   
𝜆𝑖 : standardized factor loading of item i 
𝜃𝑖 : error variance of item i 

 
Composite reliabilities ranged from 0.786 to 0.843, 
above the 0.70 benchmark, [65]. Hence, construct 
reliability was established for each construct in the 
study. 
 

Table 2. Pearson Correlations 
 GHR

M 

PE

MA 

ME

MA 

GOB 

GHR

M 

    

PEM

A 

0.28    

MEM

A 

0.216 0.27   

GOB 0.463 0.34
6 

0.305  

N=32

8, 

*** Correlations significant at the 0.01 
level (2-tailed) 

Source: Author’s computation 

 

3.2  Convergent and Discriminant Validity  
Convergent validity of scale items was estimated 
using Average Variance Extracted (AVE) utilizing 
the following formula: 

𝐴𝑉𝐸 =
∑ 𝜆𝑖

2𝑛
𝑖=1

𝑛
     (3) 

 
where: 
λi = standardized factor loading of indicator i  
n = number of indicators for the construct 
 

All the AVE values for the latent constructs 
MEMA, PEMA, GHRM and GOB were above the 
recommended threshold of 0.50, indicating that the 
latent construct explains more than 50% of the 
variance in the observed indicators, [66], [67]. 
Discriminant validity in the study was evaluated 
using both the Fornell and Larcker Criterion and 
the Heterotrait-Monotrait (HTMT) Ratio. 
According to the Fornell and Larcker criterion, 
discriminant validity is confirmed when the square 
root of AVE for each construct exceeds its 
correlations with other constructs in the model. 
However, Fornell and Larcker criterion has recently 
faced criticism, leading to the adoption of a more 
robust technique, the HTMT ratio.When assessed 
using HTMT ratio, all ratios were below the 
recommended threshold of 0.85, [68]. Hence, 
discriminant validity among constructs was 
established (Table 3 and Table 4). 

Table 3. Discriminant validity results based on 
Fornell and Larcker criterion 

 MEMA PEMA GOB GHRM 

MEMA 0.711    
PEMA 0.27 0.747   
GOB 0.305 0.346 0.756  

GHRM 0.216 0.28 0.463 0.6 
Source: Author’s computation 

 
Table 4. Discriminant validity results based on 

Heterotrait-monotrait ratio (HTMT) 

Source:Author’s computation 

  
3.3  Structural Model 
In the final stage, the structural model specified by 
the proposed research model was examined, 
consisting of four latent constructs: MEMA, 
PEMA, GHRM and GOB, each measured through 
multiple indicators. The latent constructs are 
measured as follows: 
MEMAi = λi ⋅ MEMA + εi; i = 1, 2, 3, 4, 5  (4) 

 
PEMAj = λj ⋅ PEMA + εj; j = 1, 2, 3  (5) 

 
GHRMk = λk ⋅ GHRM + εk; k = 1, 2, 3, 4 (6)  

 
GOBl = λl ⋅ GOB + εl; l=1, 2, 3, 4   (7) 

 
where: 
λ = standardized factor loadings  
ε = measurement error terms 
 

The structural model shows that MEMA is 
measured by five indicators (MEMA1-MEMA5), 
while PEMA is measured by three indicators 
(PEMA2-PEMA4). GHRM is measured through 
four indicators (GHRM1-GHRM4), and GOB is 
measured by four observed variables (GOB1-
GOB4). All indicators loaded positively into the 
respective latent constructs with standardized factor 
loading within acceptable thresholds, indicating 
satisfactory convergent validity. Measurement 
errors for each indicator are explicitly specified to 
account the unexplained variance, thus ensuring 
rigorous model representation. The structural model 
in Figure 2, illustrates the hypothesized 
relationships between the latent constructs. MEMA 
and PEMA are exogenous variables representing 
EMA, exhibiting bidirectional covariance which 
consequently reflects a correlated relationship 
among each other, Cov (MEMA, PEMA) = 0.270.  

 PEMA GOB GHRM MEMA 

PEMA     
GOB 0.357    

GHRM 0.283 0.476   
MEMA 0.273 0.312 0.217  
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Coefficient of determination (R2) represents the 
proportion of variance explained by the predictors 
and was calculated utilizing the following formula:  
𝑅𝐺𝐻𝑅𝑀
2 = 1 −

𝑉𝑎𝑟(𝜁1)

𝑉𝑎𝑟(𝐺𝐻𝑅𝑀)
    (8) 

 
𝑅𝐺𝑂𝐵
2 = 1 −

𝑉𝑎𝑟(𝜁2)

𝑉𝑎𝑟(𝐺𝑂𝐵)
     (9) 

 
where, R2 represents the proportion of variance 
explained by the predictors. In our case R2

GHRM = 

0.10 and R2
GOB = 0.29. This indicates that MEMA 

and PEMA explain 10% of the variance in GHRM, 
while MEMA, PEMA, and GHRM jointly explain 
29% of the variance in GOB. Given the coefficient 
of determination (R²) we can derive the disturbance 
term for each endogenous latent GHRM and GOB 
respectively as following:  
Var (ζ1) = 1 – R2

GHRM = 1 – 0.10 = 0.90            (10) 
 
Var (ζ2) = 1 – R2

GOB = 1 – 0.29 = 0.71                (11) 
 

Both exogenous variables, MEMA and PEMA 
exert direct influences on GHRM. In turn, GHRM 
significantly predicts GOB. Additionally, MEMA 
and PEMA also have direct relationship with GOB. 
These relationships can be expressed as:  
GHRM = β1 ⋅ MEMA + β2 ⋅ PEMA + ζ1             (12) 
 
GOB = β3 ⋅ MEMA + β4 ⋅ PEMA + β5 ⋅ GHRM + ζ2   
                                         (13)  
where: 
β = standardized regression weights (path 
coefficients)  
ζ = structural error terms (disturbances)  
 

Following the assessment of the measurement 
model, the structural equations indicate that GHRM 
is predicted by MEMA (β1 = 0.151) and PEMA (β2 
= 0.239) with a disturbance term of 0.90. Similarly, 
GOB is predicted by MEMA (β3 = 0.172) and 
PEMA (β4 = 0.190)  and GHRM (β5 = 0.371) with a 
disturbance term of 0.71. The relationships between 
variables are demonstrated through the direct paths 
in the structural model represented in the Figure 2.  

 
Fig. 2: Structural model depicting the direct paths 
between latent constructs, with their corresponding 
standardized regression weights, covariance value 
among exogenous constructs and residual values 
associated with endogenous constructs 
Source: created by the authors 

 
The standard model-fit measures were used to 

assess the model’s overall goodness of fit 

(CMIN/df: <2, CFI: >0.90, TLI: >0.90, SRMR: 

<0.08, and RMSEA: <0.08) and all values were 

within their respective common acceptance levels 

([59],[60],[61]) The four-factor model (MEMA, 

PEMA, GHRM and GOB) yielded good fit for the 

data: CMIN/df = 1.833, CFI = 0.962, TLI = 0.953, 

SRMR = 0.047, and RMSEA= 0.05. Table 5 

presents the beta coefficients, t-statistics, and their 

P-value along the remarks about the theory testing. 

The results of the structural equation modelling, 

confirmed the findings through  regression path 

coefficient, t-statistics, probability values (P-

values) and related interpretations of the tested 

hypothesis. Thus, the research model was 

consistent with the collected data. 
 

Table 5. Results of structural model 
Hypothesize

d path 

Path 

coefficien

t 

t-

valu

e 

p-

valu

e 

R2 Remark

s 

GHRM<--

MEMA 

0.151 2.33
0 

0.02 0.1
0 

Supporte
d 

GOB<--

MEMA 

0.172 2.81
4 

0.00
1 

0.2
9 

Supporte
d 

GHRM<--

PEMA 

0.239 3.63
8 

0.00
5 

0.1
0 

Supporte
d 

GOB<--

PEMA 

0.190 3.14
6 

0.00
2 

0.2
9 

Supporte
d 

GOB<--

GHRM 

0.371 6.21
0 

0.00
1 

0.2
9 

Supporte
d 

Source: Author’s computation 

 
Overall, the results confirm that each construct 

exert a positive and statistically significant 
influence on predetermined constructs within 
specified model. The empirical investigation 
confirms that: 
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MEMA exerted a positive and statistically 
significant influence on GHRM (β1 = 0.151, p < 
0.002), hence affirming hypothesis H1a. 
PEMA exerted a positive and statistically 
significant influence on GHRM (β2 = 0.239, p < 
0.0005), hence affirming hypothesis H1b. 
MEMA exerted a positive and statistically 
significant influence on GOB (β3 = 0.172, p < 
0.001), hence affirming hypothesis H2a. 
PEMA exerted a positive and statistically 
significant influence on GOB (β4 = 0.190, p < 
0.002), hence affirming hypothesis H2b.  
GHRM exerted a positive and statistically 
significant influence on GOB (β5 = 0.371, p < 
0.001), hence affirming hypothesis H3.  
 

In conclusion, the results of SEM confirm that 
the two dimensions of EMA, concretly MEMA and 
PEMA play a significant and positive role in 
enhancing green human resource management 
(GHRM) and green organizational behavior (GOB). 
Furthermore, the results confirm that GHRM 
positively affects GOB. 
 
 
4 Final Considerations and 

 Discussions 
The objective of this study is to explore the relation 
between environmental management systems using 
the data collected from 328 respondents from hotel 
industry in Albania represented by accountants, 
senior officials and human resources personnel.  
Consistent with the findings of [9], [25], [41] and 
[69] this study confirmed the direct and positive 
relationship between environmental management 
accounting (EMA) and green human resource 
management (GHRM).  The results moreover, 
highlight the integrative and direct function of 
EMA in the development of green organizational 
culture (GOB). Furthermore, in alignment with 
prior research by [8], [42] and [54] this study 
confirmed the positive contribution of GHRM in 
enhancing GOB within the Albanian hotel industry.  

The present study offers significant 
contribution in the existing literatures of Albanian 
hotel industry, as a central component of the 
hospitality sector where similar empirical research 
is limited. The study provides valuable insight in 
adopting and implementing environmental 
management systems such as EMA and GHRM as 
core instruments in achieving sustainable 
performance and strategic advantage in the 
Albanian hotel industry. In Albania where EMA 
adoption is still in its initial phases, organizations 

should focus on creating an adequate framework to 
support the adoption and  implementation of EMA 
practices. In this context the hotel management can 
provide special training and courses to the 
accountants in environmental management 
accounting. Taking into consideration the 
importance of sustainable development different 
government agencies and professional accounting 
bodies might be interested to collaborate with hotel 
establishments in proactive environmental 
trainings. The trainings might give valuable 
insights and specific guidance on EMA 
implementation to meet the specific requirements 
of Albanian hotel industry.  

Alternatively, hotel establishments should 
strengthen GHRM practices starting from the 
recruitment process where environmental related 
issues could be incorporated into job descriptions 
and requirements to attract environmentally aware 
employees. During interviews, candidates may be 
asked environmental related questions to evaluate 
their knowledge and awareness to the 
environmental issues. An important component in 
this perspective would be the collaboration of hotel 
industry with Albanian academic institutions by 
prioritizing the recruitments of graduates from 
hotel and tourism management or from similarly 
related study programs. Green training and 
development programs when integrated with 
financial and non-financial green reward and 
compensations practices evolve into an  important 
component in the promotion and motivation of 
employees to engage in sustainable practices, 
further, enhancing the green organizational 
behavior (GOB). The adoption of these practices 
implies that employees must be aware and 
responsible toward environmental goals and 
targets, aligning employees’ individual 
environmental performance with hotel’s 
environmental strategies.  

The study suggests that strong established 
foundations of EMA and GHRM, enables hotel 
establishments to create a culture of collective 
environmental awareness among employees that 
will further contribute to strengthen and reinforce 
firm’s green organizational behavior (GOB). The 
study empirically demonstrated that the integration 
of environmental management systems can directly 
enhance green organizational behavior (GOB) and 
promote broader sustainable development within 
the Albanian hospitality industry.  

 The present study is subject to certain 
limitations. The research model does not take into 
consideration the mediating and moderating effects 
among constructs. Future studies could further 

WSEAS TRANSACTIONS on SYSTEMS 
DOI: 10.37394/23202.2026.25.35 Marsel Sulanjaku, Shqiponjë Açka

E-ISSN: 2224-2678 452 Volume 25, 2026



explore these effects between the presented 
variables. Future research could explore diverse 
industry contexts to generalize the present 
empirical findings.  
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APPENDIX 

 
Table 1. Measurement model results 

code Constructs and items description Factor 
loading 

Cronbach’s 
alpha 

Composite 
reliability 

AVE 

Monetary environmental management accounting 

(MEMA) 

 0.835 0.837 0.506 

MEMA1 Identification of environment-related costs 0.632    
MEMA2 Classification of environment-related costs 0.718    
MEMA3 We use financial indicators to evaluate the 

costs savings from environmental initiatives 
0.785    

MEMA4 Introduction or improvement to 
environment-related cost management 

0.714    

MEMA5 Creation and use of environment-related cost 
accounts 

0.696    

Physical environmental management accounting 

(PEMA) 

 0.769 0.786 0.558 

PEMA1 Product inventory analyses (i.e. the 
specification of the types and quantities of 
materials and energy required and the 
amount of residues released to the 
environment) 

deleted    

PEMA2 Data on resource utilization (water, 
electricity,) are regularly collected and 
monitored 

0.916    

PEMA3 Hotels’ waste and environmental impacts  are 
measured and reported systematically 

0.460    

PEMA4 Our company integrates physical 
environmental data into internal reports 

0.791    

Green human resource management (GHRM)  0.823 0.839 0.572 

GHRM1 Environmentally conscious candidates are 
more valued by hotels 

0.916    

GHRM2 Employees receive training on environmental 
management 

0.653    

GHRM3 Green performance is integrated into 
employee evaluation 

0.774    

GHRM4 One of hoteliers’ goals is green performance 
management and compensation 

0.625    

Green organizational behavior (GOB)  0.831 0.843 0.577 

GOB1 Employees voluntarily engage in activities to 
reduce energy and water usage 

0.813    

GOB2 Employees participate in environmental 
activities that are not required by their job 
description 

0.768    

GOB3 Employees promote eco-friendly practices 
among coworkers 

0.718    

GOB4 Employees offer innovative ideas to improve 
environmental performance  

0.639    

Source: Author’s computation 
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