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ESG Practices Through the Lens of Employees in Hospitality: 1 

Insights from Employee-generated Data 2 

Abstract: 3 

Environmental, social, and governance (ESG) practices are garnering increased attention from 4 

hospitality companies, accompanied by a notable rise in awareness and expectations from key 5 

stakeholders. Nevertheless, research exploring how internal stakeholders perceive ESG initiatives 6 

and how such perceptions affect them is still scarce. This paper attempts to shed light on this area 7 

by analyzing 195,530 employee online reviews from 4,182 U.S. hotel companies over 15 years. We 8 

measure employees’ perceptions of ESG practices by constructing a novel ESG lexicon using a 9 

word-embedding approach. Our results reveal that (a) employees’ perceived ESG practices increase 10 

gradually over the years, (b) perceived ESG practices are higher among current (vs. former) 11 

employees and managers (vs. non-managers), and increase with organizational tenure, (c) perceived 12 

ESG practices are related to higher job satisfaction and lower employee turnover, with 13 

organizational tenure and position level moderating these relationships.  14 

 15 

 16 
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1. Introduction 19 

The hospitality industry accounts for a significant environmental footprint due to high water 20 

and energy consumption, substantial waste generation, and carbon dioxide emissions, among others 21 

(Pan et al., 2018). Due to its labor-intensive nature, companies within this industry are particularly 22 

susceptible to environmental, social, and governance (ESG) practices (Dogru et al., 2022). The 23 

industry’s negative social and environmental impacts have spurred awareness of the necessity of 24 

ESG practices among employees, customers, investors, and other stakeholders, leading more 25 

companies to establish internal sustainability goals to achieve a positive ESG impact (Kılıç et al., 26 

2021).  27 

Existing research in the hospitality and tourism fields has primarily focused on exploring the 28 

antecedents of ESG practices (Gerged et al., 2022), as well as the impact of ESG practices on firm 29 

performance (Bianco et al., 2023; Kumar, 2023; Singal, 2013) and firm resilience (Chen et al., 2022; 30 

Dogru et al., 2022; Lin et al., 2023). These studies have mainly centered on the organizational level, 31 

with an emphasis on the impact on external stakeholders (Kim et al., 2024). However, less is known 32 

about the impact of ESG on internal stakeholders (i.e., employees). Understanding employee 33 

perceptions of ESG practices is crucial because employees are both beneficiaries and participants 34 

in the design and implementation of these practices (Park and Levy, 2014). Recent research suggests 35 

a need for studies on the impact and dynamics of ESG practices at the individual level (Kim et al., 36 

2024).  37 

A major challenge in conducting research at the individual level lies in determining how to 38 

measure ESG. Current ESG measures predominantly rely on metrics sourced from company 39 

disclosures, news reports, and industry research by rating agencies like MSCI ESG Ratings. These 40 

evaluations mainly reflect ratings from external individuals and groups, often focusing more on the 41 

communication of plans than on tangible actions. Traditional methods of measuring employees’ 42 

perceptions, such as questionnaires, face limitations due to small sample sizes and the cost of 43 

longitudinal approaches (Guzzo et al., 2020). The emergence of user-generated data such as those 44 

from employee review platforms, could address such limitations providing valuable insights on 45 

employee perceptions of ESG practices (Stamolampros et al., 2019). Moreover, online reviews can 46 

mitigate issues like non-response bias and survey participation problems often associated with 47 



traditional survey methods (D’Acunto et al., 2020).  48 

This study uses a text-mining approach to explore employee perceptions of ESG practices. We 49 

analyze 195,530 online reviews from Glassdoor provided by employees of 4,182 U.S. hotel 50 

companies over a period of 15 years. We construct an ESG lexicon using a word embedding 51 

approach to examine the temporal evolution of employee perceptions and explore differences among 52 

employee characteristics. Additionally, we analyze how perceived ESG practices affect employee 53 

attitudes and behaviors and the boundary conditions of this relationship across their characteristics. 54 

Our study aims to address the following research questions 55 

RQ1: How do hotel employees’ perceived ESG practices change over time and vary across 56 

their characteristics (i.e., employment status, position level, organizational tenure)? 57 

RQ2: How are hotel employees’ perceived ESG practices associated with their job satisfaction 58 

and turnover, and how do position level and organizational tenure moderate this relationship? 59 

This study makes several contributions to the existing literature. First, it enriches the emerging 60 

hospitality literature on ESG by shifting the focus to the employee perspective, an underexplored 61 

area compared to the predominant examination of ESG at the organizational level (Chen et al., 2022; 62 

Kumar, 2023). Second, this study extends ESG research and social identity theory by highlighting 63 

employees’ perceptions of ESG practices as predictors of job satisfaction and employee turnover. It 64 

also investigates individual characteristics as potential moderators for this relationship, providing 65 

new evidence on the impact of employee perceptions on employee attitudes and behaviors (Guzzo 66 

et al., 2020; Zhao et al., 2022). Third, our study introduces methodological innovations by utilizing 67 

a novel word embedding approach to define and measure ESG perceptions from large-scale 68 

employee-generated data, compared to conventional surveys and scenario experiments (Kim et al., 69 

2024; Oh et al., 2024). This approach also furnishes an effective means to facilitate our investigation 70 

of temporal trends and individual deviations within the ESG discourse.  71 

 72 

2. Literature Review and Hypotheses Development 73 

2.1. ESG in the hospitality industry 74 

ESG practices are crucial in the hospitality industry, which consumes large amounts of 75 

resources and faces significant waste and emissions (Pan et al., 2018). The industry also deals with 76 



high labor turnover due to low wages and unsociable hours, raising social inequality concerns 77 

(Dogru et al., 2022). The COVID-19 pandemic has greatly influenced hospitality industry's 78 

advancement towards achieving sustainable development goals (Jiang and Wen, 2020). To address 79 

these challenges, hotel companies have implemented various ESG practices , such as reusing towels, 80 

recycling waste, and obtaining sustainability certifications (Melissen et al., 2016). 81 

Despite its growing importance, research on ESG in tourism and hospitality is still emerging, 82 

historically concentrating more on corporate social responsibility (CSR) rather than the broader 83 

scope of ESG (Kim et al., 2024). Limited studies have explored ESG’s impact on firm value and 84 

influencing factors. Prior research has shown hotels possessing sustainability certificates can 85 

enhance their key performance indicators through first-mover advantage (Bianco et al., 2023), and 86 

investing resources in ESG-related initiatives can reduce the risk of non-compliance (Kumar, 2023). 87 

However, ESG-related news have not been found to significantly impact the value of tourism firms 88 

in the short term (Dogru et al., 2022). On the other hand, ESG practices played an important role in 89 

the COVID-19 epidemic with evidence supporting that hotel companies with higher ESG ratings 90 

were more resilient to COVID-19 shock (Chen et al., 2022; Lin et al., 2023).. 91 

Few studies in the hospitality industry have investigated employee perceptions of ESG 92 

practices. These perceptions have a more direct effect on employees' subsequent reactions compared 93 

to the actual ESG practices, which they may or may not know about. Jang et al. (2022) found that 94 

ESG practices affect the ethical climate within organizations, impacting employee-generated 95 

electronic word-of-mouth (eWOM). Kim et al. (2024) showed that integrated resort employees’ 96 

positive perceptions of ESG practices can foster their self-esteem and organizational commitment, 97 

thereby increasing their willingness to stay. ESG practices exert an influence not only on existing 98 

employees but also on prospective ones. Prospective employees show a preference for companies 99 

actively contributing to ESG goals, placing value on a firm’s social image, environmental conduct, 100 

and social responsibility (Guzzo et al., 2023; Rubel et al., 2023).  101 

2.2. Social identity theory 102 

Social identity theory posits that individuals’ self-concepts are partially derived from their 103 

identification with various social groups they belong to (Tajfel and Turner, 2004). This theoretical 104 

framework is widely used to explain the relationship between corporate social practices and 105 



employee attitudes and behaviors (De Roeck and Delobbe, 2012; Garrido‐Ruso and Aibar‐Guzmán, 106 

2022). Social identification is a psychological process where individuals classify themselves into 107 

different social reference groups. By contrasting their group's characteristics with those of other 108 

groups, individuals enhance their self-esteem and overall self-concept (De Roeck et al., 2014). 109 

When individuals join organizations that align with their attributes and values, their need for 110 

belongingness and meaningful existence is satisfied (Ashforth and Mael, 1989). The ESG practices 111 

of a company positively influence its image and external reputation, fostering employees’ sense of 112 

pride and strengthening their organizational identification (Kim et al., 2024). Such identification 113 

enables employees to build a lasting and strong bond with the organization, resulting in a sense of 114 

oneness or belonging. Identified employees typically exhibit more positive workplace attitudes and 115 

behaviors, such as high satisfaction and low turnover (De Roeck et al., 2014).  116 

Social identity theory suggests that individuals’ identification levels with each social group 117 

may vary (Ashforth and Mael, 1989). Given the heterogeneity among employees within 118 

organizations, employee characteristics may influence their identification with different work-119 

related targets. Specifically, in the hotel industry, managers and non-managers play pivotal roles in 120 

ensuring the operational success of their firms. Due to their differing levels of hierarchy, these two 121 

roles come with distinct responsibilities, values, and stances on ESG issues (Li et al., 2024). This 122 

position level differentiation may result in social categorization, distinguishing insiders from 123 

outsiders, thereby affecting employees' organizational identification. 124 

Furthermore, an individual’s identification with the organization may evolve over time 125 

(Ashforth and Mael, 1989). As employees’ organizational tenure increases, they develop a deeper 126 

understanding of the organization’s ESG practices, enabling them to integrate these goals and key 127 

attributes into their self-concepts, thereby enhancing their identification with the organization 128 

(Hameed et al., 2013). Overall, differences in position level and organizational tenure among 129 

employees may affect their sensitivity toward ESG initiatives (Garrido‐Ruso and Aibar‐Guzmán, 130 

2022). Therefore, social identity theory may explain how employees’ perceived ESG practices 131 

influence their job satisfaction and turnover, with moderating effects from different employee 132 

characteristics (i.e., position level and organizational tenure) (see Figure 1). 133 



2.3. Effects of perceived ESG practices on job satisfaction 134 

Previous research has indicated that individuals’ perceptions of their jobs are influenced by the 135 

social cues present in the work environment (Salancik and Pfeffer, 1978). An ethical work 136 

environment is considered a factor that can positively impact employee satisfaction (Valentine et al., 137 

2011). This suggests that ESG initiatives may enhance job satisfaction by improving perceptions 138 

associated with the work environment.  139 

Specifically, employees tend to perceive ESG initiatives aimed at external stakeholders (e.g., 140 

environmental protection, philanthropy) as special aspects of organizational justice (Kim et al., 141 

2024). These initiatives foster a sense of pride among employees, as they feel part of an organization 142 

that prioritizes ethics and values. Organizations that uphold such standards are often viewed 143 

positively by others, which provides employees with a positive identity and satisfies their need for 144 

belonging (Chatzopoulou et al., 2022). As a result, perceived ESG practices inspire more positive 145 

attitudes and higher emotional commitment to the organization and job, leading to greater job 146 

satisfaction. 147 

In addition, social and governance practices aimed at employees are associated with improved 148 

working conditions (Farooq et al., 2014). These practices demonstrate that organizations appreciate 149 

employees’ efforts and prioritize their well-being, thereby enhancing employees’ perceived 150 

organizational supports and increasing job satisfaction (Golob and Podnar, 2021).  151 

Overall, an organization’s ESG practices reflect intrinsic organizational values can align 152 

employees' job experiences with their needs and desires (Wisse et al., 2018). By satisfying the 153 

multiple needs of employees, perceived ESG practices can positively influence job satisfaction. 154 

Thus, we hypothesize that: 155 

 156 

H1: Perceived ESG practices are positively associated with job satisfaction. 157 

 158 

2.4. Effects of perceived ESG practices on employee turnover 159 

 Perceived ESG practices not only affect employees' attitudes toward work but also their current 160 

behavior (Kim et al., 2024). Prior studies have demonstrated that positive corporate social activities 161 

can effectively reduce employees’ turnover intention (Valentine et al., 2011; Zhao et al., 2022). In 162 



fact, factors leading to the intention to leave are different from those leading to the actual turnover 163 

(Stamolampros et al., 2019). We focus in this study on actual turnover rather than turnover intention 164 

because it captures the true outcome of ESG practices on employee behavior. 165 

 A key factor in employee retention is the alignment of employees’ personal values with those 166 

of the company (Coldwell et al., 2008). Employees are more inclined to remain with companies that 167 

uphold similar values. Engaging in ESG activities helps companies accumulate reputation capital 168 

(De Roeck and Delobbe, 2012). This reputation enables companies to attract more talented people 169 

as prospective employees often prioritize factors such as environmental responsibility, community 170 

engagement, and diversity when choosing their future employer (Guzzo et al., 2023). Therefore, 171 

companies dedicated to ESG practices may be more appealing to employees who perceive an 172 

alignment between their values and those of the organization. Conversely, when an employee's 173 

values do not align with those of the organization, it can lead to heightened ethical conflict, thereby 174 

strengthening their intention to leave (Valentine et al., 2011). 175 

Moreover, companies providing better ESG practices are likely to foster a positive 176 

organizational climate and culture, leading to a greater sense of meaningfulness for employees at 177 

work (Carnahan et al., 2017). In this case, perceived ESG practices can increase, consequently 178 

fostering greater organizational commitment (Kim et al., 2024). Higher organizational commitment 179 

correlates with higher retention and lower turnover. Therefore, we propose the following hypotheses:180 

  181 

 182 

H2: Perceived ESG practices are negatively associated with employee turnover.  183 

 184 

2.5. Moderating effects of position level 185 

According to social identity theory, individuals’ attitudes and behaviors within an organization 186 

are shaped by their degree of organizational identification (Ashforth and Mael, 1989). Studies have 187 

indicated that employees may perceive their job hierarchy as an important social category for 188 

distinguish distinguishing ingroup from outgroup members, affecting their degree of organizational 189 

identification (Horton et al., 2014). Research has also shown that the influence of organizational 190 

identification on turnover intentions varies across different hierarchical levels within the 191 



organization (Cole and Bruch, 2006). Therefore, it is anticipated that hierarchical levels may 192 

influence how employees perceive ESG practices and their resulting work attitudes and behaviors. 193 

Managers, holding higher positions within organizations, are closely aligned with the 194 

organization’s goals, values, and stance on ESG issues (Kim et al., 2020). This alignment makes 195 

them sensitive to the organization's ESG commitments, directly influencing their social 196 

identification within the organization. As decision-makers, their actions impact ESG policies and 197 

practices. They also face pressures from colleagues, subordinates, and external stakeholders to 198 

advance the ESG agenda, preserving both personal and organizational reputation  (Garrido‐Ruso 199 

and Aibar ‐ Guzmán, 2022). Consequently, strong ESG practices enhance managers' trust, 200 

identification with the organization, satisfaction, and reduce turnover. 201 

On the other hand, non-managers typically occupy lower positions within organizations. They 202 

may have less understanding of the organization’s ESG policies and practices and may not perceive 203 

their direct impact on their personal lives. While ESG factors could influence their work 204 

environment and welfare, their distance from the decision-making process might lead to a lack of 205 

direct connection with the organization’s ESG practices (Kim et al., 2020). Thus, this may reduce 206 

the influence of these factors on their job satisfaction and turnover. 207 

Despite evidence that position hierarchy shapes perspectives, the impact of job position on 208 

employees’ perceived ESG practices remains unexplored in current literature. Recent research 209 

advocates to consider employee identity heterogeneity and its role in corporate social responsibility 210 

(Xie and Jain, 2024). To this end, we propose the following hypothesis: 211 

 212 

H3a: The influence of employee perceptions of ESG on job satisfaction will be stronger for 213 

managers rather than non-managers.  214 

H3b: The influence of employee perceptions of ESG on employee turnover will be stronger for 215 

managers rather than non-managers.  216 

 217 

2.6. Moderating effects of organizational tenure 218 

Research indicates that organizational tenure can influence employees’ perceptions of the 219 

organization (Ng & Feldman, 2011). As employees accumulate tenure within an organization, they 220 



develop a deeper understanding of the organization’s ESG practices and their own roles. This deeper 221 

understanding enables them to better integrate the organization’s goals, purposes, and key attributes 222 

into their self-concepts, resulting in a stronger sense of organizational identification (Hameed et al., 223 

2013). Stronger organizational identification can mitigate the influence of employees’ perceptions 224 

of ESG practices on their satisfaction and turnover, as employees evaluate their satisfaction and 225 

intention to leave based on overall organizational conditions rather than individual ESG factors 226 

(Dobrow et al., 2018). 227 

Conversely, employees with short tenure typically in a stage of identity establishment 228 

(Ashforth and Mael, 1989), striving to understand and learn the organization’s policies, role 229 

expectations, and behavioral norms. During this stage, they focus on developing a self-definition 230 

where social identity plays a significant role (Ashforth and Mael, 1989). Moreover, given that short-231 

tenured employees are more likely to compare their newly formed beliefs with similar others, ESG 232 

practices may have a more pronounced effect on their satisfaction and turnover. 233 

Furthermore, individuals exhibit varying interests and attitudes across different stages of their 234 

careers. Research indicates that in the early stages of one’s career, individuals are inclined to learn 235 

new skills, developing both internal and external organizational connections, and assuming new 236 

responsibilities (El Akremi et al., 2018). However, in the mid-career stage, individuals often 237 

prioritize refining their self-concept while building on their early career achievements (Gibson, 238 

2003). In the later stages of their careers, they become more concerned with personal life matters 239 

and tend to reduce their involvement in social activities (Ng and Feldman, 2011). Therefore, as 240 

organizational tenure increases, the positive impact of organizational identification derived from 241 

ESG practices weakens. Consequently, we propose the following hypothesis: 242 

 243 

H4a: The influence of employee perceptions of ESG on job satisfaction will be weaker for those 244 

with a long rather than short tenure.  245 

H4b: The influence of employee perceptions of ESG on employee turnover will be weaker for those 246 

with a long rather than short tenure.   247 



 248 

Fig. 1. Research framework. 249 

3. Methodology 250 

3.1. Data collection 251 

This study utilized employee online review data from Glassdoor. Reviews on platforms like 252 

Glassdoor span all sectors, covering thousands of companies and reflecting the participation of 253 

millions of employees. This broad participation provides an advantage over traditional surveys in 254 

terms of sample representativeness. Additionally, the anonymity of these reviews may help address 255 

issues related to employees' reluctance to provide honest feedback due to managerial pressures and 256 

intolerance (Holland et al., 2016). The Glassdoor platform has been widely used in academic 257 

research on employee and company behavior, including recent studies in tourism and hospitality (Li 258 

et al., 2024; Stamolampros and Symitsi, 2022). 259 

We chose all employee reviews of U.S. hotels for our study. For our research purpose, we 260 

developed a Python crawler program to obtain a total of 4,182 U.S. hotel companies comprising 261 

195,530 reviews covering the period from May 2008 to June 2023. Each review includes the review 262 

date, reviewer information (such as position title, working year, and employment status), rating, and 263 

review text content. The review text consists of separate sections detailing what employees 264 

perceived as positive aspects (pros) and negative aspects (cons) of their work experience. 265 

3.2. ESG measurement 266 

 To accurately measure perceived ESG practices, we employ the word2vec method (Mikolov et 267 

al., 2013), a novel word embedding model, to automatically build the dictionary. The word2vec 268 

method identifies synonyms by tracking how often a particular word appears next to other words 269 



and representing these words as vectors using a neural network. Compared with traditional text 270 

analysis methods, word2vec methods can recognize uncommon words or phrases and are more 271 

objective and efficient. Following Li et al. (2021), this study mainly adopts three steps to compute 272 

the ESG index from employee review texts. First, we preprocess the text, then, train the word2vec 273 

model and construct the ESG dictionary, and finally, calculate the ESG score. 274 

Step 1: Text Preprocessing 275 

Before employing the word2vec model, we performed several preprocessing steps on the raw 276 

review text. Specifically, we first identified and remove entities such as company names and 277 

locations through named entity recognition. Then, we converted all uppercase letters into lowercase 278 

letters and removed punctuation, digits, and stop words (e.g., a, an, the). Next, we applied 279 

lemmatization techniques to reduce words to their standard forms. Finally, we identified two- and 280 

three-word phrases (bigrams and trigrams) using the Phraser module of the Gensim library in 281 

Python. 282 

Step 2: Word2vec model training and ESG dictionary building 283 

We processed the text from the pros and cons sections of the reviews and then used them as 284 

input for the word2vec model. In this process, we set the parameter for the word vector dimension 285 

in the model to 300. This allows us to represent each term 𝑡  using a vector, denoted as 𝑉𝑡 =286 [𝑥1𝑡, 𝑥2𝑡 , … , 𝑥300𝑡 ]. To construct the required ESG dictionary, we first compiled the seed words related 287 

to the ESG topic. Specifically, we collected lists of E(Environmental), S(Social), and G (Governance) 288 

terms from various sources including industry reports and academic research (Baier et al., 2020; 289 

Mansouri and Momtaz, 2022). The seed words were manually checked to ensure their presence in 290 

the glossary of the corpus and the final list of seed words was determined by two experts (see Table 291 

A in the Appendix). 292 

Then, each word 𝑡 from the seed words for the ESG dimension 𝑑 is represented as a vector  293 𝑉𝑑∈{𝐸,𝑆,𝐺}𝑡 = [𝑥1𝑡, 𝑥2𝑡 , … , 𝑥300𝑡 ] . We then computed the average of the vectors of the seed words, 294 

denoted as �̅�𝑑∈{𝐸,𝑆,𝐺} = 1𝑁 ∑ [𝑥1𝑡, 𝑥2𝑡 , … , 𝑥300𝑡 ]𝑁1  , where 𝑁  is the number of seed words for each 295 

dimension 𝑑. This process resulted in three vectors: �̅�𝐸, �̅�𝑆, and �̅�𝐺. We then calculated the cosine 296 

similarity between the vectors of the remaining terms in the reviews and �̅�𝑑, selecting the top 200 297 

words with the highest similarity to form the extended lexicon for each dimension 𝑑. If a word 298 



appeared in multiple dimensions, it was assigned to the category with the highest cosine similarity 299 

to the average seed vector of that category. In total, we obtained 527 ESG-related words, consisting 300 

of 122, 188 and 217 words in the respective ESG dimensions. Table 1 displays the top 15 words 301 

according to the frequency of their appearance in the documents. Fig. A. in the Appendix displays 302 

the word clouds associated with the E, S and G word lists. Table B in the Appendix presents all  303 

ESG dictionaries. 304 

Table 1. Each dimension in the ESG dictionary 305 

Dimension Top 15 Words 
Environmental water, energy, wall, green, art, natural, carpet, sustainability, environmental, 

paint, leak, glass, air conditioning, pour 
Social employee, community, diversity, health, safety, human, engagement, social, 

labor, human resource, workforce, relation, discrimination, welfare 

Governance culture, leadership, business, value, organization, leader, decision, ceo, 
executive, ownership, senior management, practice, ethic, vision 

Step 3: ESG score calculation 306 

After constructing the lexicon of ESG, we used the dictionary matching method to measure the 307 

ESG perception. Given that Glassdoor displays positive and negative sections of reviews separately, 308 

we can easily derive the sentiment tendencies of ESG dimensions by comparing the differences 309 

between the two sections. Specifically, employee perceptions to dimension 𝑑 in review 𝑖 can be 310 

expressed as: 311 𝑃𝑒𝑟𝑐𝑒𝑝𝑡𝑖𝑜𝑛𝑑(𝑖) = (∑ 𝑐𝑜𝑢𝑛𝑡(𝑤,𝑝𝑟𝑜𝑠𝑖)𝑤∈𝑑 𝑁𝑝𝑟𝑜𝑠𝑖 − ∑ 𝑐𝑜𝑢𝑛𝑡(𝑤,𝑐𝑜𝑛𝑠𝑖)𝑤𝑜𝑟𝑑∈𝑑 𝑁𝑐𝑜𝑛𝑠𝑖 ) ∗ 100  (1) 312 

where 𝑐𝑜𝑢𝑛𝑡(𝑤, 𝑝𝑟𝑜𝑠𝑖)  and 𝑐𝑜𝑢𝑛𝑡(𝑤, 𝑐𝑜𝑛𝑠𝑖)  represent the frequency of a word from the 313 

dictionary of dimension 𝑑 in the pros and cons section of review 𝑖, respectively. 𝑁𝑝𝑟𝑜𝑠𝑖 and 𝑁𝑐𝑜𝑛𝑠𝑖 314 

represent the size of the word lists in the pros and cons sections of review 𝑖, respectively. The overall 315 

perceptions of ESG practices is equal to the summation of the dimensions.  316 

It should be noted that there are two situations where reviews may not include ESG-related 317 

keywords. The first scenario occurs when reviewer may not prepare well or realize that they have 318 

to express any sentiment related to that dimension. In other words, they may have no experience 319 

with that dimension that is too good or too bad to be worth mentioning. Referring to previous studies 320 

(Chatterjee, 2019; Li et al., 2023), we set the perception of this dimension to 0. The second scenario 321 

arises when the reviewer is extremely dissatisfied and may refrain from mentioning anything in the 322 

pros section (e.g., "Not one good thing about this company"), or when highly satisfied, they may 323 



not leave any meaningless comment in the cons section (e.g., "All good, nothing to comment"). In 324 

fact, in our random sample of 100 reviews, only three exhibited such patterns. This seems reasonable, 325 

as extreme emotions may make it difficult for individuals to identify specific pros or cons. Even if 326 

meaningful comments are absent from either the pros or cons sections, this does not affect the 327 

calculation of Equation 1, as the formula compares the difference between the two sections. 328 

Step 4: Validation test 329 

To ensure the reliability of our method for identifying ESG attributes in employee reviews, we 330 

conducted a validation test focusing on content validity. Following the methodology recommended 331 

by Short et al. (2010), expert assessment and contextual analysis were used to evaluate content 332 

validity. Two experts familiar with the fields of ESG and sustainability independently reviewed the 333 

final word list to determine its appropriateness for inclusion in our lexicon. The inter-rater reliability 334 

was assessed via the Kappa statistic, which returned a value of 0.72, indicating a high agreement. 335 

For the analysis of contextual meaning, we examined the use of each word within the actual 336 

sentences of employee reviews. We documented examples where selected words appeared in both 337 

positive and negative reviews across the three ESG dimensions (refer to Table C in the Appendix). 338 

These examples provide further evidence of content validity by illustrating that the words of interest 339 

frequently occur in discussions related to employee reviews and are relevant to specific ESG 340 

dimensions. 341 

Finally, we correlated the ESG practices perceived by employees at the seven companies with 342 

MSCI ESG ratings in our study data. We found a high correlation between the two (r = 0.44), 343 

indicating that our measure of employees’ perceived ESG practices can reflect external validity to 344 

a certain extent. 345 

3.3. Variables measurement  346 

After constructing employee perceptions of ESG practices, we defined and measured 347 

employee-related variables, to compare the differences in perceived ESG practices across employee 348 

characteristics. 349 

Employment status (Status): Employment status includes former and current employees. 350 

Current employees indicate that they are still employed when they post their reviews, whereas 351 

former employees show they have left the company. Status equals to 1 if the employee is former, 0 352 



otherwise. 353 

Organizational tenure (Tenure): Employee information from Glassdoor allowed us to 354 

classify tenures into six ranges: less than one year, one to three years, three to five years, five to 355 

eight years, eight to ten years, and more than ten years. Each range corresponds to a value from 1 356 

to 6. 357 

Position level (Position): To classify employees’ position levels, we employed a criterion 358 

distinguishing between managers and non-managers by analyzing their job titles. Following the 359 

methodology outlined by Huang et al. (2020), we identified an employee as occupying a managerial 360 

position if their job title included any of the specified keywords: “director,” “management,” 361 

“manager,” “leader,” “chief,” “executive,” “president,” or “officer.” Position equals to 1 if the 362 

employee is manager, 0 otherwise. 363 

3.4. Model specifications 364 

To understand how perceived ESG practices affect job satisfaction, we used overall ratings as 365 

the dependent variable. To account for the heterogeneous effects of firms, we controlled for the 366 

number of company reviews (RevNum) as a proxy for firm size and the average company rating 367 

(AvgRating) as a proxy for the overall firm performance. Considering the textual factors of the 368 

reviews, we controlled the length of the pros (ProsRevLength) and cons (ConsRevLength) sections, 369 

respectively. In addition, we controlled for employee-related factors, such as employment status 370 

(Status). Furthermore, year-fixed effects (Year) and month-fixed effects (Month) were controlled to 371 

account for temporal heterogeneity effects. Following previous studies (Sharkey et al., 2022), we 372 

adopted ordinary least squares regression to estimate the model as follows. 373 𝑅𝑎𝑡𝑖𝑛𝑔𝑖𝑗 =  𝛽0 + 𝛽1𝑃𝑒𝑟𝑐𝑒𝑝𝑡𝑖𝑜𝑛𝑖𝑗 + 𝛽2𝑃𝑜𝑠𝑖𝑡𝑖𝑜𝑛𝑖𝑗 + 𝛽3𝑇𝑒𝑛𝑢𝑟𝑒𝑖𝑗 + 𝛿𝐶𝑜𝑛𝑡𝑟𝑜𝑙𝑠 +374 𝑌𝑒𝑎𝑟𝑦  + 𝑀𝑜𝑛𝑡ℎ𝑚 + 𝜀𝑖𝑗      (2) 375 

Where 𝑅𝑎𝑡𝑖𝑛𝑔𝑖𝑗 denotes the overall rating of employee 𝑖 on company 𝑗; 𝑃𝑒𝑟𝑐𝑒𝑝𝑡𝑖𝑜𝑛𝑖𝑗 is 376 

independent variable; 𝑐𝑜𝑛𝑡𝑟𝑜𝑙𝑠  are control variables and 𝜀𝑖𝑗  is the error term. 𝑌𝑒𝑎𝑟𝑦  and 377 𝑀𝑜𝑛𝑡ℎ𝑚 are dummy variables. We sought to estimate the significance levels of 𝛽1, which examine 378 

hypothesis H1. To further test hypothesis H3a and H4a, we introduced the interaction terms and the 379 

new equation was listed as follows: 380 𝑅𝑎𝑡𝑖𝑛𝑔𝑖𝑗 =  𝛽0 + 𝛽1𝑃𝑒𝑟𝑐𝑒𝑝𝑡𝑖𝑜𝑛𝑖𝑗 + 𝛽2𝑃𝑜𝑠𝑖𝑡𝑖𝑜𝑛𝑖𝑗 + 𝛽3𝑇𝑒𝑛𝑢𝑟𝑒𝑖𝑗 + 𝛽4𝑃𝑒𝑟𝑐𝑒𝑝𝑡𝑖𝑜𝑛𝑖𝑗 ×381 



𝑃𝑜𝑠𝑖𝑡𝑖𝑜𝑛𝑖𝑗 + 𝛽5𝑃𝑒𝑟𝑐𝑒𝑝𝑡𝑖𝑜𝑛𝑖𝑗 × 𝑇𝑒𝑛𝑢𝑟𝑒𝑖𝑗 + 𝛿𝐶𝑜𝑛𝑡𝑟𝑜𝑙𝑠 + 𝑌𝑒𝑎𝑟𝑦  + 𝑀𝑜𝑛𝑡ℎ𝑚 + 𝜀𝑖𝑗     (3) 382 

For hypothesis H2, H3b, and H4b, employee turnover is the dependent variable, using the 383 

status of whether the employee stayed or left the company as a proxy, reflected in the reviews as 384 

whether an employee was a current or former employee. The variable is assigned a value of 1 for 385 

former employee and 0 for current employees. We used the same control variables as before. 386 

Furthermore, given the impact of different types of job attributes on employee turnover, we further 387 

controlled for five sub-ratings, namely career opportunities (CarrRating), compensation and 388 

benefits (CompRating), senior management (ManagRating), work/life balance (WorkRating), 389 

culture & values (CultRating). Since the dependent variable is binary, we used a logistic regression 390 

model. Specifically, the model was estimated using the following equation: 391 𝑃(𝑠𝑡𝑎𝑡𝑢𝑠 = 1|𝑋𝑖𝑗) = 𝑓(𝛽0 + 𝛽1𝑃𝑒𝑟𝑐𝑒𝑝𝑡𝑖𝑜𝑛𝑖𝑗 + 𝛽2𝑃𝑜𝑠𝑖𝑡𝑖𝑜𝑛𝑖𝑗 + 𝛽3𝑇𝑒𝑛𝑢𝑟𝑒𝑖𝑗 +392 𝛿𝐶𝑜𝑛𝑡𝑟𝑜𝑙𝑠 + 𝑌𝑒𝑎𝑟𝑦  + 𝑀𝑜𝑛𝑡ℎ𝑚 + 𝜀𝑖𝑗)    (4) 393 𝑃(𝑠𝑡𝑎𝑡𝑢𝑠 = 1|𝑋𝑖𝑗) = 𝑓(𝛽0 + 𝛽1𝑃𝑒𝑟𝑐𝑒𝑝𝑡𝑖𝑜𝑛𝑖𝑗 + 𝛽2𝑃𝑜𝑠𝑖𝑡𝑖𝑜𝑛𝑖𝑗 + 𝛽3𝑇𝑒𝑛𝑢𝑟𝑒𝑖𝑗 +394 𝛽4𝑃𝑒𝑟𝑐𝑒𝑝𝑡𝑖𝑜𝑛𝑖𝑗 × 𝑃𝑜𝑠𝑖𝑡𝑖𝑜𝑛𝑖𝑗 + 𝛽5𝑃𝑒𝑟𝑐𝑒𝑝𝑡𝑖𝑜𝑛𝑖𝑗 × 𝑇𝑒𝑛𝑢𝑟𝑒𝑖𝑗 + 𝛿𝐶𝑜𝑛𝑡𝑟𝑜𝑙𝑠 + 𝑌𝑒𝑎𝑟𝑦  +395 𝑀𝑜𝑛𝑡ℎ𝑚 + 𝜀𝑖𝑗)  (5) 396 

where 𝑃 denotes the likelihood that employee 𝑖 in company 𝑗 is a former employee. Figure 397 

2 presents the data analytics procedure. 398 

 399 

Fig. 2. Data analytics procedure. 400 



4. Results 401 

4.1. Perceived ESG practices in employee online reviews 402 

Table 2 shows the descriptive and correlative results. In our dataset, 73,543 reviews contain 403 

ESG-related keywords, while the remaining 120,757 reviews do not contain ESG keywords. This 404 

indicates that more than one-third of the reviews mention ESG-related topics. Figure 3 displays the 405 

distribution of all ESG-related reviews across ratings. Employees mention social and governance 406 

practices more frequently in their reviews, while environmental practices are mentioned relatively 407 

less. In addition, employees tend to mention ESG more frequently when they are dissatisfied.  408 



Table 2 Descriptive and correlative results. 409 

Variables (1) (2) (3) (4) (5) (6) (7) (8) (9) (10) (11) (12) 

(1) Rating 1.000            

(2) Perception_ESG 0.197 1.000           

(3) Perceptio_E -0.003 0.145 1.000          

(4) Perceptio_S 0.113 0.664 -0.009 1.000         

(5) Perceptio_G 0.169 0.748 -0.006 0.025 1.000        

(6) Position 0.060 0.037 0.001 0.021 0.032 1.000       

(7) Tenure 0.118 0.033 0.005 0.024 0.023 0.183 1.000      

(8) Status -0.229 -0.064 0.001 -0.030 -0.061 -0.057 -0.076 1.000     

(9) ProsRevLength 0.113 0.032 -0.002 0.021 0.025 0.025 0.021 -0.095 1.000    

(10) ConsRevLength -0.302 -0.040 -0.006 -0.026 -0.031 -0.022 -0.031 0.063 0.258 1.000   

(11) RevNum  0.097 0.043 -0.003 0.035 0.028 0.055 0.092 -0.034 -0.061 -0.055 1.000  

(12) Avgrating  0.306 0.088 -0.000 0.057 0.070 0.019 0.090 -0.075 0.009 -0.109 0.317 1.000 

Mean 3.526 0.443 0.004 0.199 0.239 0.238 2.394 0.542 16.860 24.816 2042.970 3.558 

S.D. 1.385 11.893 1.846 7.696 8.711 0.426 1.342 0.498 23.825 49.509 3504.857 0.417 

Min 1 -100 -100 -100 -100 0 1 0 1 1 1 1 

Max 5 100 100 100 100 1 6 1 1483 5556 13358 5 

 410 

 411 

Fig. 3. Proportion of ESG-related reviews in each rating dimension.  412 

Figure 4 illustrates the temporal evolution of ESG practices as perceived in employee online 413 

reviews. The figure shows that perceived ESG practices increase linearly over time, peaking during 414 

the COVID-19 outbreak in 2020, followed by a gradual decline in subsequent years. This trend may 415 

be attributed to companies’ efforts to improve resilience during the COVID-19 pandemic through 416 

ESG practices (Chen et al., 2022; Dogru et al., 2022).  417 

Specifically, employees’ perceived environmental practices have fluctuated considerably as a 418 

whole, experiencing year-on-year ups and downs between 2013 and 2015. Some effects related to 419 



the landmark Paris Climate Agreement of 2015 could potentially explain this trend (Scott and 420 

Gössling, 2022). Regarding the social dimension, the overall situation remained relatively stable 421 

after 2014. There was a sharp upswing in employee perceptions in 2020, followed by a gradual 422 

decline in subsequent years. Employees’ perceived governance practices has exhibited an increasing 423 

trend year after year, with relatively stable fluctuations. This pattern suggests that the governance 424 

measures undertaken by the hospitality industry have been gradually improving, thereby 425 

contributing to increased satisfaction among employees regarding the governance dimension 426 

(Guetat et al., 2015). 427 

  428 

  429 

Fig. 4. The temporal evolution of ESG practices as perceived in employee online reviews. 430 

Table 3 illustrates variations in perceived ESG practices across different categories of 431 

employees. In terms of employment status, current employees demonstrate significantly positive 432 

perceptions towards ESG practices compared to former employees (Mean current = 1.020, Mean former 433 

= 0.250; F = 594.16; p < 0.001). This may give us a first support of an associaton of deficiencies in 434 

ESG practices at the organizational level with employee turnover. Regarding employee position, 435 

managers’ ESG perception is significantly more positive than those of non-managers (Mean manager 436 

= 1.199, Mean non-manager = 0.456; F = 363.79; p < 0.001). In addition, employees’ perceived ESG 437 

practices increases with their stay in the organization (F = 41.22; p < 0.001).   438 



Table 3 ESG perception of different employee characteristics 439 

Variable  Observations Mean SD ANOVA 

Employment Status Current Employee 90,655 1.020 6.953 F = 594.16 

P < 0.001 Former Employee 103,645 0.250 6.932 

Position Level Manager 40,021 1.199 8.356 F = 363.79 

P < 0.001 Non-manager 154,279 0.456 6.528 

Organizational Tenure <1  34,746 0.323 6.059 F = 41.22 

P < 0.001 [1–3)  40,415 0.466 6.844 

[3–5)  22,478 0.772 7.264 

[5–8) 11,555 1.001 7.391 

[8–10) 4,944 1.116 7.704 

>=10 5,364 1.274 7.823 

Figure 5 shows the differences in perceived ESG practices across various tenures within 440 

organizations. The findings reveal that employees’ perceived ESG practices tend to rise 441 

incrementally as their organizational tenure lengthens. Furthermore, managers consistently exhibit 442 

higher levels of ESG perception over time compared to non-managers.  443 

 444 

 445 

Fig. 5. Differences in perceived ESG practices across organizational tenure and position levels 446 

4.2. Hypothesis testing 447 

Before testing the hypotheses, we checked the variance inflation factors (VIFs) of the variables. 448 

The maximum VIF of the variables does not exceed 3, indicating that there is no concern for 449 

multicollinearity (Stamolampros et al., 2019). Table 4 presents the main effect of perceived ESG 450 



practices on job satisfaction and the moderating effect of employee position and organizational 451 

tenure, respectively. Table 5 reveals such effects on employee turnover and the corresponding 452 

moderating effect. Model 1 shows that perceived ESG practices is significantly and positively 453 

correlated with overall ratings (𝛽 = 0.025, 𝑝 <  0.01 ), indicating that higher perceived ESG 454 

practices generate more satisfaction. Likewise, Model 5 demonstrates that perceived ESG are 455 

negatively associated with employee turnover (𝛽 = −0.004, 𝑝 <  0.01 ), indicating that higher 456 

perceived ESG practices reduce the likelihood that an employee leaves the company. The results 457 

support Kim et al.’s (2024) finding that perceived ESG practices are positively related to employees’ 458 

willingness to stay. Thus, H1 and H2 are supported. 459 

Concerning the moderating effects, Model 4 and Model 8 report that the combination of 460 

employee position and perceived ESG practices has no significant effect on overall ratings, while it 461 

has a significant and negative effect on employee turnover (𝛽 = −0.004, 𝑝 <  0.01 ), which is 462 

illustrated in Figure 6. This indicates that there is no significant difference in the effect of managers’ 463 

and non-managers’ perceived ESG practices on job satisfaction, but managers’ perceived ESG 464 

practices have a stronger effect on their turnover than non-managers, supporting H3b but not H3a. 465 

Similarly, the combination of organizational tenure and perceived ESG practices has a significant 466 

and negative effect on overall ratings (𝛽 = −0.001, 𝑝 <  0.01 ) while it has a significant and 467 

positive effect on employee turnover (𝛽 = 0.001, 𝑝 <  0.01). This suggests that longer-tenured 468 

employees’ perceived ESG practices have a weaker impact on their satisfaction and turnover than 469 

shorter-tenured employees, supporting H4a and H4b. Figures 7 and 8 visually illustrate interaction 470 

effects.  471 

4.3. Additional analyses 472 

We conducted additional analyses to investigate the impact of specific ESG dimensions on job 473 

satisfaction and employee turnover and presented the results in Tables 6 and 7. Column 4 in Table 474 

6 shows that the estimated coefficient of perceived social practices is significant and positive (𝛽 =475 0.014, 𝑝 <  0.01), indicating that higher perceived social practices lead to higher ratings. Similarly, 476 

perceived governance practices are significantly and positively correlated with overall ratings (𝛽 =477 0.020, 𝑝 <  0.01 ). However, perceived environmental practices have no significant effect on 478 

satisfaction. This finding is consistent with Appiah’s (2019) study that the company’s practices 479 



regarding environmental protection do not affect hotel employee satisfaction. 480 

Column 4 in Table 7 shows the estimated coefficients of perceived social (𝛽 = −0.006, 𝑝 <481  0.01) and governance (𝛽 = −0.002, 𝑝 <  0.01) practices are significant and negative, indicating 482 

that a company’s lack of practice in these two dimensions leads to employee turnover. However, the 483 

relationship between employees’ perceived environmental practices and employee turnover is not 484 

significant, indicating that perceived environmental practices do not affect their turnover. Similar 485 

results were obtained by grouping the sample for analysis by position level and organizational tenure, 486 

as shown in columns 5–8 of Tables 6 and 7.  487 

Table 4 Contribution of perceived ESG practices to job satisfaction. 488 

 Dependent variable: Overall rating 

 Model 1 Model 2 Model 3 Model 4 

Perception_ESG 0.017*** 0.017*** 0.019*** 0.019*** 

 (0.000) (0.000) (0.001) (0.001) 

Position 0.049*** 0.048*** 0.049*** 0.048*** 

 (0.008) (0.008) (0.008) (0.008) 

Tenure 0.068*** 0.068*** 0.068*** 0.068*** 

 (0.003) (0.003) (0.003) (0.003) 

Position × Perception_ESG  0.000  0.001 

  (0.001)  (0.001) 

Tenure × Perception_ESG   –0.001*** –0.001*** 

   (0.000) (0.000) 

ProsRevLength 0.010*** 0.010*** 0.010*** 0.010*** 

 (0.001) (0.001) (0.001) (0.001) 

ConsRevLength –0.008*** –0.008*** –0.008*** –0.008*** 

 (0.001) (0.001) (0.001) (0.001) 

AvgRating 0.799*** 0.799*** 0.799*** 0.799*** 

 (0.013) (0.013) (0.013) (0.013) 

RevNum –0.000 –0.000 –0.000 -0.000 

 (0.000) (0.000) (0.000) (0.000) 

Status –0.457*** –0.457*** –0.457*** –0.457*** 

 (0.010) (0.010) (0.010) (0.010) 

Year YES YES YES YES 

Month YES YES YES YES 

_cons 0.647*** 0.647*** 0.646*** 0.646*** 

 (0.068) (0.068) (0.068) (0.068) 

N 119,502 119,502 119,502 119,502 

R2 0.261 0.261 0.261 0.261 

AIC 380,826 380,828 380,814 380,814 

Log Likelihood –190,382 –190,382 –190,375 –190,374 

Notes: Standard errors in parentheses; * p < 0.10, ** p < 0.05, *** p < 0.01  489 



Table 5 Contribution of perceived ESG practices to employee turnover. 490 

 Dependent variable: Status is former 

 Model 5 Model 6 Model 7 Model 8 

Perception_ESG –0.004*** –0.003*** –0.006*** –0.005*** 

 (0.001) (0.001) (0.001) (0.001) 

Position –0.159*** –0.155*** –0.159*** –0.155*** 

 (0.014) (0.014) (0.014) (0.014) 

Tenure –0.076*** –0.076*** –0.077*** –0.077*** 

 (0.005) (0.005) (0.005) (0.005) 

Position × Perception_ESG  –0.004***  –0.004*** 

  (0.001)  (0.001) 

Tenure × Perception_ESG   0.001 0.001** 

   (0.000) (0.000) 

ProsRevLength –0.007*** –0.007*** –0.007*** –0.007*** 

 (0.000) (0.000) (0.000) (0.000) 

ConsRevLength 0.003*** 0.003*** 0.003*** 0.003*** 

 (0.000) (0.000) (0.000) (0.000) 

AvgRating –0.113*** –0.113*** –0.113*** –0.113*** 

 (0.016) (0.016) (0.016) (0.016) 

RevNum –0.000*** –0.000*** –0.000*** –0.000*** 

 (0.000) (0.000) (0.000) (0.000) 

WorkRating –0.051*** –0.051*** –0.051*** –0.051*** 

 (0.006) (0.006) (0.006) (0.006) 

CultRating –0.006 –0.006 –0.006 –0.006 

 (0.007) (0.007) (0.007) (0.007) 

CarrRating –0.095*** –0.095*** –0.095*** –0.095*** 

 (0.007) (0.007) (0.007) (0.007) 

CompRating 0.062*** 0.062*** 0.063*** 0.062*** 

 (0.006) (0.006) (0.006) (0.006) 

ManagRating –0.133*** –0.133*** –0.133*** –0.133*** 

 (0.007) (0.007) (0.007) (0.007) 

Year YES YES YES YES 

Month YES YES YES YES 

_cons 1.200*** 1.199*** 1.201*** 1.200*** 

 (0.079) (0.079) (0.079) (0.079) 

N 119,502 119,502 119,502 119,502 

pseudo R2 0.053 0.053 0.053 0.053 

AIC 156,123 156,111 156,123 156,109 

Log Likelihood –78,026 –78,020 –78,026 –78,018 

Notes: Standard errors in parentheses; * p < 0.10, ** p < 0.05, *** p < 0.01 491 

 492 

 493 



 494 

Fig. 6. Marginal effects of perceived ESG practices on employee tenure with different position level 495 

   496 

Fig. 7. Marginal effects of perceived ESG practices on job satisfaction with varing organizational tenure 497 

 498 

Fig. 8. Marginal effects of perceived ESG practices on employee tenure with varing organizational tenure 499 
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Table 6. Additional analyses of job satisfaction 501 

 All sample Position level Organizational tenure 

 Managers Non-

managers 

<= 3 

years 

> 3 years 

 (1) (2) (3) (4) (5) (6) (7) (8) 

Perception_E –0.003   –0.002 0.001 –0.003 -0.004* 0.002 

 (0.002)   (0.002) (0.004) (0.002) (0.003) (0.003) 

Perception_S  0.015***  0.014*** 0.013*** 0.014*** 0.015*** 0.013*** 

  (0.001)  (0.000) (0.001) (0.001) (0.001) (0.001) 

Perception_G   0.020*** 0.020*** 0.018*** 0.020*** 0.021*** 0.018*** 

   (0.000) (0.000) (0.001) (0.001) (0.001) (0.001) 

Controls YES YES YES YES YES YES YES YES 

Year YES YES YES YES YES YES YES YES 

Month YES YES YES YES YES YES YES YES 

_cons 0.519*** 0.563*** 0.610*** 0.652*** 0.772*** 0.669*** 0.762*** 0.976*** 

 (0.070) (0.069) (0.069) (0.068) (0.095) (0.076) (0.082) (0.071) 

N 119,502 119,502 119,502 119,502 28,420 91,082 75,161 44,341 

R2 0.240 0.247 0.256 0.262 0.326 0.241 0.251 0.270 

AIC 384,101 383,080 381,622 380,637 88,182 292,012 243,296 136,610 

Log Likelihood –192,019 –191,509 –190,780 –190,286 –44,059 –145,974 –121,616 –68,273 

Notes: Standard errors in parentheses; * p < 0.10, ** p < 0.05, *** p < 0.01 502 

 503 

Table 7. Additional analyses of employee turnover 504 

 All sample Position Level Organizational tenure 

 Managers Non-

managers 

<= 3 

years 

> 3 years 

 (1) (2) (3) (4) (5) (6) (7) (8) 

Perception_E –0.000   –0.001 0.005 –0.001 –0.002 0.003 

 (0.003)   (0.003) (0.008) (0.004) (0.004) (0.006) 

Perception_S  –0.002***  –0.002*** –0.002 –0.002** –0.001 –0.004*** 

  (0.001)  (0.001) (0.002) (0.001) (0.001) (0.001) 

Perception_G   –0.006*** –0.006*** –0.007*** –0.005*** –0.007*** –0.005*** 

   (0.001) (0.001) (0.001) (0.001) (0.001) (0.001) 

Controls YES YES YES YES YES YES YES YES 

Year YES YES YES YES YES YES YES YES 

Month YES YES YES YES YES YES YES YES 

_cons 1.233*** 1.226*** 1.204*** 1.198*** 1.612*** 1.014*** 1.187*** 0.712*** 

 (0.079) (0.079) (0.079) (0.079) (0.167) (0.090) (0.100) (0.128) 

N 119,502 119,502 119,502 119,502 28,420 91,082 75,161 44,341 

pseudo R2 0.053 0.053 0.053 0.053 0.080 0.044 0.057 0.041 

AIC 156,190 1561,831 156,114 156,111 36,314 119,575 96,981 59,044 

Log Likelihood –78,060 –78,057 –78,022 –78,019 –18,121 –59,752 –48,455 –29,486 

Notes: Standard errors in parentheses; * p < 0.10, ** p < 0.05, *** p < 0.01  505 



5. Discussion and Conclusions 506 

Stakeholders such as employees, customers, and investors, are becoming increasingly aware 507 

of social and environmental sustainability (Gerged et al., 2022; Guzzo et al., 2023; Kılıç et al., 2021). 508 

This awareness forces hospitality industry companies to embrace ESG practices that facilitate 509 

sustainable development (Bianco et al., 2023). In this context, it is essential to comprehend 510 

perceptions of different stakeholders, especially internal company employees, as they are the 511 

implementers of ESG practices. This study responds to the call for research on the role of employees 512 

in promoting sustainable development by exploring hotel employee perceptions of ESG practices 513 

(Rhou and Singal, 2020).  514 

5.1. Theoretical contributions 515 

This study makes several contributions to the existing literature. First, while previous research 516 

(Chen et al., 2022; Dogru et al., 2022; Lin et al., 2023) primarily focused on investigating the 517 

relationship between ESG implementation and company performance in hospitality from the 518 

institutional and organizational viewpoint, this paper explores ESG practices from an internal 519 

perspective. Our longitudinal approach shows that hotel employees’ perceived ESG practices 520 

increase over time and are influenced by external events such as the COVID-19 epidemic. This 521 

highlights the ongoing improvements in ESG practices within the tourism and hospitality sectors 522 

and provides indirect evidence of the pandemic’s impact on employees’ perceptions of sustainable 523 

practices (Su & Chen, 2020). Additionally, this study addresses the often-overlooked heterogeneity 524 

in the impact of sustainable practices on employees (Xie and Jain, 2024), particularly the differences 525 

in attitudes across various job roles and stages of tenure. Our findings reveal that managers exhibit 526 

higher perceptions of ESG practices than non-managers and employee perceptions of ESG practices 527 

increase with longer tenure. These insights underscore the complexity and dynamism of ESG 528 

components and the differing focus of employees in diverse roles and tenure stages.  529 

Second, this study empirically supports social identity theory by revealing that employees 530 

exhibit more positive attitudes and behaviors when they perceive that the organization implements 531 

activities, such as ESG practices, that enhance their identity (Ashforth and Mael, 1989; De Roeck 532 

and Delobbe, 2012). While research suggesting that company social activities influence employee 533 

attitudes and behaviors, there is limited empirical evidence on how company ESG practices affect 534 



employee satisfaction and turnover (Kim et al., 2024). Using employee-generated data, we 535 

examined this relationship exploring differences in the effects of perceived company social 536 

responsibility practices on attitudes and behaviors across individuals (Garrido‐Ruso and Aibar‐537 

Guzmán, 2022; Xie and Jain, 2024). Our findings reveal that managers, whose organizational goals 538 

and values align more closely with ESG practices, have a higher social identity, leading to greater 539 

job satisfaction and lower turnover compared to non-managers. Additionally, employees with 540 

shorter tenures, who are often focused on building their social identity, show higher susceptibility 541 

to the impact of ESG practices on job satisfaction and turnover than those with longer tenures.  542 

Regarding the hotel industry, ESG practices not only meet customer expectations but also 543 

enhance the hotel's reputation and trustworthiness, thereby increasing customer satisfaction and 544 

loyalty and improving the overall customer experience (Kim and Stepchenkova, 2020; Legendre et 545 

al., 2024; Mariani and Borghi, 2020). Additionally, our study shows that ESG practices increase 546 

internal organizational benefits by improving employee satisfaction and reducing turnover. These 547 

internal benefits, in turn, lead to improved service quality and customer satisfaction, demonstrating 548 

a holistic impact of ESG initiatives across both internal and external stakeholders. This holistic 549 

impact underscores the value of ESG initiatives in fostering a favorable environment for both 550 

employees and customers, thereby reinforcing the strategic importance of such practices for 551 

sustainable business success (Su and Chen, 2020). 552 

Third, this study adds to the critical discussion on the varying importance of distinct ESG 553 

elements (Guzzo et al., 2020). We found that employees’ perceived social and governance practices 554 

significantly affect satisfaction and turnover, while environmental factors did not, supporting 555 

previous findings (Appiah, 2019). This may be because employees see environmental practices as 556 

less directly related to their daily work or well-being, whereas social and governance initiatives have 557 

a more direct impact on their work environment and job satisfaction. While environmental and 558 

social issues have been thoroughly discussed in corporate social responsibility literature within 559 

tourism and hospitality sector (D’Acunto et al., 2020; Rhou and Singal, 2020), governance issues, 560 

despite their importance and influence, are often studied separately. Our study discovered that 561 

governance practices are mentioned more frequently in employee reviews and had a greater impact 562 

on employee satisfaction and turnover.  563 

Finally, the study responds to the call for new methodologies to study organizational behaviors 564 



(Bi et al., 2024). We introduce an innovative approach to measuring employee perceptions of ESG 565 

practices. Unlike previous studies that relied on surveys or scenario experiments (Kim et al., 2024; 566 

Oh et al., 2024), our approach captures employee’ perceived ESG practices in a large sample, 567 

enhancing external validity. In addition, our study bridges the gap of previous studies on employee 568 

perceptions that are mainly based on cross-sectional analyses by survey (Guzzo et al., 2020). By 569 

conducting a longitudinal analysis of a substantial sample of employee reviews from over 4,000 570 

hotel companies, we provide a detailed depiction of ESG practices in the hotel industry, offering a 571 

novel perspective for research in this field. 572 

5.2. Managerial implications 573 

This study provides practical implications for practitioners and investors in the tourism and 574 

hospitality industry. Firms can use big data analytics to monitor employee opinions regarding ESG 575 

practices through employee online review platforms like Glassdoor and Indeed (Stamolampros et 576 

al., 2019). These reviews can help measure the consistency between employee perceptions and 577 

reality. If disparities exist, companies can adjust and improve their ESG practices through forums, 578 

internal reports, training, and targeted communication (El Akremi et al., 2018). Dynamic monitoring 579 

can show changes in employee perceptions before and after ESG initiatives and compare how 580 

internal employees treat different stakeholders, helping to rebalance ESG policies and ensure 581 

fairness.  582 

Furthermore, managers should acknowledge the differences in employees’ perceptions of ESG 583 

pratices. Managers and employees with longer tenures tend to have higher levels of ESG perception 584 

and exhibit more positive emotions, attitudes, and behavioral responses. Managers should prioritize 585 

ESG-related reviews on platforms like Glassdoor, as they carry significant weight among job 586 

seekers. Companies need to actively promote their ESG practices during recruitment to attract 587 

diverse talent (Rubel et al., 2023). Managing the company’s online presence is crucial, including 588 

being responsive to reviews and integrating ESG-related content on the website. This approach 589 

enhance the organization’s social responsibility image and appeal to potential employees. Investors 590 

can refine their investment strategies using these insights, gaining a nuanced understanding of 591 

employee perspectives on ESG practices from within companies. By integrating employee-driven 592 

disclosures with traditional institutional rating methods, investors can more accurately gauge a 593 



company’s ESG practices. 594 

5.3. Limitations and extensions 595 

This study presents several limitations. First, due to its exploratory nature, we analyzed data 596 

solely from the Glassdoor platform and restricted our focus to U.S. companies. Future research 597 

could expand to different review platforms, comparing employees’ viewpoints across platforms. 598 

Moreover, previous studies (e.g., Jia, 2020; Mariani et al., 2020; Stamolampros et al., 2020) have 599 

documented the impact of diverse cultural backgrounds on online reviews. To enhance the 600 

universality of our research findings, future studies could incorporate employee review data from 601 

multiple countries, allowing for a deeper exploration of how different cultural backgrounds 602 

influence employees' perceptions of ESG. Second, our study’s primary objective was to describe 603 

employees’ perceived ESG practices and their effects on job satisfaction and employee turnover. 604 

Subsequent research could further explore the mechanisms of the relationship between employees’ 605 

perceived ESG practices and their attitudes and behaviors toward work. Additionally, due to the 606 

availability of platform data, we only considered the moderating effects of position level and 607 

organizational tenure. In the future, other employee characteristics can be further considered as 608 

moderating variables. Finally, our study primarily employed lexicon-based methods to explore ESG 609 

perceptions. In the future, more advanced methods than the Word2Vec approach could be used to 610 

generate ESG dictionary, thus improving the lexicon results. Future research could expand this 611 

approach to examine other challenging-to-measure indicators, such as employee discrimination. 612 

Additionally, linking internal employee viewpoints with key corporate performance indicators could 613 

unearth hidden value within employee reviews.  614 
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