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ABSTRACT

Backgrounds Researchers believe that the activities included in the scope of Green
Human Resource Management can have a positive relationship and a significant
influence on employee performance because by improving these activities,
employees' personalities will become better trained in carrying out responsibilities
regarding the environment, and can pay more attention. important things in more
detail, and ultimately can improve employee performance. Objectives Therefore, this
research aims to analyze the influence of Green Human Resource Management on
Employee Performance. Different from a number of other studies, this research adds
the Work Environment variable as a moderating variable. Methods: This research is a
quantitative research with an exploratory approach which uses the previous issues
surrounding Green Human Resource Management, Employee Performance and the
Work Environment as stepping stones to find separate elements of novelty in each
topic and unite them into elements of new novelty and different from previous
research . The data in this research uses primary data that researchers obtained from
Suzuki employees spread throughout Indonesia. The data that researchers obtained
was distributed using the online questionnaire method and analyzed using the smart
PLS 4.0 analysis tool. Results and Conclusions: the Green Human Resource
Management variable can have a positive relationship direction and a significant
influence on Employee Performance because the P-Values value is below the
significance level of 0.05 namely 0.019.. Apart from this, there is a second hypothesis
of researchers who believe that the Work Environment variable can moderate the
influence of the Green Human Resource Management variable on employee
performance because a comfortable and safe environment can make the green
resource green management program help to influence employee performance more
significantly. In line with this statement, the results of the second row of the third
table of the Path Coefficient show more significant results, namely 0.000 below 0.05,
which is more significant than the direct test of 0.019. Thus, the first and second
hypotheses in this research can be confirmed and accepted.

Keywords : Green Human Resource Management, Employee Performance , Work
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INTRODUCTION

According to (H. H. D. N. . Opatha, 2014), GHRM is all activities in the development,
implementation and maintenance of systems that aim to make employees of an
organization have environmentally friendly behavior. According to (Nawangsari, 2019),the
Human Resources (HR) function will be a driver of environmental sustainability in
organizations by aligning their practices and policies with sustainability goals that reflect
an environmental focus. (Dumont, 2017) emphasize that GHRM is a practice that includes
green recruiting, namely hiring employees with environmental awareness, green training
to develop employees' skills, competencies and knowledge about environmentally friendly
concepts, green performance appraisals to assess employees based on environmentally
friendly concept standards, as well as green rewards to provide incentives to employees
who understand and implement environmentally friendly concepts.

Studies and research that comprehensively discuss the term Green Human Resource
Management or what is abbreviated to Green HRM are still few in developing countries and
countries in Asia. In Indonesia, the term Green Human Resource Management or what is
abbreviated to Green HRM still seems to be a fairly new concept, both for employees,
professionals and academics in the field of human resources (P. . Opatha, 2013). In the
international context, studies related to Green HRM only began in 1990, even though it had
been practiced in organizations before the 1980s (Arulrajah, 2016)arulra. Green HRM
emerged due to a careful approach from world organizations to save and keep the earth
green, which was then understood as a process to green the organization and its human
resources (Mandip, 2012b). Go green is the use of products and methods that will not have
a negative impact on the environment in the form of pollution produced and depletion of
natural resources (Robinson, 2004).

Green human resource management is stated as the implementation of human
resource policies aimed at promoting sustainable resource use in organizations, and
generally promoting the cause of environmental sustainability (Shuck, 2014). Green HRM
reflects an organization's strategic orientation towards environmental protection and calls
on top management to pay attention to organizational processes and practices that
encourage people to take part in environmentally friendly work behaviors to reduce
environmental pollution in the workplace (Thomas, 2007).

Green HRM means attracting and retaining employees who care about the
environment, providing training related to environmental conservation, and taking
employee contributions to environmental conservation programs into account in their
performance assessments (Ariffin, 2003). defines Green HRM as the involvement of all
activities in the development, implementation and maintenance of sustainable systems
aimed at making an organization's employees environmentally friendly. According to
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(Panggabean, 2018), Green HRM is defined as the process of making employees green by
using green human resource policies and practices, and this is for the benefit of individuals,
society, communities, and for the entire planet. Green HRM is the process of utilizing
human resources in the workplace to achieve organizational goals in a deliberate manner
and ensuring the process contributes to environmental sustainability. With the aim of using
HR functions, policies, strategies and practices as a mechanism for environmental
management in the workplace (Mandip, 2012a).

There are several things that can be influenced by Green HRM, including employee
performance. Research by (Handoko, 2000)found that GHRM had a positive effect on
Employee Engagement among garment employees in Bangladesh. The theories used are
(Hasibuan, 2007)for the GHRM variable and Schaufeli et al, (2008) for the Employee
Engagement variable. (Supriyanto, 2019) in his research found that GHRM had a positive
and significant effect on employee engagement among higher education staff in Palestine.
The theory used is (Dumont, 2017) for the GHRM variable and (Bakker, 2008) for the
Employee Engagement variable.

In line with the research above, research (Satria & Resmawa, 2022) ; (Hadjri et al.,
2020) ; (Ainunnisa, 2023); (Septianingsih, 2022) & (Rudiyanto Saseta Sitorus, 2022) show a
positive relationship and a significant influence on employee performance. Different from
a number of previous studies, this research adds the Work Environment variable as a
moderating variable.

METHODS

Researchers believe that the activities included in the scope of Green Human
Resource Management can have a positive relationship and a significant influence on
employee performance because by improving these activities, employees' personalities will
become better trained in carrying out responsibilities regarding the environment, and can
pay more attention (Winda Meidina & Netty Laura, 2022). important things in more detail,
and ultimately can improve employee performance. Therefore, this research aims to
analyze the influence of Green Human Resource Management on Employee Performance
(Rio et al., 2021). Different from a number of other studies, this research adds the Work
Environment variable as a moderating variable (Vera Parlinda, 2019). This research is a
quantitative research with an exploratory approach which uses the previous issues
surrounding Green Human Resource Management, Employee Performance and the Work
Environment as stepping stones to find separate elements of novelty in each topic and
unite them into elements of new novelty and different from previous research (Amri et al.,
2022) . The data in this research uses primary data that researchers obtained from Suzuki
employees spread throughout Indonesia (Amri et al., 2022). The data that researchers
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obtained was distributed using the online questionnaire method and analyzed using the

smart PLS 4.0 analysis tool with the following research model (Hair, 2010):
Figure 1
Model

> EP

Noted:
GHRM: Green Human Resource Management

EP: Employee Performance
WK: Work Envorinement

Hypothesis:
H1: The Influence Green Human Resource Management of Employee Performance

H2: Work Environment can moderates The Influence Green Human Resource Management

of Employee Performance

RESULTS AND DISCUSSION

Valdity Test
As is usually used in research using smart PS 4.0 analysis tools with primary data

distributed via online questionnaires, the stages usually carried out are validity tests,
reliability tests, and path coefficients in each study. The results of the validity test in this

research include the following (Gujarati, 2013):
Table 1
Validity Test
Question Item Loading Factor
Green human resource 0.821
activities can improve
employee performance
Green human resources
Green Human Resource activities can create a calm
Management work environment
(X1) Green human resource
management activities can

Variable

0.811

0.819
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make employee
commitment stronger
The activity of green 0.822
human resources is a good
way to improve employee

performance
Employee performance can 0.912
be influenced by green
Employee Performance resource management
) Employee performance can 0.911

be influenced by the work
environment
The work environment can 0.889
influence green human
Work Envorinement resource management
(2) The work environment can 0.887
influence employee
performance

Valid > 0.70

Reliability Test
In line with the explanation in the validity test section, when using smart PLS 4.0,

after carrying out a validity test, the next thing to do is a reliability test. Reliability testing
can be carried out if each questionnaire used in this research is valid with a loading factor
value above 0.70. The results of the reliability test in this research are as follows (Ghozali,
2016):

Table 2
Reliability Test
Variable Composite Cronbach Alfa Noted
Reliability

Green Human 0.892 0.841 Reliable

Resource
Management

Employee 0.939 0.899 Reliable
Performance

Work Environment 0.899 0.850 Reliable

Reliable > 0.70

Path Ceofisien
The final stage is in accordance with the researcher's explanation in the validity and

reliability testing section after ensuring that the 9 question items used in this research are
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valid and the Green Human Resource Management, Employee Performance and Work
Environment variables are reliable. So the most advanced stage is the Path Coefficient with

the following results (Sarstedt et al., 2014):

Table 3
Path Coefisien
Variable P-Values Noted
Direct Influence GHRM-> EP 0.019 Accepted
Indirect Influence WE*GHRM-> EP 0.000 Accepted

Significant Level < 0.05

Researchers believe that the activities included in the scope of Green Human
Resource Management can have a positive relationship and a significant influence on
employee performance because by improving these activities, employees' personalities will
become better trained in carrying out responsibilities regarding the environment, and can
pay more attention. important things in more detail, and ultimately can improve employee
performance. In line with the statement above, the results of the first row of the third table
of the Path Coefficient show similar results if the Path Coefficient variable shows that the
Green Human Resource Management variable can have a positive relationship direction
and a significant influence on Employee Performance because the P-Values value is below
the significance level of 0.05 namely 0.019. These results are in line with research (Satria &
Resmawa, 2022) ; (Hadjri et al., 2020) ; (Ainunnisa, 2023); (Septianingsih, 2022) & (Rudiyanto
Saseta Sitorus, 2022). Apart from this, there is a second hypothesis of researchers who
believe that the Work Environment variable can moderate the influence of the Green
Human Resource Management variable on employee performance because a comfortable
and safe environment can make the green resource green management program help to
influence employee performance more significantly. In line with this statement, the results
of the second row of the third table of the Path Coefficient show more significant results,
namely 0.000 below 0.05, which is more significant than the direct test of 0.019. Thus, the
first and second hypotheses in this research can be confirmed and accepted.

CONCLUSIONS

Researchers believe that the activities included in the scope of Green Human
Resource Management can have a positive relationship and a significant influence on
employee performance because by improving these activities, employees' personalities will
become better trained in carrying out responsibilities regarding the environment, and can
pay more attention. important things in more detail, and ultimately can improve employee
performance. In line with the statement above, the results of the first row of the third table
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of the Path Coefficient show similar results if the Path Coefficient variable shows that the
Green Human Resource Management variable can have a positive relationship direction
and a significant influence on Employee Performance because the P-Values value is below
the significance level of 0.05 namely 0.019. These results are in line with research (Satria &
Resmawa, 2022); (Hadjri et al., 2020) ; (Ainunnisa, 2023); (Septianingsih, 2022) & (Rudiyanto
Saseta Sitorus, 2022). Apart from this, there is a second hypothesis of researchers who
believe that the Work Environment variable can moderate the influence of the Green
Human Resource Management variable on employee performance because a comfortable
and safe environment can make the green resource green management program help to
influence employee performance more significantly. In line with this statement, the results
of the second row of the third table of the Path Coefficient show more significant results,
namely 0.000 below 0.05, which is more significant than the direct test of 0.019. Thus, the
first and second hypotheses in this research can be confirmed and accepted.
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