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Abstract 
Research aims: The goal of this study is to investigate the impact of GHRM on 
VGB, which can be influenced by a variety of factors, including employee green 
motivation (GM). This study also uses environmental belief (EB) as a mediation 
that affects GHRM on VGB and green organizational identity (GOI) as a mediation 
that affects GHRM on TGB. 
Design/Methodology/Approach: The design implemented is quantitative 
research that utilizes Structural Equation Modeling (SEM) with Confirmatory 
Factor Analysis (CFA) as the method of analysis. The sampling method used is 
purposive sampling, with a minimum of 135 respondents who are employees or 
members of organizations in Indonesia that implement an environmentally 
friendly culture and are at least 21 years old. This design is consistent with the 
characteristics of SEM-CFA research, which tests hypotheses and confirms 
correlations between observable and latent variables. 
Research findings: The study found that GHRM improves employees' voluntary 
and task-related green behaviors. Environmental beliefs and the identity of eco-
friendly organizations serve as crucial mediators in this relationship. GHRM also 
influences green motivation, although it does not directly drive green behavior. 
These findings highlight the importance of environmentally friendly HR policies in 
supporting employee behavior and improving the company's environmental 
performance. 
Theoretical Contribution/Originality: This study provides a theoretical 
contribution by demonstrating how Green Human Resource Management 
(GHRM) influences employees' green behavior through factors such as 
environmental belief (EB) and green organizational identity (GOI). Practically, this 
research emphasizes the importance of a more comprehensive implementation 
of Green Human Resource Management to enhance employees' green behavior 
and the environmental performance of companies in Indonesia. 
Practitioners/Policy Implications: The implication for building VGB and TGB is that 
employees need to implement GHRM practices optimally so that their EB and GOI 
can be effectively carried out, thereby positively impacting VGB and TGB. 
Research Limitations/Implications: The limitations of this study include its focus 
on companies in Indonesia, making the results less generalizable to other 
countries. The incomplete implementation of GHRM limits the findings on the 
impact of green motivation (GM) on voluntary green behavior (VGB). Additionally, 
the quantitative approach restricts deeper exploration of qualitative factors that 
may influence green behavior. 
Keywords: Green Motivation; Green Human Resource Management; Green 
Behavior; Environmental Management 

 
 

AFFILIATION: 

Department of Management, 
Faculty of Economics and 
Business, Universitas Esa Unggul, 
Jakarta, Indonesia 
 
*CORRESPONDENCE: 
byousanjaya@gmail.com 
 
THIS ARTICLE IS AVAILABLE IN: 
http://journal.umy.ac.id/index.php/mb  
 
DOI: 10.18196/mb.v16i1.23670 
 
CITATION: 
Sanjaya, N. B., & Edastama, P. (2025). 
The Mediating Effect of Green 
Motivation between GHRM and 
Voluntary Green Behavior in 
Indonesia's Companies and 
Organizations. Jurnal Manajemen 
Bisnis, 16(1), 135-157. 
 
ARTICLE HISTORY 
Received: 
17 Aug 2024 
Revised: 
11 Nov 2024 
29 Nov 2024 
15 Dec 2024 
14 Jan 2025 
Accepted: 
16 Jan 2025 
 

 
This work is licensed under a Creative 
Commons Attribution-ShareAlike 4.0 
International (CC BY-SA 4.0) 

https://scholar.google.com/citations?hl=en&user=cAg4-HsAAAAJ
mailto:byousanjaya@gmail.com
http://journal.umy.ac.id/index.php/mb
http://dx.doi.org/10.18196/mb.v16i1.23670
https://creativecommons.org/licenses/by-sa/4.0/
https://crossmark.crossref.org/dialog/?doi=10.18196/mb.v16i1.23670&domain=pdf


Sanjaya & Edastama 
The Mediating Effect of Green Motivation between GHRM and Voluntary Green Behavior … 

 

 

Jurnal Manajemen Bisnis, 2025 | 136 

Introduction 

 
Environmental issues such as global warming, resource shortages, and pollution of water 
and soil have emerged as major worldwide concerns. Stricter international environmental 
regulations and agreements are prompting companies to enhance their commitment to 
environmental sustainability (Mi et al., 2020). To meet these requirements, businesses 
must implement new strategies and proactive measures that not only maintain high 
productivity while effectively using limited resources but also incorporate eco-friendly 
practices into their corporate policies (Zou & Zhang, 2022). A prominent strategy being 
adopted is Green Human Resource Management (GHRM), which encompasses a range of 
human resource activities aimed at boosting a company's environmental performance 
through sustainable practices that accord with the organization's environmental aims. 
(Aftab et al., 2022). 
 
The employee involvement in the implementation of ecological sustainable practices 
within the organizations plays a critical role. As a result, employee green behavior (EGB), 
refined as employees’ conduct in the workplace, has become a pivotal factor in driving 
the organisation's pursuit of green development (Zacher et al., 2023). Green Human 
Resource Management (GHRM) has the potential to support EGB, which is key to 
increasing employees' absorption of sustainability in their daily work and initiatives 
(Dumont, Shen, & Deng, 2017). They comprise task-related green behavior (TGB), which 
includes actions performed on behalf of the organization as part of necessary 
organizational duties, and voluntary green behavior (VGB), which results from an 
individual's initiative to engage in environmentally friendly practices (Ercantan & 
Eyupoglu, 2024). While GHRM has the capacity to encourage EGB, Ghosh and Haque 
(2024) observed that many organizations have not completely adopted GHRM policies. 
Kodua et al. (2022) highlight the necessity of gathering direct data to assess the 
implementation of these policies, whereas Pinzone et al. (2016) point out that the 
influence of GHRM policies on employee participation in TGB and VGB is still uncertain. 
 
Several previous research have provided insights into the relationship between GHRM 
and EGB. For example, Chaudhary (2019) discovered that GHRM practices had a direct 
impact on EGB through employees' TGB and VGB. Chen et al. (2021) emphasize the 
importance of GHRM in influencing employee green behavior and altering their cognition, 
emotions, and motivation. Junsheng et al. (2020) show that the extent to which an 
organization encourages and incentives its employees to engage in pro-environmental 
conduct influences green behavior within the organization. These data suggest that green 
motivation (GM) is critical to improving EGB. According to Odhiambo (2023), benefits such 
as tax breaks, profit sharing, and non-monetary incentives might encourage employees to 
engage in ecologically responsible behaviors. Zhu et al. (2021) further elaborate that 
GHRM affects EGB through mediating factors such as environmental trust (EB) for 
VGBbanddgreen organizationallidentity (GOI) for TGB. However, the relationship 
between GHRM and GM, which subsequently influences VGB and TGB, has not been 
thoroughly examined. This study will delve into this aspect by utilizing GM as a mediating 
variable. 
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Given the limitations of previous research, this study seeks to address that gap by 
investigating the impact offGreeniHumannResource Managementt(GHRM) on Voluntary 
Green Behavior (VGB), with Green Motivation (GM) serving as a mediating variable. The 
research will be conducted in companies that have adopted environmentally friendly 
attitudes within their organizational culture, with the aim of enriching theory and offering 
ideas to these companies to promote GM so that employee VGB can be effectively 
implemented, and GHRM can develop within the organization.  
 
 

Literature Review and Hypotheses Development  
 
The Relationship Between GHRM and EGB  
 
According to Dumont, Shen, and Deng (2017), GHRM can motivate employee green 
behavior (EGB) and is essential for promoting environmentally friendly workplace 
involvement. Ones and Dilchert (2012) also highlight that GHRM helps organizations 
achieve green performance by encouraging EGB. Research by Chang and Chen (2013) 
confirms that GHRM policies improve green performance, while Shen et al. (2018) suggest 
that a strong organizational reputation boosts employee confidence and engagement in 
behaviors that support organizational success. Furthermore, Dumont, Shen, and Deng 
(2017) note that promotions, appraisals, and rewards based on green performance 
motivate employees to take responsibility and contribute to environmental conservation. 
Thus, GHRM fosters discipline towards TGB and inspires VGB in the workplace. 
 
The connection between these variables can be understood through the implementation 
of GHRM, which enhances environmental performance and can directly encourage 
employees to adopt eco-friendlyibehavior (EGB) in relation to their job responsibilities. 
Additionally, GHRM also encourages employee discipline in fulfilling environmental 
responsibilities (TGB) and inspires voluntary engagement in green behavior (VGB). 
Overall, GHRM benefits not only the environment but also the organization's reputation 
and prosperity by promoting green behavior among employees. Based on the link 
between these factors, the following hypothesis is proposed: 
 
H1: GHRM has a positive effect on VGB. 
 
H2: GHRM has a positive effect on TGB. 
 
 
The Relationship Between GHRM and GM 
 
Studies, such as Chen and Chang (2013), show that GHRM enhances green awareness, 
creativity, innovation, and performance. According to Amabile et al. (1995), employees 
who are passionate about their work are more engaged and satisfied, leading to better 
task completion. Li et al. (2020) suggest that GHRM fosters a healthy environment and 
encourages green practices, boosting employee motivation. Mittal and Dhar (2016) 
emphasize that employee green motivation (GM) is crucial for green performance, as lack 
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of motivation hinders the successful implementation of green plans. Singh et al. (2020) 
further argue that ability, motivation, and green opportunities impact a company's green 
performance. 
 
The relationship between these factors can be explained by the fact that implementing 
GHRM can improve environmental performance by encouraging employees to engage in 
more environmentally friendly actions. Employees' interest and involvement in their work 
motivates them to be more focused and passionate about completing environmentally 
friendly tasks. GHRM fosters a supportive environment, increasing employees' incentive 
to engage in environmentally beneficial activities. Employee motivation ensures that the 
organization's environmental plans succeed and have a beneficial impact on the 
company's environmental performance. Based on the link between these factors, the 
following hypothesis is proposed: 
 
H3: GHRM has a positive effect on GM. 
 
 
TheiRelationship Between GM and VGB 
 
Ambec and Lanoie (2008) highlight that motivated employees who embrace green policies 
can provide companies with a competitive advantage. Understanding organizational goals 
drives employees to align their behavior with the company's values and sustainability 
initiatives (Temminck et al., 2015). Tian et al. (2020) classify motivation into controlled 
(external/internal) and autonomous (self-driven), with Norton et al. (2015) noting that 
controlled motivation influences TGB, while autonomous motivation fosters voluntary 
VGB. Chou (2014) further states that green organizations encourage environmentally 
friendly behavior, while individual environmental beliefs also play a role in shaping 
employee actions. 
 
The association between these variables might be explained by the fact that employees' 
willingness to accept environmentally friendly practices can give the organization a 
competitive edge. Employees who understand the organization's goals will be more 
motivated to align their behavior with the company's environmental values and 
initiatives. Employee motivation is divided into two types: controlled motivation, which 
affects TGB (Task-related Green Behavior), and autonomous motivation, which affects 
VGB (Voluntary Green Behavior). Employees who are autonomously motivated tend to 
voluntarily engage in environmentally friendly behavior because they find it meaningful. 
Additionally, organizations that adopt green practices can directly stimulate employees' 
environmentally friendly behavior, while individuals' environmental beliefs indirectly 
influence their behavior. Based on the link between these factors, the following 
hypothesisiis proposed: 
 
H4: GM hasia positiveieffect on VGB. 
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TheiMediating Effect of GM between GHRM and VGB 
 
Employees require supervision depending on expected rewards like salary or promotion 
(Norton et al., 2015). GHRM increases awareness of environmental protection, enhances 
skills (Roy & Thérin, 2008), and motivates responsibility and participation in green policies 
(Bansal & Roth, 2000). By offering bonuses, promotions, and rewards, GHRM encourages 
employees to engage in green activities (Daily & Huang, 2001). This involvement leads to 
improved organizational green performance and fosters the development of VGB (Felin 
et al., 2015). 
 
The relationship between these variables can be explained by the fact that GHRM plays a 
crucial role in enhancing employees' awareness and motivation towards environmental 
protection through incentives such as bonuses, promotions, and rewards. Employees who 
feel valued and motivated by these benefits are more likely to support environmentally 
friendly policies and practice green behaviors in the workplace. This, in turn, improves the 
organization's green performance and promotes the emergence of Voluntary Green 
Behavior (VGB), hence increasing employee participation in environmental activities. 
Based on the link between these factors, the following hypothesis is proposed: 
 
H5: Thereiis an effect of GHRM on VGB mediated by GM. 
 
 
TheiRelationshipiBetweeniGHRM and EB 
 
Self-determinationitheory states that human motivation is driven by internal demands 
(Rigby & Ryan, 2018). Companies can implement GHRM to promote EB by first recruiting 
employees with strong environmental motivation through selection processes that 
emphasize green values (Chou, 2014). Second, training programs should include 
environmental knowledge and regulations to foster responsibility for environmental 
protection (Gilal et al., 2019). Third, performance evaluations, salary management, and 
employee empowerment in green policies can enhance environmental initiatives, 
enthusiasm, and responsibility (Madsen & Ulhøi, 2001). GHRM strengthens employees' 
sense of responsibility and willingness, improving EB (Zhu et al., 2021). 
 
The association between these factors can be explained by the fact that the adoption of 
GHRM prioritizes employees' intrinsic desire to support environmental conservation. 
Actions taken by the company, such as recruiting employees with strong environmental 
motivation, providing environmental knowledge training, and using performance 
evaluations and incentive policies, can foster employees' initiative and sense of 
responsibility towards environmental protection. By integrating green values, GHRM 
enhances employees' willingness to engage in environmental behavior (EB), thus 
encouraging their involvement in more effective environmental policies. Based on the link 
between these factors, the followingihypothesisiis proposed: 
 
H6: GHRMihas aipositive effection EB. 
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TheiRelationship Between EB and VGB 
 
Employees with high EB find environmental conservation more meaningful and exciting. 
Kim et al. (2020) discovered that when a person's EB is sufficiently large, autonomous 
motivation drives them to behave in ways consistent with their EB. As a result, people are 
more ready to engage in VGB and are satisfied with the behavior (Dunlap et al., 2000). 
Huang (2016) discovered that employees with good environmental attitudes engage in 
more sustainable actions. Raineri and Paillé (2016) also discovered that employees with 
high EB have a stronger ecological commitment and are encouraged to engage in more 
green actions. 
 
The association between these factors can be explained by the fact that employees with 
high levels of Environmental Behavior (EB) have autonomous motivation that leads them 
to act in accordance with sustainability values, making them more likely to engage in 
Voluntary Green Behavior. Employees with a positive environmental attitude 
demonstrate more sustainable behavior and have a stronger ecological commitment, 
which ultimately increases their involvement in environmentally friendly practices at 
work. This creates a positive cycle where high EB strengthens VGB and enhances 
commitment to environmental preservation. Based on the link between these factors, the 
following hypothesis is proposed: 
 
H7: EB hasiaipositiveieffection VGB. 
 
 
Theimediating effectiof EB between GHRM and VGB 
 
Zhu et al. (2021) found that trust in green policies increases concern and responsibility for 
environmental issues. Niemeyer (2010) notes that consumers believe efforts like 
renewable energy development and reducing fossil fuel use can help protect the 
environment. Employees who value greening processes, based on their pro-
environmental beliefs, are more likely to align with organizational actions (Collier & 
Esteban, 2007). Through GHRM policies, employees are guided to focus on environmental 
issues, influencing their EB and encouraging VGB (Zhu et al., 2021). 
 
The association between these variables can be explained by the fact that the more 
employees believe in green initiatives, the greater their concern and responsibility for 
environmental issues. Employees with a strong pro-environmental belief are more likely 
to engage in organizational actions that support environmental preservation. Through 
GHRM policies, the company can guide employees to continuously focus on 
environmental issues, which ultimately enhances their Environmental Behavior (EB). This 
encourages employees to actively demonstrate Voluntary Green Behavior (VGB) that 
aligns with their pro-environmental beliefs. Based on the link between these factors, the 
following hypothesis is proposed: 
 
H8: There is an effecttoffGHRM oniVGB mediated by EB. 
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TheiRelationship Between GHRM and GOI 
 
Besharov (2014) suggests that when individuals identify with a social group, they adopt 
its values and norms. GHRM policies are crucial for shaping employees' identities through 
organizational relationships centered on these values. Chen (2011) states that an 
organization's environmental vision and resource investment foster a culture of 
environmental concern. GOI can influence employee behavior, motivating them to 
contribute innovative ideas and actions, which improve the organization's environmental 
performance and green adaptability (Chen & Chang, 2013). 
 
The association between these factors can be explainediby the fact that GHRM policies 
have a significant impact on employee identification by connecting the organization's 
valuesiand conventions with environmentaliissues. When theiorganization has a clear 
environmental vision and allocates resources to support green initiatives, it creates a 
culture that cares about the environment. Moreover, these policies can encourage 
employees to put more effort into generating new ideas and actions that can enhance the 
organization's ability to address environmental problems and adapt to these changes. 
Based on the link between these factors, the following hypothesis is proposed: 
 
H9: GHRMihas aipositive effection GOI. 
 
 
TheiRelationshipiBetween GOI andiTGB 
 
Blader et al. (2017) discovered thatiorganizational identity has a substantial relationship 
with employeeiattitudes (e.g., jobisatisfaction, workiengagement) andibehaviors. The GOI 
positions its members to explain greenipolicies in the workplaceiand provideiemployees 
meaningful significance (Paillé et al., 2014). Employees with a high degreeiof GOIihave 
favorable views about theiorganization's green policies and seek to be more valuable to 
theiorganizationiby completing their work in a moreienvironmentallyifriendly manner 
(Zhu et al., 2021). 
 
The association between these factors can beiexplained by theifact that a strong company 
identity, particularly in terms of environmental policy, has a substantialiimpact on 
employees' attitudesiandibehaviors. When employees have a good relationship toithe 
organization'sienvironmental policies, they are moreilikely to support these policies and 
aspire to contribute more, such as by performing duties in a more ecologically responsible 
manner. This implies that green policies can increase staff involvement and commitment 
to supporting the organization's long-term goals. Based on the link between these factors, 
the followingihypothesis isiproposed: 
 
H10: GOI hasia positiveieffect on TGB. 
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TheiMediating Effect ofiGOI between GHRM 
 
Xing et al. (2019) conducted research to explain how and to what extent GHRM influences 
how employees complete TGB. GOI assists employees in understanding the organization's 
role in reaching green goals, as well as their own actions. In other words, the GOI creates 
conditions for organizational members to explainigreen policies in the workplaceiand 
provides profound meaningito employees (Xing et al., 2019). Employeesiwill haveia better 
understandingiand determination of greenipolicies in the workplace, as well as greater 
satisfaction and utilization of green methods to fulfill job responsibilities (C. H. Chang and 
Chen, 2013). 
 
The association between these factors can be explained by the fact that the organization's 
GHRM policies have a significant impaction how employees perceiveiand support 
environmental goals. Employees are more inclined to finish activities in an ecologically 
friendly way when they comprehend their part in accomplishing these objectives and are 
given a deeper meaning for the green policies. Employee engagement in supporting the 
company's green initiatives and job satisfaction are subsequently improved. Based on the 
link between these factors, the followingihypothesis isiproposed: 
 
H11: Thereiis an effect of GHRM on TGB mediated by GOI. 
 

 
 

Figure 1 Theoretical framework 
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Research Methods 
 
The measurement of the variables studied in this research is based on the adoption of 
previous studies. There are 5 variables to be examined, namely: (1) green human resource 
management, with indicators such as green targets, selection, training, and rewards based 
on environmentally friendly behavior (Dumont, Shen & Deng, 2017); (2) employee green 
behavior, including indicators of personal initiatives and tasks that support sustainability 
(Bissing-Olson, 2012); (3) green motivation, with indicators such as management push, 
incentives, workshops, and training; (Zibarras & Coan, 2015); (4) Environmental belief, 
which is the view that human conduct has a detrimental impact on the environment (Kim 
et al., 2020); (5) Green organizational identity, which includes indicators of pride in the 
organization's history, aims, mission, and environmental culture (Chen, 2011). All items 
for these categories are scored on a 5-point Likert scale, from 1 (strongly disagree) to 5 
(strongly agree). This study has a total of 27 questions. 
 
Data collection was conducted using an online survey involving employees and members 
of companies and organizations in Indonesia, categorized as students, private/state-
owned company employees, civil servants, and entrepreneurs, who have implemented 
environmentally friendly practices in their organizational culture. The purposive sampling 
technique was used to determine the sample, with criteria that were specifically set. 
Respondents selected must be at least 21 years old and actively involved in pro-
environmental behavior, such as supporting or participating in environmentally friendly 
activities within the company or organization they work for. These criteria were chosen 
to ensure that the data collected aligns with the main focus of the research, which is the 
implementation of environmentally friendly practices. The target number of respondents 
for completing the questionnaire was at least 135 individuals. 
 
The analysis method uses AMOS for Structural Equation Modeling (SEM) and SPSS 22 for 
Confirmatory Factor Analysis (CFA) to test data validity and reliability. Validity is tested 
through Kaiser Meyer-Olkin (KMO), Measure of Sampling Adequacy (MSA), and 
Communalities tests, while reliability is tested using Cronbach’s alpha and Composite 
Reliability (CR). Although the Average Variance Extracted (AVE) for GHRM is lower than 
0.5, this may be due to limitations of the indicators in capturing the variance of the 
construct or the complexity of the GHRM dimensions within the organizational context 
(Fornell & Larcker, 1994; Bagozzi & Yi, 1988). Hypotheses are tested by observing P Values 
(< 0.05), Critical Ratio (C.R), and Effects values, which measure the direction and 
magnitude of the influence between variables, justifying that despite the low AVE, the 
model and indicators remain relevant for the research context (Benjamin & Berger, 2019). 
 
 

Results and Discussion 
 
Based on the online survey, a total of 196 respondents were collected from 4 categories 
of companies and organizations, including students, private/state-owned company 
employees, civil servants, and entrepreneurs. From this total, only 178 respondents were 
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selected because 18 respondents did not meet the criteria. Below is the profile of the 
respondents in this study: 
 
Table 1 Research Respondent Profile 

Description Number of Respondents Percentage 

Gender 
Male  
Female 

87 
109 

44,6 % 
55,4 % 

Age 
21 – 25 years old 
26 – 30 years old 
31 – 35 years old 
36 – 40 years old 
41 – 45 years old 
> 45 years old 

159 
18 
5 
8 
3 
3 

81,1 % 
9,2 % 
2,6 % 
4,1 % 
1,5 % 
1,5 % 

Occupation 
Student/University Student 
Private Employee/BUMN 
Civil Servant  
Entrepreneur 

90 
73 
19 
14 

45,9 % 
37,2 % 
9,7 % 
7,1 % 

Has the organization adopted eco-friendly practices? 
Yes 
No 

178 
18 

90,8 % 
9,2 % 

 
The data shows that 55.4% of the respondents were female, and 44.6% were male. The 
majority of respondents were aged 21-30 years (90.3%), and the remaining respondents 
were over 30 years old (9.7%). The collected data was then tested with the following 
results: 
 
Table 2 Results of the Data Validity Test 

Variable KMO 
(>0.60) 

Anti-image 
(>0.50) 

Communalities 
(>0.50) 

Green Human Resource 
Management 

0.792 0.797 0.649 

Voluntary Green Behavior 0.660 0.673 0.736 
Task-related Green Behavior 0.709 0.715 0.753 
Green Motivation 0.785 0.801 0.703 
Environmental Belief 0.766 0.767 0.630 
Green Organisational Indentity 0.908 0.910 0.726 

 
Based on the results of the research, all variables met the required criteria for validity and 
reliability. The Kaiser-Meyer-Olkin (KMO) values for GHRM (0.792), VGB (0.660), TGB 
(0.709), GM (0.785), EB (0.766), and GOI (0.908) all exceeded the minimum threshold of 
0.6, indicating that the sampling was adequate (Kaiser, 1970). The Measure of Sampling 
Adequacy (MSA) values for each variable also surpassed 0.5, confirming the consistency 
and accuracy of the data (Kaiser & Cerny, 1979). Additionally, the Communalities values 
for all variables (GHRM = 0.649, VGB = 0.736, TGB = 0.753, GM = 0.703, EB = 0.630, GOI = 
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0.726) were above 0.5, validating that the variables and indicators are well explained 
(Gatignon, 2013). Therefore, all variables were deemed acceptable and valid for analysis. 
 
Table 3 Results of the Data Reliability Test 

Variable α (>0.60) CR (>0.70) AVE (>0.50) 

GreeniHuman Resource Management 0.820 0.793 0.489 
Voluntary GreeniBehavior 0.815 0.882 0.714 
Task-relatediGreen Behavior 0.835 0.832 0.623 
GreeniMotivation 0.857 0.890 0.671 
Environmental Belief 0.803 0.820 0.534 
Green Organisational Indentity 0.924 0.932 0.696 

 
According to Shrestha (2021), if Cronbach's alpha value is greater than 0.7, the data can 
be accepted as reliable. Based on the research results, the Cronbach's alpha test values 
are as follows: GHRM α = 0.820, VGB α = 0.815, TGB α = 0.835, GM α = 0.857, EB α = 0.803, 
GOI α = 0.924. The results show that all variables exceed the established threshold of 0.6, 
meaning that all variables have acceptable reliability. According to Fornell and Larcker 
(1994) and Bagozzi and Yi (1988), the CR and AVE calculations for each variable are as 
follows: GHRM CR = 0.793 and AVE = 0.489, VGB CR = 0.882 and AVE = 0.714, TGB CR = 
0.832 and AVE = 0.623, GM CR = 0.890 and AVE = 0.671, EB CR = 0.820 and AVE = 0.534, 
GOI CR = 0.935 and AVE = 0.696. Generally, the AVE value should be greater than 0.5; 
however, in the AVE calculation for the GHRM variable, the AVE value was found to be 
less than 0.5. According to Fornell and Larcker (1994) and Bagozzi and Yi (1988), if the AVE 
value is less than 0.5 but the CR value of the variable is greater than 0.6, the data validity 
is still acceptable and can be continued for further analysis. 
 
Table 4 Results of the Descriptive Statistics Test 

Variable Minimum Maximum Mean 

Green Human Resource Management 1 5 3.579 
Voluntary Green Behavior 3 5 4.047 
Task-related Green Behavior 3 5 4.022 
Green Motivation 1 5 3.617 
Environmental Belief 2 5 3.971 
Green Organisational Indentity 1 5 3.868 

 
Based on the descriptive statistical test to provide an overview of the data for each 
variable, it was found that the average value for the GHRM variable was the lowest (Mean 
GHRM = 3.579), while the variable with the highest average value was VGB (Mean VGB = 
4.047). This indicates that one of the indicators in GHRM has a relatively low mean value. 
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Table 5 Hypothesis Testing of the Research Model 
Hypothesis Hypothesis Statement P 

(<0.05) 
C.R Effect

s 
Description 

H1 GHRM has a positive impact on 
VGB 

0.001 3.480 0.600 Hypothesis accepted 

H2 GHRM has a positive impact on 
TGB 

0.031 2.158 0.228 Hypothesis accepted 

H3 GHRM has a positive impact on 
GM 

0.001 8.802 0.913 Hypothesis accepted 

H4 GM has a positive impact on 
VGB 

0.458 -
0.741 

-0.113 Hypothesis not 
accepted 

H5 There is an influence of GHRM 
on VGB mediated by GM 

0.137 -
1.093 

-0.005 Hypothesis not 
accepted 

H6 GHRM has a positive impact on 
EB 

0.001 3.527 0.341 Hypothesis accepted 

H7 EB has a positive impact on VGB 0.001 3.961 0.288 Hypothesis accepted 
H8 There is an effect of GHRM on 

VGB mediated by EB 
0.004 2.625 0.277 Hypothesis accepted 

H9 GHRM has a positive impact on 
GOI 

0.001 7.622 0.712 Hypothesis accepted 

H10 GOI has a positive impact on 
TGB 

0.001 5.114 0.558 Hypothesis accepted 

H11 There is an effect of GHRM on 
TGB mediated by GOI 

0.001 4.263 0.397 Hypothesis accepted 

 
The data analysis shows good results, although 3 out of the 27 indicators need to be 
discarded because the test results did not meet the criteria for analysis. Based on the 
hypothesis testing results, as shown in Table 5, it was found that 9 hypotheses had P 
Values below 0.05, meaning that the error in the data analysis is less than 5%, so these 9 
hypotheses are accepted. Meanwhile, 2 hypotheses were not accepted because their P 
Values were above 0.05 (H4 P = 0.458; H5 P = 0.137), indicating a 45.8% error in H4 and a 
13.7% error in H5. 
 
The results of hypothesis testing revealed that the Critical Ratio (C.R) values for the 9 
accepted hypotheses were positive. Conversely, the two hypotheses that were rejected 
showed negative C.R values, specifically: H4 C.R = -0.741 and H5 C.R = -1.093. The 
accepted impact values indicate the strength of the positive influence between the 
variables, which can be summarized as follows: Hypothesis 1 (H1) has a positive impact of 
0.600, Hypothesis 2 (H2) of 0.228, Hypothesis 3 (H3) of 0.913, Hypothesis 6 (H6) of 0.341, 
Hypothesis 7 (H7) of 0.288, Hypothesis 8 (H8) of 0.277, Hypothesis 9 (H9) of 0.712, 
Hypothesis 10 (H10) of 0.558, and Hypothesis 11 (H11) of 0.397. From these impact 
values, it is evident that the largest positive influence occurs in Hypothesis 3, where GHRM 
exerts a significant positive effect on GM, underscoring the critical role of GHRM in 
improving green management (GM). 
 
The Relationship Between GHRM and EGB 
 
The findings of this study indicate that the association between Green Human Resource 
Management (GHRM) and Voluntary Green Behavior (VGB) is good. The application of 
GHRM promotes employees to actively participate voluntarily in environmental 
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protection initiatives that go outside the scope of their job, without requiring external 
incentives. This is consistent with Dumont, Shen, and Deng's (2017) research, which found 
that GHRM can drive employee green behavior (EGB) and is critical for encouraging 
environmentally friendly workplace involvement. By supporting voluntary environmental 
measures, GHRM helps enterprises and organizations enhance their green performance. 
This study also shown that GHRM and Task-Related Green Behavior (TGB) are positively 
related. The implementation of GHRM practices, such as setting Key Performance Indicators 
(KPIs) for employees, including GHRM parameters in recruitment and selection, providing 
training, and offering compensation and promotions for employees who effectively apply 
GHRM, can enhance the green performance of the organization. This supports the findings of 
Ones and Dilchert (2012), who emphasize that GHRM helps organizations achieve green 
performance by motivating employees to fulfill their environmental responsibilities. Similarly, 
research by Chang and Chen (2013) confirms that GHRM policies contribute to improving 
green performance, and Shen et al. (2018) suggest that a strong organizational reputation 
boosts employee confidence and engagement in behaviors that support the organization's 
environmental goals. Overall, this study supports previous research showing that GHRM not 
only encourages voluntary green behavior (VGB) by motivating employees to take the 
initiative in environmental protection but also promotes discipline in fulfilling environmental 
responsibilities (TGB). Both behaviors contribute to improving green performance, ultimately 
benefiting the organization by strengthening its commitment to environmental sustainability. 
 
The Relationship between GHRM and GM 
 
The results of this study indicate that the relationship between Green Human Resource 
Management (GHRM) and Green Motivation (GM) has a positive effect. Effective GHRM 
implementation boosts employee confidence as part of the organization, which, in turn, 
encourages employees to engage more in behaviors that contribute to the success and 
performance of the company and organization. This finding aligns with previous research, 
such as that by Chen and Chang (2013), which shows that GHRM enhances green 
awareness, creativity, innovation, and overall performance. Amabile et al. (1995) also 
found that employees who are passionate about their work tend to be more engaged and 
satisfied, leading to better task completion. In addition, Li et al. (2020) highlighted that 
GHRM fosters a healthy environment and encourages green practices, thus boosting 
employee motivation. Mittal and Dhar (2016) emphasized the importance of employee 
green motivation (GM) for achieving green performance, as a lack of motivation can 
hinder the successful implementation of green initiatives. Similarly, Singh et al. (2020) 
argue that a combination of ability, motivation, and green opportunities plays a critical 
role in improving a company’s green performance. Therefore, the implementation of 
GHRM can significantly enhance green motivation (GM), encouraging employees to 
actively participate in environmental care activities, thus benefiting both the company 
and the broader organizational green performance. 
 
The relationship between GM and VGB 
 
The results of this study show that the relationship between Green Management (GM) 
and Voluntary Green Behavior (VGB) does not have a positive influence. These findings 
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suggest that even though GM is implemented in companies and organizations, it does not 
automatically encourage voluntary environmentally friendly behavior from employees. 
One factor to consider is the basic concept of VGB itself. As a behavior that should be 
performed voluntarily, VGB requires intrinsic motivation from individuals, not solely 
external encouragement from the GM policies or systems applied by the company. If 
employees feel that their VGB is a responsibility arising from GM policies, they will not 
carry out the behavior with full awareness and commitment, but rather as a response to 
the obligations imposed by the company. 
 
This rejected hypothesis provides additional insight into the importance of motivational 
factors in implementing GM. One possible explanation is that companies in Indonesia 
have not fully integrated GM into their organizational culture. Although policies 
supporting environmental sustainability are in place, their implementation in practice 
remains inconsistent, failing to create sufficient motivation for employees to engage in 
environmentally friendly behavior voluntarily. This is reflected in the fact that many 
companies that have implemented GM do not provide sufficient incentives or rewards for 
employees actively involved in green activities. For example, Saeed et al., (2019); Daily 
and Huang (2001) explain that policies involving bonuses, promotions, or additional 
rewards can motivate employees to contribute more actively to green initiatives. 
However, if such incentives are not implemented, employees may not feel motivated to 
engage in environmentally friendly behavior with genuine and voluntary intent. This study 
reveals that even though GM is applied, without clear and measurable incentives, 
voluntary green behavior (VGB) is difficult to develop naturally. 
 
Additionally, it is important to consider that the work culture in Indonesia may influence 
the implementation of GM and VGB. A work culture that prioritizes short-term results and 
profitability, along with a lack of deep understanding of sustainability, can hinder the 
broader adoption of GM policies. Therefore, to enhance the positive impact of GM on 
VGB, companies need to pay attention to factors that affect employee motivation, such 
as providing adequate incentives and creating an organizational culture that supports 
sustainability. These findings highlight the importance of further developing an 
understanding of how organizational culture and reward systems can influence employee 
participation in environmental policies. Further research is needed to explore other 
variables that may play a role in improving the effectiveness of GM, such as sustainability 
training, better internal communication, and employee participation in designing green 
policies. Thus, companies and organizations in Indonesia can be more effective in 
encouraging voluntary green behavior and improving the overall quality of GM 
implementation. 
 
The mediating effect of GM between GHRM and VGB 
 
The results of this study show that the relationship between GM as a mediator between 
GHRM and VGB does not have a positive influence. The study found that GHRM has a 
strong and positive effect on GM, but when GM acts as a mediator, GHRM does not 
influence VGB. This may be caused by a lack of encouragement from management in 
applying motivational parameters such as compensation and promotion to employees, 
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resulting in a lack of awareness among employees regarding environmental care, which 
would foster voluntary green behavior in the implementation of GHRM. 
 
In light of this, companies and organizations that have implemented GHRM, even those 
that have set green performance targets, need to effectively implement GM with 
employees to improve the green performance of the company and organization. This 
aligns with the explanation in the previous paragraph, and Singh et al. (2020) explain that 
ability, motivation, and green opportunities can influence a company’s green 
performance. Furthermore, Felin et al. (2015) explain that when employees apply 
individual green behavior in the workplace, it will improve the green performance of the 
organization and influence the emergence of VGB within the organization. 
 
The hypothesis not being accepted in this study provides insight that, even when GHRM 
is well implemented, if there is insufficient motivational encouragement such as 
compensation or promotion linked to successful green behavior, employees may not 
recognize the need to engage in voluntary green behavior. This highlights the importance 
of creating incentives and a clear reward system to motivate employees to engage more 
actively in environmentally friendly behavior. Therefore, further development is needed 
on ways to enhance employee awareness and motivation toward sustainability, such as 
through specialized training on green behavior, more effective communication about the 
benefits of environmentally friendly policies, and the creation of a workplace culture that 
supports the more comprehensive and sustainable implementation of GHRM. 
 
The relationship between GHRM and EB 
 
The results of this study indicate that the relationship between Green Human Resource 
Management (GHRM) and Environmental Behavior (EB) has a positive effect. Proper 
implementation of GHRM can enhance EB by increasing employees' environmental 
awareness and confidence. When companies implement GHRM effectively and provide 
training and understanding of environmental issues, employees' sense of responsibility 
toward environmental protection is strengthened. 
 
This is consistent with earlier research findings, which highlight the relevance of intrinsic 
motivation in fostering green habits. Self-determination theory states that human 
motivation is driven by internal demands (Rigby & Ryan, 2018). Companies can leverage 
GHRM to promote EB by selecting employees with strong environmental motivations, 
through hiring processes that prioritize green values (Chou, 2014). Additionally, training 
programs that include environmental knowledge and regulations help foster a sense of 
responsibility for environmental protection (Gilal et al., 2019). Moreover, performance 
evaluations, salary management, and employee empowerment in green policies further 
enhance environmental initiatives, enthusiasm, and responsibility (Madsen & Ulhøi, 
2001). GHRM strengthens employees' sense of responsibility and willingness, ultimately 
improving EB (Zhu et al., 2021). These findings reinforce the idea that implementing 
GHRM practices not only raises awareness but also fosters intrinsic motivation and 
commitment to environmental protection among employees. 
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The relationship between EB and VGB 
 
The results of this study indicate that the relationship between Environmental Behavior 
(EB) and Voluntary Green Behavior (VGB) has a positive effect. EB can have a positive 
impact on VGB because the proper implementation of Green Human Resource 
Management (GHRM) will increase employee environmental awareness and confidence, 
enabling them to voluntarily implement GHRM. As a result, they are more likely to engage 
in more VGB and feel satisfaction from adopting these behaviors. These findings are 
comparable with prior research conducted by Kim et al. (2020), who discovered that 
employees with high EB perceive environmental conservation more important and 
interesting. When a person's EB is sufficiently high, autonomous motivation (intrinsic 
motivation) motivates them to behave in ways consistent with EB. This means they are 
more likely to engage in more VGB and derive satisfaction from it (Dunlap et al., 2000). 
Huang (2016) also demonstrated that employees with positive environmental attitudes 
exhibit more sustainable behaviors. Furthermore, Raineri and Paillé (2016) stated that 
employees with strong EB have greater ecological commitment and are motivated to 
engage more in environmentally friendly behaviors.  
 
The mediating effect off EB between GHRM and VGB 
 
The results of this study indicate that EB, as a mediator between GHRM and VGB, has a 
positive effect. EB as a mediator can positively influence the relationship between GHRM 
and VGB because the implementation of GHRM plays an important role in shaping 
employees' confidence in adopting environmental practices in their activities. This 
confidence leads employees to engage in GHRM voluntarily, as they feel more responsible 
and committed to environmental protection. This finding is consistent with previous 
research. Zhu ettal. (2021) found that trust in green policies increases concern and 
responsibility for environmental issues. Employees who value environmental initiatives 
based on their pro-environmental beliefs are more likely to align their actions with 
organizational green policies (Collier & Esteban, 2007). In addition, Niemeyer (2010) 
noted that consumers believe efforts like renewable energy development and reducing 
fossil fuel use contribute to protecting the environment. GHRM policies guide employees 
to focus on environmental issues, which in turn influences their EB and motivates them 
to voluntarily engage in green behaviors (Zhu et al., 2021). This shows how GHRM can 
play a pivotal role in motivating employees to adopt environmentally friendly behaviors, 
with EB serving as a bridge to increase the effectiveness of these behaviors. 
 
The relationship between GHRM and GOI 
 
The results of this study indicate that the relationship between Green Human Resource 
Management (GHRM) and Green Organizational Identity (GOI) has a positive effect. 
GHRM can have a positive impact on GOI because, in implementing the GHRM system, it 
is important to align with the company's vision and mission so that employees can better 
understand the company's goals in environmental protection activities. GHRM plays a 
crucial role in helping employees form their identity, which emerges explicitly from their 
relationships with the company and organization. These findings align with the research 
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by Besharov (2014), which states that when individuals identify with a social group, they 
adopt the values and norms of that group. GHRM policies are vital in shaping employees' 
identities through organizational relationships centered on environmental values. Chen 
(2011) also reveals that an organization's environmental vision and resource investment 
can foster a culture of environmental concern. GOI can influence employee behavior, 
motivating them to contribute innovative ideas and actions that can enhance the 
organization's environmental performance and green adaptability (Chen & Chang, 2013). 
In other words, through GHRM aligned with the organization's environmental goals, 
employees are more likely to contribute to sustainability efforts that can strengthen the 
organization's environmental performance and green competitiveness. 
 
The relationship between GOI and TGB 
 
The results of this study indicate that the relationship between GOI and TGB has a positive 
effect. GOI can positively impact TGB because when employees understand the corporate 
and organizational identity related to environmental protection activities, which are 
positive and in line with company goals, they will proudly apply GHRM in completing their 
tasks. This finding is consistent with the findings of Blader et al. (2017), who discovered 
that organizational identity is highly associated to employee attitudes (e.g., job 
satisfaction, work engagement) and employee behaviors. GOI positions employees to 
comprehend and explain green workplace standards while also providing them with a 
sense of purpose (Paillé et al. 2014). When employees have a high sense of GOI, they 
create good attitudes toward the organization's green policies, inspiring them to 
contribute more and complete their work in a more environmentally responsible manner 
(Zhu et al., 2021). This connection demonstrates how a strong business identity based on 
environmental principles can inspire employees to engage in ecologically responsible 
activities, hence increasing the success of green efforts. 
 
The mediating effect of GOI between GHRM and TGB 
 
The results of this study indicate that the relationship between Green Organizational 
Identity (GOI) as a mediator between Green Human Resource Management (GHRM) and 
Target Green Behavior (TGB) has a positive effect. GOI, as a mediator between GHRM and 
TGB, can have a positive impact because when employees feel proud of their company or 
organization for effectively implementing GHRM, it will indirectly encourage their own 
TGB and, in turn, improve the green performance of the company and organization. GOI 
provides conditions for organizational members to explain green policies in the workplace 
and imbues employees with a deeper meaning. This finding is similar to a prior study by 
Blader et al. (2017), who found that organizational identity is highly associated with 
employee attitudes (e.g., job satisfaction, work engagement) and behaviors. GOI positions 
employees to explain green policies in the workplace, giving them a strong sense of 
purpose (Paillé et al., 2014). Employees with a strong GOI create positive attitudes toward 
the organization's green policies and are inspired to contribute more to the organization 
by performing their tasks in an environmentally responsible manner (Zhu et al., 2021). 
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Furthermore, Xing et al. (2019) found that GHRM influences how and to what extent 
employees complete TGBs. GOI helps employees understand their position in assisting 
the organization in achieving its green goals and defines their contributions. In other 
words, GOI provides a framework for employees to understand green policies and 
emphasizes these policies in their work (Xing et al., 2019). Employees who have a better 
understanding and determination of green rules in the workplace report higher levels of 
satisfaction, which motivates them to execute their tasks in an environmentally friendly 
manner. 
 
 

Conclusion 
 
This study found that factors such as Green Human Resource Management (GHRM) and 
Employee Behavior (EB) mediate the relationship between GHRM and employees' 
Voluntary Green Behavior (VGB), while GHRM and Green Organizational Incentives (GOI) 
mediate the relationship between GHRM and Target Green Behavior (TGB). However, it 
was found that while GHRM can build Green Management (GM), GM does not influence 
VGB or mediate between GHRM and VGB. This is attributed to the lack of incentives or 
promotions for employees engaged in environmentally friendly activities within many 
companies in Indonesia, which results in employees being unable to implement VGB 
based on their GM. 
 
The findings of this study contribute theoretically by enriching the understanding of the 
role of Green Human Resource Management (GHRM) in shaping employees' green 
behavior, both voluntary (VGB) and target-oriented (TGB), through the mechanisms of 
Employee Behavior (EB) and Green Organizational Incentives (GOI). This study also shows 
that while GHRM can mediate the relationship between GHRM and employees' green 
behavior, the implementation of Green Management (GM) alone is not sufficient to 
encourage green behavior without clear incentives. The practical implications suggest 
that companies in Indonesia should integrate GHRM policies with a transparent reward 
system, provide clear incentives, and support green initiatives with adequate training and 
resources. This study has limitations as the sample is limited to companies in Indonesia 
and only uses a quantitative approach. Therefore, future research is recommended to 
involve a broader sample and use qualitative methods, as well as consider external factors 
such as government regulations and organizational culture to explore deeper factors 
related to employees' green behavior. 
 
 

References 
 

Aftab, J., Abid, N., Cucari, N., & Savastano, M. (2022). Green human resource management 
and environmental performance: The role of green innovation and environmental 
strategy in a developing country. Business Strategy and the Environment, 31(5), 1782-1798. 
https://doi.org/10.1002/bse.3219  

Albert, S., Ashforth, B. E., & Dutton, J. E. (2000). Organizational Identity and Identification: 
Charting New Waters and Building New Bridges. Academy of Management Review, 25(1), 
13-17. https://doi.org/10.5465/amr.2000.2791600  

https://doi.org/10.1002/bse.3219
https://doi.org/10.5465/amr.2000.2791600


Sanjaya & Edastama 
The Mediating Effect of Green Motivation between GHRM and Voluntary Green Behavior … 

 

 

Jurnal Manajemen Bisnis, 2025 | 153 

Amabile, T. M., Hil, K. G., Hennessey, B. A., & Tighe, E. M. (1995). The Work Preference 
Inventory: Assessing intrinsic and extrinsic motivational orientations: Correction. 
Journal of Personality and Social Psychology, 68(4), 580-580. https://doi.org/10.1037/0022-
3514.68.4.580  

Ambec, S., & Lanoie, P. (2008). Negotiating Identities: Proceedings of the 13th Annual 
Conference of the South African Association of Art Historians. The Academy of 
Management Review, 45-63. 

Anindita, R., & Rapiah, S. (2023). Fostering Employee Commitment in Pharmaceutical 
Company Through Green Human Resources Management. Jurnal Aplikasi Manajemen, 
21(2), 360-376. https://doi.org/10.21776/ub.jam.2023.021.02.07  

Bagozzi, R. P., & Yi, Y. (1988). On the evaluation of structural equation models. Journal of the 
Academy of Marketing Science, 16(1), 74-94. https://doi.org/10.1007/BF02723327  

Bansal, P., & Roth, K. (2000). Why Companies Go Green: A Model of Ecological 
Responsiveness Background and a Preliminary Model. Source: The Academy of Management 
Journal, 43(4), 717-736. https://doi.org/10.2307/1556363  

Benjamin, D. J., & Berger, J. O. (2019). Three Recommendations for Improving the Use of p-Values. 
American Statistician, 73(1), 186-191. https://doi.org/10.1080/00031305.2018.1543135  

Besharov, M. L. (2014). The relational ecology of identification: How organizational 
identification emerges when individuals hold divergent values. Academy of 
Management Journal, 57(5), 1485-1512. https://doi.org/10.5465/amj.2011.0761  

Blader, S. L., Patil, S., & Packer, D. J. (2017). Organizational identification and workplace 
behavior: More than meets the eye. Research in Organizational Behavior, 37(2), 19-34. 
https://doi.org/10.1016/j.riob.2017.09.001  

Chang, & Chen, Y.-S. (2013). Green organizational identity and green innovation. Management 
Decision, 51(5), 1056-1070. https://doi.org/10.1108/MD-09-2011-0314  

Chang, T. W., Chen, F. F., Luan, H. D., & Chen, Y. S. (2019). Effect of green organizational 
identity, green shared vision, and organizational citizenship behavior for the 
environment on green product development performance. Sustainability (Switzerland), 
11(3). https://doi.org/10.3390/su11030617  

Chaudhary, R. (2019). Green human resource management in Indian automobile industry. 
Journal of Global Responsibility, 10(2), 161-175. https://doi.org/10.1108/JGR-12-2018-
0084  

Cheema, S., Afsar, B., & Javed, F. (2020). Employees’ corporate social responsibility 
perceptions and organizational citizenship behaviors for the environment: The 
mediating roles of organizational identification and environmental orientation fit. 
Corporate Social Responsibility and Environmental Management, 27(1), 9-21. 
https://doi.org/10.1002/csr.1769  

Chen, Jiang, W., Li, X., & Gao, H. (2021). Effect of employees’ perceived green hrm on their 
workplace green behaviors in oil and mining industries: Based on cognitive-affective 
system theory. International Journal of Environmental Research and Public Health, 18(8). 
https://doi.org/10.3390/ijerph18084056  

Chen, Y. S. (2011). Green organizational identity: Sources and consequence. Management 
Decision, 49(3), 384-404. https://doi.org/10.1108/00251741111120761  

Chen, Y. S., & Chang, C. H. (2013). The Determinants of Green Product Development 
Performance: Green Dynamic Capabilities, Green Transformational Leadership, and 
Green Creativity. Journal of Business Ethics, 116(1), 107-119. 
https://doi.org/10.1007/s10551-012-1452-x  

Chou, C. J. (2014). Hotels’ environmental policies and employee personal environmental 
beliefs: Interactions and outcomes. Tourism Management, 40, 436-446. 
https://doi.org/10.1016/j.tourman.2013.08.001  

https://doi.org/10.1037/0022-3514.68.4.580
https://doi.org/10.1037/0022-3514.68.4.580
https://doi.org/10.21776/ub.jam.2023.021.02.07
https://doi.org/10.1007/BF02723327
https://doi.org/10.2307/1556363
https://doi.org/10.1080/00031305.2018.1543135
https://doi.org/10.5465/amj.2011.0761
https://doi.org/10.1016/j.riob.2017.09.001
https://doi.org/10.1108/MD-09-2011-0314
https://doi.org/10.3390/su11030617
https://doi.org/10.1108/JGR-12-2018-0084
https://doi.org/10.1108/JGR-12-2018-0084
https://doi.org/10.1002/csr.1769
https://doi.org/10.3390/ijerph18084056
https://doi.org/10.1108/00251741111120761
https://doi.org/10.1007/s10551-012-1452-x
https://doi.org/10.1016/j.tourman.2013.08.001


Sanjaya & Edastama 
The Mediating Effect of Green Motivation between GHRM and Voluntary Green Behavior … 

 

 

Jurnal Manajemen Bisnis, 2025 | 154 

Collier, J., & Esteban, R. (2007). Corporate Social Responsibility, and Employee Commitment 
in Libyan. International Journal of Intellectual Human Resource Management (IJIHRM), 16(01), 
19-33. 

Daily, B. F., & Huang, S.-C. (2001). Achieving Sustainability Through Attention to Human 
Resource Factors in Environmental Management. International Journal of Operations & 
Production Management, 11(5), 321-321. https://doi.org/10.1108/01443570110410892  

Dumont, J., Shen, J., & Deng, X. (2017). Effects of Green HRM Practices on Employee 
Workplace Green Behavior: The Role of Psychological Green Climate and Employee 
Green Values. Human Resource Management, 45(1), 127-145. 
https://doi.org/10.1002/hrm.21792  

Dunlap, R. E., Van Liere, K. D., Mertig, A. G., & Jones, R. E. (2000). Measuring endorsement 
of the new ecological paradigm: A revised NEP scale. Journal of Social Issues, 56(3), 425-
442. https://doi.org/10.1111/0022-4537.00176  

Dutta, S. K., Lawson, R. A., & Marcinko, D. J. (2010). Enhancing environmental awareness in 
future business leaders. International Journal of Environment and Sustainable Development, 9(1-
3), 181-193. https://doi.org/10.1504/IJESD.2010.029969  

Ercantan, O., & Eyupoglu, S. Z. (2024). Encouragement of green behaviour: A study based 
on green human resource management and environmental transformational leadership. 
Middle East Journal of Management, 11(6), 683-703. 
https://doi.org/10.1504/MEJM.2024.141915  

Felin, T., Foss, N. J., & Ployhart, R. E. (2015). The Microfoundations Movement in Strategy and 
Organization Theory. https://doi.org/10.5465/19416520.2015.1007651  

Fornell, C., & Larcker, D. (1994). Structural equation models with unobservable variables and 
measurement error: Algebra and statistics. Journal of marketing research. Advances 
Methods of Marketing Research, 18(3), 382-388. 
https://doi.org/10.1177/002224378101800313  

Gilal, F. G., Ashraf, Z., Gilal, N. G., Gilal, R. G., & Channa, N. A. (2019). Promoting 
environmental performance through green human resource management practices in 
higher education institutions: A moderated mediation model. Corporate Social 
Responsibility and Environmental Management, 26(6), 1579-1590. 
https://doi.org/10.1002/csr.1835  

Huang, H. (2016). Media use, environmental beliefs, self-efficacy, and pro-environmental 
behavior. Journal of Business Research, 69(6), 2206-2212. 
https://doi.org/10.1016/j.jbusres.2015.12.031  

Irwan, A. G. E., & Anindita, R. (2022). Measuring Green Human Resources Management in 
Indonesia’s Startup Company. Literatus: Literature for Social and Cultural Studies, 4(1), 346-
356. https://doi.org/10.37010/lit.v4i1.795  

Jabbour, C. J. C., & De Sousa Jabbour, A. B. L. (2016). Green Human Resource Management 
and Green Supply Chain Management: Linking two emerging agendas. Journal of 
Cleaner Production, 112, 1824-1833. https://doi.org/10.1016/j.jclepro.2015.01.052  

Junsheng, H., Masud, M. M., Akhtar, R., & Rana, M. S. (2020). The mediating role of 
employees’ green motivation between exploratory factors and green behaviour in the 
Malaysian food industry. Sustainability (Switzerland), 12(2). 
https://doi.org/10.3390/su12020509  

Kaiser, H. F. (1970). A Second Generation Little Jiffy Henry F. Kamer. Psychometrika, 35(4), 
401-415. https://doi.org/10.1007/BF02291817  

Kaiser, H. F., & Cerny, B. A. (1979). Factor analysis of the image correlation matrix. Educational 
and Psychological Measurement, 39(4), 711-714. 
https://doi.org/10.1177/001316447903900402  

https://doi.org/10.1108/01443570110410892
https://doi.org/10.1002/hrm.21792
https://doi.org/10.1111/0022-4537.00176
https://doi.org/10.1504/IJESD.2010.029969
https://doi.org/10.1504/MEJM.2024.141915
https://doi.org/10.5465/19416520.2015.1007651
https://doi.org/10.1177/002224378101800313
https://doi.org/10.1002/csr.1835
https://doi.org/10.1016/j.jbusres.2015.12.031
https://doi.org/10.37010/lit.v4i1.795
https://doi.org/10.1016/j.jclepro.2015.01.052
https://doi.org/10.3390/su12020509
https://doi.org/10.1007/BF02291817
https://doi.org/10.1177/001316447903900402


Sanjaya & Edastama 
The Mediating Effect of Green Motivation between GHRM and Voluntary Green Behavior … 

 

 

Jurnal Manajemen Bisnis, 2025 | 155 

Kim, W. G., McGinley, S., Choi, H. M., & Agmapisarn, C. (2020). Hotels’ environmental 
leadership and employees’ organizational citizenship behavior. International Journal of 
Hospitality Management, 87(1), 102-375. https://doi.org/10.1016/j.ijhm.2019.102375  

Li, Bhutto, T. A., Xuhui, W., Maitlo, Q., Zafar, A. U., & Ahmed Bhutto, N. (2020). Unlocking 
employees’ green creativity: The effects of green transformational leadership, green 
intrinsic, and extrinsic motivation. Journal of Cleaner Production, 255, 120-229. 
https://doi.org/10.1016/j.jclepro.2020.120229  

Li, M., Tian, Z., Liu, Q., & Lu, Y. (2022). Literature Review and Research Prospect on the 
Drivers and Effects of Green Innovation. Sustainability (Switzerland), 14(16), 1-23. 
https://doi.org/10.3390/su14169858  

Madsen, H., & Ulhøi, J. P. (2001). Integrating environmental and stakeholder management. 
Business Strategy and the Environment, 10(2), 77-88. https://doi.org/10.1002/bse.279  

Mi, L., Sun, Y., Gan, X., Yang, H., Lv, T., Shang, K., Qiao, Y., & Jiang, Z. (2020). Promoting 
Employee Green Behavior Through the Person-Organization Fit: The Moderating 
Effect of Psychological Distance. Frontiers in Psychology, 11(October), 1-16. 
https://doi.org/10.3389/fpsyg.2020.568385  

Mishra, P. (2017). A framework for sustainable organizational development in an emerging 
economy. International Journal of Organizational Analysis, 25(5), 762-788. 
https://doi.org/10.1108/IJOA-11-2016-1079  

Mittal, S., & Dhar, R. L. (2016). Effect of green transformational leadership on green creativity: 
A study of tourist hotels. Tourism Management, 57, 118-127. 
https://doi.org/10.1016/j.tourman.2016.05.007  

Niemeyer, S. (2010). Consumer voices: Adoption of residential energy-efficient practices. 
International Journal of Consumer Studies, 34(2), 140-145. https://doi.org/10.1111/j.1470-
6431.2009.00841.x  

Norton, T. A., Parker, S. L., Zacher, H., & Ashkanasy, N. M. (2015). Employee Green 
Behavior: A Theoretical Framework, Multilevel Review, and Future Research Agenda. 
Organization and Environment, 28(1), 103-125. 

Norton, T. A., Zacher, H., Parker, S. L., & Ashkanasy, N. M. (2017). Bridging the gap between 
green behavioral intentions and employee green behavior: The role of green 
psychological climate. Journal of Organizational Behavior, 38(7), 996-1015. 
https://doi.org/10.1177/1086026615575773  

Odhiambo, G. M., Waiganjo, E. W., & Simiyu, A. N. (2023). Incentivizing employee pro-
environmental behaviour: Harnessing the potential of green rewards. African Journal of 
Empirical Research, 4(2), 601-611. https://doi.org/10.51867/ajernet.4.2.60  

Paillé, P., Chen, Y., Boiral, O., & Jin, J. (2014). The Impact of Human Resource Management 
on Environmental Performance: An Employee- Level Study. Journal of Business Ethics, 
121(3), 451-466. https://doi.org/10.1007/s10551-013-1732-0  

Pinzone, M., Guerci, M., Lettieri, E., & Redman, T. (2016). Progressing in the change journey 
towards sustainability in healthcare: The role of “Green” HRM. Journal of Cleaner 
Production, 122, 201-211. https://doi.org/10.1016/j.jclepro.2016.02.031  

Raineri, N., & Paillé, P. (2016). Linking Corporate Policy and Supervisory Support with 
Environmental Citizenship Behaviors: The Role of Employee Environmental Beliefs 
and Commitment. Journal of Business Ethics, 137(1), 129-148. 
https://doi.org/10.1007/s10551-015-2548-x  

Ramli, Y., Permana, D., Soelton, M., Hariani, S., & Yanuar, T. (2020). The Implication of 
Green Marketing That Influences the Customer Awareness Towards Their Purchase 
Decision. Mix Jurnal Ilmiah Manajemen, 10(3), 385. 
https://doi.org/10.22441/mix.2020.v10i3.005  

https://doi.org/10.1016/j.ijhm.2019.102375
https://doi.org/10.1016/j.jclepro.2020.120229
https://doi.org/10.3390/su14169858
https://doi.org/10.1002/bse.279
https://doi.org/10.3389/fpsyg.2020.568385
https://doi.org/10.1108/IJOA-11-2016-1079
https://doi.org/10.1016/j.tourman.2016.05.007
https://doi.org/10.1111/j.1470-6431.2009.00841.x
https://doi.org/10.1111/j.1470-6431.2009.00841.x
https://doi.org/10.1177/1086026615575773
https://doi.org/10.51867/ajernet.4.2.60
https://doi.org/10.1007/s10551-013-1732-0
https://doi.org/10.1016/j.jclepro.2016.02.031
https://doi.org/10.1007/s10551-015-2548-x
https://doi.org/10.22441/mix.2020.v10i3.005


Sanjaya & Edastama 
The Mediating Effect of Green Motivation between GHRM and Voluntary Green Behavior … 

 

 

Jurnal Manajemen Bisnis, 2025 | 156 

Rigby, C. S., & Ryan, R. M. (2018). Self-Determination Theory in Human Resource 
Development: New Directions and Practical Considerations. Academy of Human Resource 
Development, 20(2), 600-613. https://doi.org/10.1177/1523422318756954  

Roy, M., & Thérin, F. (2008). Knowledge Acquisition and Environmental. Corporate Social 
Responsibility and Environmental Management, 15(April), 249-259. 
https://doi.org/10.1002/csr.145  

Sancho, M. P. L., Martínez-Martínez, D., Larran Jorge, M., & Herrera Madueño, J. (2018). 
Understanding the link between socially responsible human resource management and 
competitive performance in SMEs. Personnel Review, 47(6), 1215-1247. 
https://doi.org/10.1108/PR-05-2017-0165  

Senjaya, V., & Anindita, R. (2020). The Role of Transformational Leadership and 
Organizational Culture Towards Satisfaction Among Mining Industry. Journal of Applied 
Management (JAM), 18(4), 767-782. https://doi.org/10.21776//ub.jam.2020.018.04.15  

Shen, J., Dumont, J., & Deng, X. (2018). Employees’ Perceptions of Green HRM and Non-
Green Employee Work Outcomes: The Social Identity and Stakeholder Perspectives. 
Group and Organization Management, 43(4), 594-622. 
https://doi.org/10.1177/1059601116664610  

Shrestha, N. (2021). Factor Analysis as a Tool for Survey Analysis. American Journal of Applied 
Mathematics and Statistics, 9(1), 4-11. https://doi.org/10.12691/ajams-9-1-2  

Sidabutar, E., Syah, T. Y. R., & Anindita, R. (2016). The impact of design components and job 
satisfaction on employee performance. International Business Management, 10(20), 4907-
4916. 

Singh, S. K., Giudice, M. Del, Chierici, R., & Graziano, D. (2020). Green innovation and 
environmental performance: The role of green transformational leadership and green 
human resource management. Technological Forecasting and Social Change, 150(October), 
119762. https://doi.org/10.1016/j.techfore.2019.119762  

Temminck, E., Mearns, K., & Fruhen, L. (2015). Motivating Employees towards Sustainable 
Behaviour. Business Strategy and the Environment, 24(6), 402-412. 
https://doi.org/10.1002/bse.1827  

Tian, H., Zhang, J., & Li, J. (2020). The relationship between pro-environmental attitude and 
employee green behavior: the role of motivational states and green work climate 
perceptions. Environmental Science and Pollution Research, 27(7), 7341-7352. 
https://doi.org/10.1007/s11356-019-07393-z  

Tweneboa Kodua, L., Xiao, Y., Adjei, N. O., Asante, D., Ofosu, B. O., & Amankona, D. 
(2022). Barriers to green human resources management (GHRM) implementation in 
developing countries. Evidence from Ghana. Journal of Cleaner Production, 340, 130671-
130683. https://doi.org/10.1016/j.jclepro.2022.130671  

Xing, X., Wang, J., & Tou, L. (2019). The relationship between green organization identity and 
corporate environmental performance: The mediating role of sustainability exploration 
and exploitation innovation. International Journal of Environmental Research and Public Health, 
16(6). https://doi.org/10.3390/ijerph16060921  

Zacher, H., Rudolph, C. W., & Katz, I. M. (2023). Employee green behavior as the core of 
environmentally sustainable organizations. Annual Review of Organizational Psychology and 
Organizational Behavior, 10, 465-494. https://doi.org/10.1146/annurev-orgpsych-
120920-050421  

Zhu, J., Tang, W., Wang, H., & Chen, Y. (2021). The influence of green human resource 
management on employee green behavior—a study on the mediating effect of 
environmental belief and green organizational identity. Sustainability (Switzerland), 13(8). 
https://doi.org/10.3390/su13084544  

https://doi.org/10.1177/1523422318756954
https://doi.org/10.1002/csr.145
https://doi.org/10.1108/PR-05-2017-0165
https://doi.org/10.21776/ub.jam.2020.018.04.15
https://doi.org/10.1177/1059601116664610
https://doi.org/10.12691/ajams-9-1-2
https://doi.org/10.1016/j.techfore.2019.119762
https://doi.org/10.1002/bse.1827
https://doi.org/10.1007/s11356-019-07393-z
https://doi.org/10.1016/j.jclepro.2022.130671
https://doi.org/10.3390/ijerph16060921
https://doi.org/10.1146/annurev-orgpsych-120920-050421
https://doi.org/10.1146/annurev-orgpsych-120920-050421
https://doi.org/10.3390/su13084544


Sanjaya & Edastama 
The Mediating Effect of Green Motivation between GHRM and Voluntary Green Behavior … 

 

 

Jurnal Manajemen Bisnis, 2025 | 157 

Zhu, J., Tang, W., Wang, H., & Chen, Y. (2021). The influence of green human resource 
management on employee green behavior—A study on the mediating effect of 
environmental belief and green organizational identity. Sustainability, 13(8), 1-14. 
https://doi.org/10.3390/su13084544  

Zibarras, L. D., & Coan, P. (2015). HRM practices used to promote pro-environmental 
behavior: a UK survey. International Journal of Human Resource Management, 26(16), 2121–
2142. https://doi.org/10.1080/09585192.2014.972429  

Zou, H., & Zhang, Y. (2022). Does environmental regulatory system drive the green 
development of China's pollution-intensive industries? Journal of Cleaner Production, 330, 
129832-129843. https://doi.org/10.1016/j.jclepro.2021.129832  

Saeed, B. B., Afsar, B., Hafeez, S., Khan, I., Tahir, M., & Afridi, M. A. (2018). Promoting 
employee's proenvironmental behavior through green human resource management 
practices. Corporate Social Responsibility and Environmental Management, 26(2), 424-
438.100447. https://doi.org/10.1016/j.joitmc.2024.100447  

https://doi.org/10.3390/su13084544
https://doi.org/10.1080/09585192.2014.972429
https://doi.org/10.1016/j.jclepro.2021.129832
https://doi.org/10.1016/j.joitmc.2024.100447

