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Abstract

This theoretical study is a study to examine Green Human Resources Management
practices among company employees. Despite much research on GHRM, there is no
holistic model that addresses its impact on organizational, individual, and team
performance. This research aims to examine 190 GHRM papers and build a holistic
model in the application of the GHRM concept mediated by Job Satisfaction and its
relationship to Employee Performance. Design/Methodology/approach through a
literature review, this research analyzes related research results from various
scientific disciplines relevant to the topic. The findings of this research found that
the role of GHRM and job satisfaction are key success factors in creating good
employee performance. Organizations need to implement GHRM, because this has
an impact on employee satisfaction and increases employee job satisfaction to
increase GHRM so that it can influence employee performance holistically. The
limitation of this research is that it is only a literature review, it does not consider
questionnaire surveys and workplace evaluations as future research opportunities.
The originality/value of this research integrates theoretical studies regarding
GHRM and job satisfaction which results in the importance of the company's role in
human resource management practices in improving performance.
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1. Introduction

In today's competitive and dynamic era, employees have different expectations
compared to employees in the past, they want work that is more meaningful and
challenging, as well as a better balance between work and personal life, besides that
companies are increasingly focusing on sustainability. In this case, GHRM has a role
In creating a sustainable business strategy. Environmentally friendly human
resources influence success in obtaining financial and market profits (Shaban, 2019).
Sustainability of GHRM plays an important role in encouraging employees to
increase their creativity and contribute to strategies for solving environmental
problems (Jia et al., 2018). This opinion is also strengthened by the results of
research conducted by Jabbar & Abid (2014), which revealed that GHRM practices
influence employee motivation to be involved in the organization's environmental
performance and have initiatives or ideas related to the environment.

GHRM practices in a company are carried out by implementing Environmentally
Friendly Human Resources Management (MSDM-RL). HRM-RL starts from a
recruitment pattern (Green Recruitment) where companies can select candidates
who are committed to environmental issues. Second, environmentally friendly
training and development (Green Training and Development), namely providing
activities that can motivate and improve employee skills in efforts to protect the
environment and be sensitive to environmental problems. Third, Green Performance
Management and Appraisal is an evaluation activity of employee performance in the
process of protecting and preventing environmental issues. FFourth, Green Reward
and Compensation, namely providing compensation both financially and non-
financially so that employees are consistent in contributing to environmental
management (Purnama & Nawangsari, 2019). GHRM practices play an important
role in developing a company's commitment to promoting green culture (Shoaib et
al., 2021).

Meanwhile, the satisfaction of employees who are satisfied with their work
generally performs well and is better than employees who are dissatisfied. In general,
Wexley & Yuki (1977) define job satisfaction is the way an employee feels about his
or her job. Furthermore, Davis (1985) stated that job satisfaction is the favorableness
or unfavorable Ness with employees' view of their work. Employee performance or
Job performance is actions and behavior that are controlled by individuals and
contribute to the goals of the organization (Rotundo & Sackett, 2002). The
behavioral aspect refers to what individuals do in work situations. Not every
behavior is included in the performance concept, but only behavior that is relevant
to work is included in the behavioral aspect. Therefore, performance is not
determined by the action itself but also through an assessment and evaluation
process and behavior is the only thing that can be scaled so that it can be measured
to define performance (Campbell et al., 1993; Ilgen & Schneider, 1991; Motowidlo,
Borman & Schmit, 1997). This study outlines a literature review related to Green
Human Resources Management, job satisfaction, and employee performance as well
as review relevant findings from existing research and present a deeper
understanding of Green Human Resources Management, Job Satisfaction, and
employee performance.

2. Method

The preparation of this scientific article adopts a literature review method by
analyzing literature relevant to a particular topic. A literature review does not just
present information, but also involves critical analysis of the material presented.
References are obtained from various sources such as scientific journals and articles
available online on recognized publication platforms, including but not limited to
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Emerald, Proquest, Scopus, Science Direct, as well as other sources considered
credible until 2024. Through Google Scholar and other search engines, supporting
journal search efforts use keywords such as Green Human Resources Management,
Employee Job Satisfaction, and Employee Performance. The author obtained and
reviewed 190 articles selected based on title, abstract and conclusion, and adjusted
to the desired topic focus. some articles are inaccessible or not relevant to the topic
discussed in this article, leaving 50 to 60 scientific articles which will then be
reviewed in this research. Through the literature review carried out, it is hoped that
this article can produce conclusions that illustrate how Green Human Resources
Management, employee satisfaction will ultimately influence their performance in
the workplace.

3. Discussion

3.1. Green Human Resources Management (GHRM)

GHRM has a role in creating sustainable business strategies. GHRM plays a
crucial role in creating sustainable business strategies. Effective GHRM
implementation has a positive impact on achieving financial and market profits,
increases employee motivation in contributing to solutions to environmental
problems, and strengthens the company's commitment to an environmentally
friendly culture. Environmentally friendly human resources influence success in
obtaining financial and market profits (Shaban, 2019). Sustainability of GHRM plays
an important role in encouraging employees to increase their creativity and
contribute to strategies for solving environmental problems (Jia et al., 2018). This
opinion is also strengthened by the results of research conducted by Jabbar & Abid
(2014), which revealed that GHRM practices influence employee motivation to be
involved in the organization's environmental performance and have initiatives or
ideas related to the environment.

GHRM practices in a company are carried out by implementing Environmentally
Friendly Human Resources Management (MSDM-RL). HRM-RL starts from a
recruitment pattern (Green Recruitment) where companies can select candidates
who are committed to environmental issues. Second, environmentally friendly
training and development (Green Training and Development), namely providing
activities that can motivate and improve employee skills in efforts to protect the
environment and be sensitive to environmental problems. Third, Green Performance
Management and Appraisal is an evaluation activity of employee performance in the
process of protecting and preventing environmental issues. Fourth, Green Reward
and Compensation, namely providing compensation both financially and non-
financially so that employees are consistent in contributing to environmental
management (Purnama & Nawangsari, 2019). GHRM practices play an important
role in developing a company's commitment to promoting green culture (Shoaib et
al,, 2021).

GHRM has actually supported a paradigmatic understanding of the 'triple
bottom-line' concept; that is, GHRM involves practices that are aligned with the
three pillars of environmental, social, and economic balance sustainability (Yusoff,
Ramayah, & Othman, 2015) and bring benefits to the organization in the long term
(Wagner, 2013). GHRM forms part of a broader corporate social responsibility
program (Sathyapriya et al., 2013). In this case, HR managers are expected to be able
to create awareness among employees who work for the organization about how to
improve the environmental performance of the organization through human
behavior (Shaikh, 2010). Green Human Resource Management is divided into
several factors (Arulrajah et al., 2015; Bangwal & Tiwari, 2015; Berber & Aleksic,
2016; Kaithal, 2017; Ullah, 2017).
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Green Recruitment and Selection Organizations must focus on selecting and
recruiting employees who support and are interested in the environment (Renwick
et al., 2013). Therefore, to increase the attractiveness of employee selection from
talent that is increasingly environmentally conscious, organizations must build an
environmental reputation and illustration that is inspired by the idea that the
organization is responsive to the environment (Guerci et al., 2016; Kapil, 2015).
Organizations should reflect their work environment sustainability agenda through
the organization's website, Web and other available public channels so that
candidates can clearly see the organization's greening focus (Arulrajah et al., 2015;
Rapil, 2015). This is confirmed by the work of which found that environmental
sustainability-related goals can play a major role in attracting potential applicants
(Guerci et al., 2016). Green recruitment ensures that new recruits understand the
organization's green culture and share its environmental values through the transfer
of participants' environmental knowledge, values and beliefs (Jackson & Seo, 2010;
Renwick et al,, 2013). Recruitment must include environmental criteria (Arulrajah
et al,, 2015). In the job analysis phase, job descriptions and individual specifications
must explain and emphasize environmental aspects, green achievements and explain
what is expected from green employees in the future (Mandip, 2012; Renwick et al.,
2013). Green Training and Development Environmental training and development
as one of the main methods by which Human Resource Management develops
environmental management support and initiatives (Daily et al., 2007; Jabbour,
20138). Opatha & Arulrajah (2014) stated that the most significant impact on
environmental awareness among employees is through environmental training.
Arulrajah et al. (2015) discuss the value of green education and employee training in
providing the knowledge and skills necessary for good environmental performance.
Employee training and development programs cover social and environmental issues
at all levels (Mandip, 2012; Mehta & Chugan, 2015). Therefore, training,
development and learning plans should include programs, workshops and sessions
to enable employees to develop and acquire knowledge in environmental
management (Liebowitz, 2010; Prasad, 2013). To achieve this goal, the principle of
Jjob rotation should be used in green assignments as an important part of the training
and career development plans of future talented green managers (Prasad, 2013;
Wehrmeyer, 2017). Green Performance Assessment Performance assessments are
generally used to manage salaries, identify employee strengths and weaknesses, and
provide performance feedback, in order to improve operational competency and
increase company growth while also enhancing transformational processes and
performance. Without a formal performance appraisal process, discipline is
weakened within an organization, and employee capacity building is hampered.
However, appraisal programs must be developed carefully to take full advantage of
employee talents and efforts (Mathis & Jackson, 2011). From a green perspective,
green performance appraisal refers to assessing and recording employees'
environmental performance throughout their career at the company and providing
feedback on employee performance to prevent undesirable attitudes or reinforce
exemplary behavior. Effective performance appraisals provide useful feedback to
employees that can support continuous Iimprovement in the company's
environmental achievements. Jabbour et al. (2010) shows that performance appraisal
has an impact on environmental management when companies have annual goals for
pollution prevention and development of environmental innovation. green reward
and compensation achieving organizational green goals can be enhanced by
rewarding employees for their commitment to environmental practices (Jabbour &
Jabbour, 2016; Jabbour et al., 2008). There are many types of reward practices for
green skill acquisition. Rewards can be in the form of monetary-based environmental
management rewards (e.g., bonuses, cash, premiums), non-monetary-based rewards
(e.g., sabbaticals, leaves, prizes), recognition-based environmental management
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rewards (e.g., awards, dinners, publicity, roles external as well as daily praise), and
positive environmental management rewards (e.g., feedback) (Opatha, 2013;
Renwick et al., 2013). Furthermore, organizations can use green rewards
management practices through linking participation in green initiatives with
promotions or career advancement by providing incentives to encourage
environmentally friendly practices such as recycling and waste management (Jabbar
& Abid, 2014; Prasad, 2013). Additionally, it can be used to encourage some green
creativity and innovation by asking employees to share innovative green ideas
related to their individual work (Ahmad, 2015). Thus, analysis of various studies
confirms that Green Human Resources Management can be an effective strategy in
increasing employee satisfaction, as well as improving employee performance
supported by the implementation of GHRM.

3.2. Employee Satisfaction

Employee satisfaction and performance are two aspects that are closely related to
each other in an organization. Employees who are satisfied with their jobs generally
show better performance, and conversely, good performance can increase employee
satisfaction. In general, Wexley & Yuki (1977) define job satisfaction is the way an
employee feels about his or her job. Furthermore, Davis (1985) stated that job
satisfaction is the favorableness or favorableness with employees' view of their work.
Luthans (2006) stated job satisfaction is a pleasurable or positive emotional state
resulting from the appraisal of one's job experience. Job satisfaction is an emotional
expression that is positive or pleasant as a result of evaluating a job or enjoyable as
a result of evaluating a job or work experience.

According to Wiliandari (2015) explains that job satisfaction is a set of employees'
feelings about whether their work is enjoyable or not. There is an important
difference between these feelings and the other two elements of employee attitude.
Satisfaction is a relative feeling of pleasure or displeasure, for example the following
statement "I enjoy doing a variety of tasks" which is different from objective
thinking, for example through the statement "My job is complicated" and behavioral
desires, for example the statement "I am planning not to do any more work in the
future." three months". These three parts of attitude help managers understand
employees' reactions to their work and consider their impact on future behavior.

Rivai et al. (2011) it is explained that the well-known theories about job
satisfaction. Discrepancy theory measures a person's job satisfaction by calculating
the difference between what it should be and the perceived reality. Therefore, if the
satisfaction obtained is more than what was desired, then people will feel even more
satisfied, so there is discrepancy, but it is a positive discrepancy. A person's job
satisfaction depends on the difference between what they think they will get and
what they achieve. Justice theory suggests that people will feel satisfied or
dissatisfied, depending on whether or not there is justice (Equity) in a situation,
especially a work situation. According to this theory, the main components in justice
theory are input, results, fairness and injustice.

According two factor theory, job satisfaction and job dissatisfaction are different
things. Satisfaction and dissatisfaction with work is not a continuous variable. This
theory formulates job characteristics into two groups, namely satisfies or motivators
and dissatisfles. Satisfies are factors or situations that are needed as a source of job
satisfaction which consist of: interesting work, full of challenges, opportunities to
excel, opportunities to gain awards and promotions. Fulfilling these factors will lead
to satisfaction, but not fulfilling these factors will not always result in dissatisfaction.
Dissatisfies (hygiene factors) are factors that are a source of dissatisfaction consisting
of: salary/wages, supervision, interpersonal relationships, working conditions and
status. This factor is needed to fulfill the biological drives and basic needs of
employees. If these factors are not met, employees will not be satistied.
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Meanwhile, Robbins (1996) suggests several factors related to work that
encourage job satisfaction, namely work that is mentally challenging, appropriate
rewards, supportive working conditions, supportive colleagues and compatibility
between personality and work. These factors have the potential to cause personnel
conflicts and if left unchecked, they will affect the organization's operational
mechanisms, especially employee performance, which will ultimately affect the
predetermined level of output, both in quality and quantity, so that efforts to achieve
optimal productivity will be difficult to realize. Managers' interest in job satisfaction
tends to be its influence on employee performance such as productivity, absenteeism,
absenteeism and turnover. For more details, these job satisfaction factors can be
described as follows:

1. Mentally challenging work
A fitting reward
Supportive working conditions
Supportive coworkers
Match between personality and job

AN

Job satisfaction is a feeling felt by a worker or employee in terms of the work
produced or completed. Job satisfaction is an employee's emotional state, whether
pleasant or unpleasant (Handoko, 2009). Based on this definition, it is very possible
that job satisfaction will have an influence on employee performance. The higher the
level of job satisfaction of an employee, the greater the employee's performance. The
theory expressed by Gibson et al. (1994) explains that job satisfaction causes an
increase or decrease in employee performance so that satisfied workers will be more
productive than dissatisfied workers. If there are employees who feel dissatisfaction
with their work, it will cause performance to decline. Gibson et al. (1994) revealed
that this illustrates the existence of a reciprocal relationship between job satisfaction
and employee performance.

Research conducted by Sari (2018) regarding the influence of job satisfaction on
employee performance with organizational citizenship behavior as a mediator
obtained results stating that job satisfaction has a direct and significant influence on
employee performance variables. This is in accordance with research conducted by
Cahill et al (2015) regarding the relationship between job satisfaction, work life
balance and employee performance there are analysis results based on the results of
the discussion it can be stated that there is a very significant positive relationship
between job satisfaction and employee performance, meaning that the higher the
level of job satisfaction, the higher the level of employee performance. Based on
several definitions of job satisfaction above, it can be concluded that job satisfaction
is a condition where employees feel satisfied with the work results, they have
achieved in a certain period. Apart from that, based on the results of research that
has been conducted, these findings show that there is a positive relationship between
job satisfaction and employee performance.

3.3. Performance

Etymologically, performance comes from the word performance. Wirawan (2009)
states that performance is an abbreviation of work energy kinetics, the equivalent in
English is performance. Performance comes from the word to perform which has
several meanings explained by Gibson et al., (2003), namely: (1) to do, (2) to fulfill
or carry out something, (3) to carry out a responsibility, (4) do something that
someone expects. 'rom these several meanings, it can be concluded that performance
Is carrying out an activity and perfecting the work in accordance with one's
responsibilities so that the results can be achieved as expected.

Performance is the level of success in carrying out tasks, as well as the ability to
achieve predetermined goals, where performance is said to be good and successful if
the desired goals can be achieved well (Gibson et al., 2003). Employee performance
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or job performance are actions and behaviors that are controlled by individuals and
contribute to the goals of the organization (Rotundo & Sackett, 2002; Goodwin et
al,, 2011). Sonnentag & Frese (2002) conceptualize a person's performance by
distinguishing between aspects of action (behavior) and aspects of performance
results. The behavioral aspect refers to what individuals do in work situations. Not
every behavior is included in the performance concept, but only behavior that is
relevant to work is included in the behavioral aspect. Therefore, performance is not
determined by the action itself but also through an assessment and evaluation
process and behavior is the only thing that can be scaled so that it can be measured
to define performance (Ilgen & Schneider, 1991; Motowidlo et al., 1997; Campbell,
1999). This is in line with Conway's (1999) statement explaining that what is meant
by performance is work results that are concrete, measurable and observable. It is
further said that performance is actual (real) while goals are ideal.

Referensi Kemampuan, Persepsi tentang
imbalan kebutuhan, dan keadilan imbalan
perangai
Imbalan
- intrinsik
Intensitasmot K
inerl epuasan
— ivasi (upaya) > Kinerja — P
Imbalan
ekstrinsik
Persepsi
Pengharapan (kesadaran)
peran

Figure 1. Schematic of Porter and Lawler's Performance Model

Figure 1 shows the position of performance in relation to many factors, namely
(1) the rewards expected by the individual, (2) expectations, which will then give rise
to (8) encouragement, which is influenced by the individual's abilities, needs,
temperament and achievement in the role or task. accepted. These factors
collectively shape individual performance. This formed performance then gives rise
to (4) intrinsic rewards, and (extrinsic rewards). These rewards can be negative or
positive depending on the individual's level of performance. Perceptions of intrinsic
rewards or extrinsic rewards will give rise to (5) the individual's level of satisfaction.
Satistying rewards can lead to the encouragement of future-directed behavior. Thus,
the basis of performance is influenced by factors regarding expectations regarding
rewards, encouragement, abilities-needs-traits, perceptions of tasks, intrinsic and
extrinsic rewards, perceptions of reward levels, and job satisfaction.

Performance from a utility perspective, Siagian (2009) explains that for
individuals performance appraisal acts as feedback about various things such as
abilities, fatigue, shortcomings and potential which in turn is useful for determining
goals, paths, plans and career development. A good assessment must be carried out
formally based on a series of criteria that are determined rationally and applied
objectively and documented systematically. According to Simamora (2005)
performance appraisal is a process by which an organization evaluates individual
work implementation. Robbins (2006) suggests that there are three criteria in
evaluating individual performance, namely individual tasks, individual behavior, and
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individual characteristics. Assessing individual performance through task results is
intended to assess the results of individual work. Assessing an individual's
performance through behavior is somewhat difficult to do, but can be observed by
comparing the behavior of colleagues who are equal, or can also be seen from the
way they accept tasks and communicate. Meanwhile, assessing individual
performance using an individual characteristics approach is by looking at individual
characteristics, for example through attitudes, perceptions, and so on.

Good performance requires intellectual and physical abilities appropriate to one's
job. In order for an employee to have good performance, knowledge of his/her field
of work is required, such as in-depth knowledge of the work material, work
implementation techniques, how to communicate in the service process, interactions
between units, and so on. For physical abilities, such as not having physical
disabilities that could become a barrier/obstacle in carrying out duties. An employee
who has less than the required abilities is likely to fail. If it is the opposite, namely
having higher abilities than required, then it will be inefficient in the organization
and can even result in less job satisfaction or can also cause stress/frustration, and
so on (Robbins, 2006). Employees are very needs to be placed in a job that is
appropriate to his position and in accordance with his skills (the right man in the
right place, the right man on the right job).

From the description above, it can be said that what is called employee
performance is the employee's level of success in carrying out the duties and
responsibilities given to him and achieving the goals set, demonstrated by his
abilities, way of behaving and the results of his duties. From several indicators put
torward by experts, basically they have the same view, that to achieve organizational
goals requires a good level of performance from employees. Improving performance
is not solely borne by each individual which focuses on employee job satisfaction, but
the role of management in managing employees is also a determining factor in
improving performance holistically. GHRM has an important role in creating an
overall green environment. Because GHRM 1is an important strategy for
organizations to increase job satisfaction and employee performance, while achieving
sustainability and social responsibility. By implementing GHRM effectively,
organizations can gain competitive advantage and build a more sustainable future.
With GHRM implemented well in the company, this can have a significant impact
on employee satisfaction and have significant value in creating employee
performance.

4. Conclusion

GHRM is proven to have a significant role in increasing employee satisfaction
and changing employee performance. This emphasizes that GHRM implementation
is a fundamental strategy for organizations to achieve sustainability. The importance
of GHRM in enriching employee experience and skills, as well as mobilizing
individual and team potential. Additionally, the importance of GHRM as a key
element in increasing employee productivity and well-being is supported by the
literature review. A good balance between work life and personal life has a positive
Impact on job satisfaction, employee retention, and reduces burnout and stress levels.
Therefore, organizations need to realize the importance of GHRM as an integral
aspect in creating job satisfaction and performance in a healthy and sustainable work
environment. This research was conducted solely as a literature review, does not
consider questionnaire surveys and workplace evaluations as future research
opportunities that can be carried out such as further exploring effective strategies
and policies in supporting the integration of these two concepts, as well as
identifying their impact in more depth on employee performance. and the entire
organization. Therefore, continued research and implementation in this area can
bring great benefits to organizational development and overall employee well-being.

176 | Research Horizon



Theoretical Study of Green Human Resources Management and the Effect of Job
Satisfaction on Employee Performance

References

Arulrajah, A. A., Opatha, H., & Nawaratne, N. N. J. (2015). Green Human Resource
Management Practices: A Review. Sri Lankan Journal of Human Resource Management,
5(1).

Cahil(l,)K. E., McNamara, T. K., Pitt-Catsouphes, M., & Valcour, M. (2015). Linking shifts in
the national economy with changes in job satisfaction, employee engagement and work—
life balance. Journal of Behavioral and Experimental Economics, 56, 40-54.,

Campbell, J. P. (1999). The definition and measurement of performance in the new age. San
Francisco: Jossey-Bass

Conway, J. M. (1999). Distinguishing contextual performance from task performance for
man-agerial jobs. Journal of Applied Psychology, 84, 3—13

Daily, B.F., Bishop, J.W., & Govindarajulu, N. (2009). A Conceptual Model for
Organizational Citizenship Behavior Directed Toward the Environment. Business &
Soctety, 48(2), 243-256.

Davis, K., & Nestrom, J. W. (1985). Human Behavior at work: Organizational Behavior. New
York: McGraw Hill Inc.

Gibson, & Donnelly, 1. (2008). Behavior, Structure, Processes. New York: Mc. Graw-Hill.

Gibson, Ivancevich, Donnelly, (1994). Organizations: Behavior, Structure and Process. Jakarta:
Erlangga.

Goodwin, R. E., Groth, M., & Frenkel, S. J. (2011). Relationships between emotional labor,
job performance, and turnover. Journal of Vocational Behavior, 538-548.

Goodwin, V. L., Wofford, J. C,, & Whittington, J. L. (2001). A Theoretical and Empirical
Extension to the Transformational Leadership Construct. Journal of Organizational
Behavior, 22(7), 759-774.

Guerci, M., Montanari, F., Scapolan, A., & Epifanio, A. (2016). Green AndNongreen
Recruitment Practices for Attracting Job Applicants: Exploring Independent and
Interactive Effects. The International Journal of Human Resource Management, 27(2), 129—
150.

Handoko, T. Y. (2000). Personnel and Human Resources Management 1I Edition. Yogyakarta:
BPFE.

Ilgen, D. R., & Schneider, J. (1991). Performance measurement: A multidisciplinary view.
Chichester: Wiley.

Jabbar, M. H.,, & Abid, M. (2014). GHRM: Motivating Employees Towards Organizational
Environmental Performance. MAGNT Research Report, 2(4), 267—278.

Jabbour., Chiappetta, C. J,, Santos, F. C. A, & Nagano, M. S. (2008). Environmental
Management Systems And Human Resource Practices: Is There A Link Between Them
In Four Brazilian Companies? Journal of Cleaner Production, 16(17), 1922— 1925.

Jabbour., Chiappetta, C. J., Santos, F. C. A, & Nagano, M. S. (2010). Contributions of HRM
Throughout the Stages of Environmental Management: Methodological Triangulation
Applied to Companies in Brazil. International Journal of Human Resource Management,
21(7), 1049~ 1089.

Jackson, Susan E., & Seo, J. (2010). The Greening of Strategic HRM Scholarship.
Organization Management Journal, 7(4), 278—290.

Jia, J., Liu, H., Chin, T., & Hu, D. (2018). The continuous mediating effects of GHRM on
employees' green passion via transformational leadership and green creativity.
Sustainability, 10(9).

Liebowitz, J. (2010). The role of HR in Achieving a Sustainability Culture. Journal of
Sustainable Development, 3(4), 50—57.

Luthans, F. (2006). Organizational Behavior. Yogyakarta: Andi.

Mathis, R. L., & Jackson, J. H. (2011). Human Resource Management: Essential Perspectives.
Cengage Learning.

Mehta, K., & Chugan, P. K. (2015). Green HRM In Pursuit OfEnvironmentally Sustainable
Business. Pursuit of Environmentally Sustainable Business. Universal Journal of Industrial
and Business Management, 3(3), 74—81.

Prasad, R. (2018). Green HRM-Partner in Sustainable Competitive Growth. Journal of
Management Sciences and Technology, 1(1), 15—18.

Vol. 04, No. 04 (2024), 169-178 | 177



Ahmad Fajar Prasetyo, Aditya Nur Rahman, Igbal S. Bagasghani, Indi Djastuti,
Ahyar Yuniawan

Renwick, D. W. S, Redman, T. & Maguire, S. (2013). Green Human Resource
Management: A Review and Research Agenda. International Journal of Management
Reviews, 15(1), 1-14.

Rivai, V. S., & Jauvani, E. (2011). Human Resource Management for Companies from Theory to
Practice. Jakarta: Rajawali Press.

Sari, Rindiantika, O. & Heru, S. (2018). The Effect of Job Satisfaction on Employee
Performance with Organizational Citizenship Behavior as an Intervening Variable (Study
on PTPN X Employees - Modjopanggong Tulunggagung Sugar Factory Business Unit).
Journal of Business Administration, 64(1).

Sathyapriya, J., Kanimozhi, R., & Adhilakshmi, V. (2013). Green HRMDelivering High
Performance HR Systems. Infernational Journal of Marketing and Human Resource
Management, 4(2), 19—25.

Shaban, S. (2019). Reviewing the Concept of Green HRM (GHRM) and ItsApplication
Practices (Green Staffing) with Suggested Research Agenda: A Review from Literature
Background and Testing Construction Perspective. International Business Research, 12(5),
86.

Shaikh, M. (2010). Green HRM: A Requirement of the 21st Century. Journal of Research in
Commerce and Management, 1(10), 122—1217.

Shoaib, M., Abbas, Z., Yousaf, M., Zame¢nik, R., Ahmed, J., & Saqib, S. (2021). The role of
GHRM practices towards organizational commitment: A mediation analysis of green
human capital. Cogent Business & Management, 8 (1), 1870798.

Sudin, S. (2011). Strategic Green HRM: A Proposed Model That SupportsCorporate
Environmental Citizenship. International Conference on Sociality and Economic Development,
10, 79-83.

Thompson, L. (1990). Negotiation behavior and outcomes: Empirical evidence and
theoretical issues. Psychological Bulletin, 108, 515-332.

Wexley, K. N, & Yukl, G. A. (1984). Organizational behavior and personnel psychology.
Homewood, IL: Richard D. Irwin.

Wiliandari, Y. (2015). Employee job satisfaction. Soczety, 6(2), 81-95.

Yusoff, MSB, Rahman, YRA, & Rouse, FM (2018). Strengthening Education in Medicine
Journal Through Collaboration with Malaysian Association of Education in Medicine and
Health Science (MAEMHS). Education in Medicine Journal, 10(1), 1-2.

Copyright: © 2024 by the authors. Submitted for possible open access
publication under the terms and conditions of the Creative Commons
Attribution-ShareAlike 4.0 International License
(https://creativecommons.org/licenses/by-sa/4.0/).

178 | Research Horizon


https://creativecommons.org/licenses/by-sa/4.0/

