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ABSTRACT 
 

Purposes: This study aims to develop an empirical 
research model in improving organizational 
performance. The conceptual model is proposed based 
on Green Human Resource Management, 
Environmental Passion and Environmental 
Performance. Research Methodology: Using 200 
respondents in the manufacturing industry in Central 
Java, the model was tested to obtain research data, the 
data were analyzed using inferential statistical data 
analysis using regression techniques and AMOS 
software 25. Result: The results showed that all 
proposed concepts were acceptable and the model 
proposed is quite feasible to be developed in improving 
organizational performance. Limitations: The 
limitations of this study are still using concepts that are 
abstract in nature and have not been able to provide 
specific dimensions for analysis with respect to 
endogenous variables, namely organizational 
performance. Contribution: In this study, this research 
develops new concepts related to concepts from 
stakeholder theory, other atomic theories and 
operations management theories. The result of this 
research contributes as recommendations for 
practitioners in improving organizational performance 
referring to environmental performance and the 
concept of sustainability in the field of management. 
 
Keywords: Green Human Resource Management, 
Environmental Passion, Environmental Performance, 
and Organizational Performance.

 
 

ABSTRAK 

Tujuan: Penelitian ini bertujuan untuk mengembangkan model penelitian empiris dalam 
meningkatkan kinerja organisasi. Model konseptual diusulkan berdasarkan Green Human Resource 
Management, Environmental Passion dan Environmental Performance. Metodologi Penelitian: 
Menggunakan 200 responden pada industri manufaktur di Jawa Tengah, model diuji untuk mendapatkan data 
penelitian, data dianalisis menggunakan analisis data statistik inferensial menggunakan teknik regresi dan 
perangkat lunak AMOS 25. Hasil: Hasil penelitian menunjukkan bahwa semua konsep yang diusulkan dapat 
diterima dan model yang diusulkan cukup layak untuk dikembangkan dalam meningkatkan kinerja 
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organisasi. Keterbatasan: Keterbatasan penelitian ini masih menggunakan konsep yang bersifat abstrak dan 
belum mampu memberikan dimensi spesifik untuk analisis sehubungan dengan variabel endogen, yaitu 
kinerja organisasi. Kontribusi: Dalam penelitian ini, penelitian ini mengembangkan konsep-konsep baru yang 
berkaitan dengan konsep-konsep dari teori stakeholder, teori atom lainnya dan teori manajemen operasi. Hasil 
penelitian ini memberikan kontribusi sebagai rekomendasi bagi praktisi dalam meningkatkan kinerja 
organisasi yang mengacu pada kinerja lingkungan dan konsep keberlanjutan di bidang manajemen. 
 
Kata Kunci: Green Human Resource Management, Environmental Passion, Environmental Performance, 
dan Organizational Performance 

 
1. BACKGROUND 
 

The currently developing concept of sustainability has become an approach that encourages the use 
of human, natural and financial resources to improve the economy, environment and society in an integrated 
manner for the benefit of present and future generations [1]. [2] noted that Sustainable Human Resource 
Management is an alternative approach to HRM strategies. HRM is all the activities of HR management 
starting from job analysis, planning, recruitment and selection, training and development, competition, and 
performance evaluation to termination of employment [3]. Green Human Resource Management (GHRM) 
is critical to achieving sustainable environmental performance and competitive advantages by aligning 
employee behavior with the organization’s strategic goal [4]. Employee aspects are very important for 
environmental performance because organizations must overcome significant obstacles to implement 
changes that involve all employees [5]. The sustainability of GHRM plays a crucial role in providing 
enthusiasm for employees to increase their activity and contribute to strategies for solving environmental 
problem [6].  

The opinion that a passionate environment will have the privilege of improving organizational 
performance is based on the emergence of different ideas put forward by several researchers which states an 
improvement in management resources in corporate organizations through Environment passion [7]–[9]. 
Several previous researchers expressed the opinion that the existence of resources has shifted to a significant 
practical basis in improving organizational performance [10]–[12]. However, the opinions and ideas that are 
built are still open to criticism. empirically and academically to develop better theoretical logic. Thus [13] 
and [14],  using Environmental Performance as a new concept linking Human Resource Management and 
Organizational Performance to get confirmation about the fulfillment of their organizational goals and 
objectives on an ongoing basis should check their performance [15]. Studies that are related to performance 
reviews require performance measures that are in accordance with how to compete in individual employees, 
this still brings about practical conflicts of thought by leaders to find out effective performance measures 
and can bring updates in competitive advantage and produce higher performance. 

Green HRM exits both as a subset within the sustainable HRM field and a stand- alone field of enquiry 
[16]. According to [17], [18],  HRM refers to HR practices in general and GHRM includes environmental 
issues in HR practices. In this paper the distinction between HRM and GHRM is considered relevant. First, 
in this paper an analysis is carried out on how HRM and GHRM are considered and their relationship with 
Employee Management. Second, the author examines and finds different relationships between HRM, 
GHRM and Environmental Management. 

Previous research has not discussed whether Green Human Resource Management is Human Resource 
Management, as well as the environment between the two and other variables. Our article presents this 
analysis, which may offer pertinent and pertinent insights for future human capital studies. Human resource 
management has never been interested in environmental concepts in conventional discussions, but this article 
tries to increase the role of sustainable human resource management. This article is sufficient to provide 
insight that there is an interesting relevance to the concept of human studies from the perspective of human 
resources in the perspective of future generations. 

The concept of organizational performance can play a crucial role for organizations starting from 
their recruitment to finding a way out of the old model to the new pattern. In recruiting employees in the 
context of increasing high organizational performance, it is necessary to build & maintain non-physical and 
social policies, as well as efforts to instill environmental-based practices. The Green HRM practice will 
improve the employees’ performance, improve the satisfaction level of job and increase the organizational 
productivity [19], [20].  
In organizational performance facing various demands and competition for increasing human resources, they 
can still complete the phenomenon and continue to experience renewal [21]. In improving organizational 
performance, it requires a measure of creative performance and must be consistent in renewal, so that the 
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work of other employees can produce increased performance which is influenced by ability and motivation 
factors as well as opportunities for individual activities with each other [22]. Various empirical studies reveal 
that increasing organizational performance and friendly resource management has been ongoing, namely 
sustainable Human Resource Management is able to identify problems within the organization, with a broad 
scope found in employee attitudes and behavior [23]. Therefore, the highest contribution is found in the criteria 
for mastering overall environmental performance standards, as well as providing financial and non- financial 
rewards for employees who have excellent environmental performance. 
 
2. LITERATURE REVIEW AND HYPOTHESIS DEVELOPMENT 
 
Environmental Passion (EPa), Environmental Performance (EPf)  

Companies tend to recognize that their activities have effects on the environmental and there is a need 
to minimize the effects, however, such recognition may not automatically translate into real initiatives [24]. 
Implementation of Human Resources policies to encourage the company's sustainable use of resources and 
to support ecology; and its main goal is to develop ecological sensitivity in employees and make them aware 
of how their own behavior can affect the environment [25], [26]. So, the term Sustainability has four domains 
or domains of meaning which include the preservation of the natural environment (protection of the natural 
environment); conservation of the natural environment (be careful in utilizing the natural environment); 
avoiding or minimizing environmental pollution (stopping or reducing planetary contamination); and the 
creation of natural-looking parks and places (new construction of natural-looking places on purpose). 

The term 'Sustainability' in management refers to the environment or eco- activities [27], encourage 
development with dual focus on reducing poverty and taking into account long-term ecological effect [28]. 
The enthusiastic work spirit of the environment embodied by the organization is able to provide a spirit of 
environmental excitement from a different point of view. Environmental enthusiasm will be able to 
encourage increased performance Organizational performance is always seen from two aspects, namely input 
and output, a comparison between the two things will result in efficiency. Work enthusiasm for environmental 
excitement will be able to lead to an increase in environmental performance. 

The GHRM concept is able to bring a cognitive understanding of environmental sustainability which 
is the goal of corporate social performance. So this has the potential to have an effect on reforming 
environmental performance. Therefore, the relationship between internal drivers, each Human Resource 
Management sustainability and organizational performance is hypothesized as follows: 
From this discussion, the hypothesis that the researcher proposes are: 
 
H1: The higher the Green HRM, the higher the Envirinmental Performance 
H2: The higher the Green HRM, the higher the Environmental Passion 
H3: The higher the Environmental Passion (Epa), the higher the Environmental Performance (Epf) 
 
Environmental Passion (EPa), Environmental Performance (EP), Performance Organization (PO) 

The friendly HRM concept is able to show its existence in providing a scientific description of the 
application of human resource management science praxis to environmental sustainability [29]. The 
management team can promote these goals to subordinates or employees to have an understanding of GHRM 
and its implications for environmental performance [30]. The basic focus that can be applied regarding the 
main focus of greening in the organizational context is outlined in four ideas, namely the focus of a new 
paradigm related to the implementation of the impact of HRM on the concept of sustainability, the 
environmental footprint transferred in the business context, nature conservation and preservation of the 
natural environment [31]. Environmental passion describes the positive energy of organizational members 
who are able to generate motivation in realizing important behaviors and are considered important by the 
individual and the organization [32]. Environmental passion is described as a positive emotion that directs 
the organization to be more proactive in caring for the social environment surrounding areas [33]. Members 
of the organization who have a high organizational passion will be able to create the concept of a lover of the 
environment in him which means he not only knows the meaning of the concept of recycling, but also has 
passion from time to time. Basically a passion or passion for the environment will be able to bring about 
positive management thinking that is oriented towards environmental sustainability. Companies in recruiting 
employees who have environmentally friendly competencies should obtain workers who have these abilities 
and backgrounds have knowledge of the environment. Environmental performance management should be 
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included in the performance appraisal component, so that the rewards given to employees must be associated 
to their performance results according to the concept of environmental performance. This is able to bring cost 
and resource efficiency in the company, this is in accordance with the company's main goal, namely to 
produce sustainability initiatives [34]. From this description, the hypotheses that the researcher proposes can 
be developed: 
 
H4: The higher the Environmental Passion, the higher the Organizational Performance 
H5: The higher the Environmental Performance, the higher the Organizational Performance 
 
 
Research Framework 
 

 

 

 

 

 
 
 
 
 
3. METHODOLOGY 
 
Population and Sampling Techniques 

In this research, the population studied is organizational leaders who have the power to control the 
organization. They are selected based on their responsibility in preparing planning and implementation in 
implementing operational strategies and completing work as well as their ability to direct increased employee 
activities so that they can realize the organizational goals. By using a purpose sampling model, 120 
respondents were selected as research data. Data collection uses structured interviews through questionnaires 
which include steps in implementing Green HRM, Environmental Performance, Environmental Passion and 
Organizational Performance. This research is quantitative research by proposing 5 (five) initial hypotheses. 
Data analysis uses AMOS 22 which is presented in data table form. 
 
Sample and Data Collection 

In this research, questionnaires were given to 200 leaders of manufacturing 
organizations/companies consisting of 80 managers, 60 directors and 60 department heads in Indonesia, with 
criteria 1) gender: 128 men (64%) and 72 women (36%) ; 2) with a working period of 30-40 years: 35 people 
(17.5%), 41-50 years: 105 people (52.5%), 51-60 years: 60 people (30%), using purposive sampling 
technique . There were 150 questionnaires returned, and 30 incomplete questionnaires, so that the data that 
could be processed was 120 questionnaires. 
 
Validity and Reliability Test 

The questionnaire questions in this study presented 19 questions with a rating scale using a multi-
item measure adopted from previous research. The variables used as research models, indicators and 
questions are presented in Table 1. The research uses the Average Variance Extracted (AVE) value 0.50 as 
a measure of good convergent validity. This can be interpreted as meaning that the probability of an indicator 
in one construct entering a variable that is lower or less is > 0.50, then, the probability of the indicators 
combining and entering a construct whose value in the block is < 50%. To test the validity, the Loading 
Factor or AVE technique is used to determine the value of all constructs which are higher than the 
predetermined limit value of 0.50 using the method of looking for the correlation of the value obtained from 
each question item with the total value. [35] states that if the Cronbach Alpha value is greater than or equal to 
0.6 then it can be stated that the instrument is suitable for use. Furthermore, the results of the instrument 
assessment are presented in tabular form. 
 

 

ENVIRONMENT
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PERFORMANCE
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ENVIRONMENT	
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2 

1 

3

5

4



11 
   p-ISSN : 2808-8786     e-ISSN : 2798-1355   
 

Improving Organizational Performance Through Environmental Passion  
And Environmental Performance 

 (Susilo Adi, et al) 
 
 
 

 
Table 3.1. Research Instruments and Test Results 

 

 
 
4. RESULT AND FINDINGS 
 
Feasibility Analysis 
A key reason for the attractiveness of variance-based Structural Equation Modeling (SEM) is the 
possibility to (graphically) model and estimate parameters for relationship between theoretical construct and 
to test complete behavioral science theories [36]. SEM distinguishes between theoretical construct and their 
empirical measurement by multiple observable variable. In this research, Partial Least-Square (PLS-SEM) 
was applied to analyze data by including formally measured constructs [37]–[39].  Furthermore, by knowing 
the RMSA score/value which is > 0.039 and even though the GFI, TLKI and CFI values are > 0.9, it can be 
stated that there are no problems in formulating the model in this research. 
 

Table 4.1. Criteria for Goodness of Fit Model 

 
Source: Data processing from secondary data 

 
Table 4.1 shows the results of the Goodness of Fit criteria test which shows the Che-Square value is 120.87 
and the probability value is 0.034. With these results, both assumptions are declared complete. The value 
for the TLI is 0.905, the GFI value is 0.06, the CFI value is 0.0954, while the RMSA value is 0.06, so this 
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indicates that the value is declared to have met the predetermined cut-off. So it can be stated that the 
assessment model is acceptable and meets the specified criteria. 
 
Hypothesis Test 
Next, the hypothesis test was conducted to determine the causal relationship between variables, where in 
this study the CR-Critical Ratio was used equal to or greater than 2.0 [40]. To confirm the results, an 
empirical analysis model or outer model test was carried out.  The outer model is a testing method to specify 
the relationship between unobserved variables and the indicators. Table 4.2 presents the results of this 
hypothesis test. 

Table 4.2. Hypothesis Testing Results 

 
Source: Data processing from secondary data 

 
From Table 4.2, the hypothesis results can be explained where:  
 
Hypothesis 1 
Green Human Resource Management (GHRM) influences on Environmental Performance (EPf). It was 
found that there was a structural relationship model where the strategic role of GHRM significantly influenced 
EPf with a score of t= 2.583 > 1.96 with a significance value of 0 > 0.05. Thus, Hypothesis 1 is declared 
acceptable. 
 
Hypothesis 2 
Based on the findings in Table 4.2, it is known that GHRM has an effect on EPa. The results of the hypothesis 
analysis of the structural path show that there is a significant relationship between the strategic role of 
GHRM and EPa with a value of t= 2.907 >1.96 with a significance value of 0 > 0.05. So it can be said that 
H1 is accepted.  
 
Hypothesis 3 
Table 4.2 explains the finding that EPa has an effect on LPf where in the structural path it is known that there 
is a significant relationship between Environmental Passion (EPa) and Environmental Performance (EPf). 
These results are indicated by the relationship between the strategic role EPa and EPf t= 2.885 > 1.96 and a 
significance value of 0 < 0.05. Thus H3 can be accepted.  
 
Hypothesis 4 
Findings based on Table 4.2 of the hypothesis results show that Environmental Passion (PE) has an effect on 
Organizational Performance (PO). Findings through the structural path explain that there is a significant 
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relationship between the strategic roles of PE and PO where the t value = 2.974 > 1.196 with the significance 
value being 0 < 0.05. Thus, H4 can be accepted. 
 
Hypothesis 5 
Table 4.2 further highlights the findings regarding Environmental Performance (EPf), its influence on 
Organizational Performance (PO). A relationship model of Environmental Performance (EPf) and 
Organizational Performance (PO) was found. The structural path findings show that there is a significant 
relationship between the strategic role of EPf and PO (t = 2.972 > 1.96) with a significance value of (0, 
<0.05). Therefore, Hypothesis 5 is accepted. 
 
5. DISCUSSION  

 
In a dynamic environment, a firm's strategic ability to adopt a GHRM response depends on developing 

the right organizational enthusiasm and resources to develop new processes, products and organizational 
performance, and organizational arousal to succeed requires internal and external resources [41], [42]. 
External drivers play an important role in motivating companies towards Green HRM. They mainly consist 
of environmental regulations, customer sustainability demands and environmental performance pressures. 
Although it depends on the type of innovation implemented, where Green HRM tends to emerge when 
environmental pressures exist [32]. It is clear that the ability of Green HRM triggers organizational 
excitement and processes towards setting environmental goals and developing sustainable organizational 
performance. Similarly, social work increases the awareness and accountability of companies towards the 
environment. This improves the company's performance, market value and sustainability image [5], [43].  

Internal alignment is important in the sense that it has measurable efficiency consequences for the 
company. It also demonstrates an important role for top management, even in a constrained discretionary 
environment [44]. Thus it can be said that internal alignment through the dimensions of salary, technology 
and organization can encourage organizational enthusiasm in overcoming environmental uncertainty, by 
adopting flexibility, pro-activeness, and speed in the dimensions of HR, IT, and Environmental performance 
to survive and create Organizational Performance. Another key that drives organizations to adopt green HRM 
practices is the market demand for environmentally friendly products [45]. By using an intensive literature 
review that has been carried out by various previous studies related to the role of Green HRM on 
environmental performance. Recruitment of reward training selection and carried out in a Green manner will 
have an impact on improving the environmental performance of employees who understand their role in their 
contribution to the environment which has been a factor involved when managing the company, it will 
encourage employees to think cognitively to generate generative ideas. In carrying out the production process 
based on sustainability, these findings also succeeded in revealing that there is a group implementation of 
Green HRM practices at various levels of positive relationship, it has been shown from the results of 
inferential statistics that the Grand Amount in management has been able to affect environmental 
performance, this shows management practices. Basically what has been known before when it was 
developed into a green concept has been able to generate new knowledge and new actions that are quite 
proactive in building sustainability. Through green training and development programs such as those that 
have been adopted in various countries will be able to reduce costs arising from the production process going 
forward to provide a competitive advantage for companies. To increase the level of implementation of 
management principles, employees need to be given a collective understanding of the implementation of 
green processes. at the level of production which will have an impact on the implementation of environmental 
performance.  

In HRM can be considered as an action that is able to develop human resources to a standard level 
and achieve better performance through competency development. In addition, recruitment and green 
practices are said to contribute the most in delivering the implementation of environmental performance when 
environmental performance is considered a priority in the organization. employees will apply the production 
process optimally which was previously designed from the recruitment process. This is done to protect the 
environment. Where they live when environmentally friendly recruitment and selection are quite effective in 
explaining their existence in producing educated and trained employees, this recruitment becomes. Initial 
rejection of environmental performance and companies that have been able to provide complex evidence will 
always provide a fairly good model for implementing environmental performance. Rewards that are effective 
enough and may be suitable for everyone will be able to attract and retain employees who have great talent 
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because most of them consider the top reward system as a priority to work in an organization. In general, top 
management has the power and visibility to provide an incentive to employees to be motivated in 
environmentally friendly activities. Environmentally friendly activities that are built based on commitment 
like this will be able to produce environmental performance that is able to become the orientation of company 
owners and stakeholders. In addition, the rewards given in the Green HRM process will also be able to 
motivate employee behavior broadly. Previous research has shown results that reward is important for 
companies to understand the strategic and operational implications of market demand as part of improving 
performance [46]. [47] found that over time customers are increasingly environmentally conscious and tend 
to demand more 'sustainable' products. This encourages companies to adopt environmental development and 
integrate environmentally friendly processes to produce sustainable products, meet market demands, and gain 
competitive advantages [48], [49]. Environmental performance in the perspective of knowledge based view 
is the output of knowledge management capabilities in the form of resources to improve the perceptual 
aspects of the organization so that it can view environmental changes as opportunities and by design, 
entrepreneurial organizations able to achieve the expected goals, excel in competition, and survive in an 
uncertain, unpredictable, and aggressive business environment. This is considered an opportunity and a major 
business factor as well as the potential to increase the competitiveness of the organization [50], thus 
contributing to the company to regenerate Organizational Performance. 

 
6. CONCLUSION  

 
The enthusiasm that exists within the company will determine success in achieving organizational 

goals. The level of organizational excitement achieved by a company really depends on how the company 
can quickly respond to changes in the rapidly changing environment and how appropriately the company 
adopts environmental performance so that customer demands can be met and can improve organizational 
performance. Green HRM, Environmental Passion, Environmental Performance, Environmental Passion, 
Performance Organizational, proven capable of a company to develop Environmental Passion and supported 
by a systemic Environmental Performance that allows the company to quickly respond to environmental 
changes so that the company is able to improve its strategic business and can achieve a position of excellence 
Performance Organizational. This model has contributed several hypotheses that have been accepted as a 
result of data analysis. Two mediation concepts have also successfully demonstrated their mediation to 
encourage superior competitive capabilities, this shows that these concepts have been able to improve their 
business strategies. 

 
7. IMPLICATION, LIMITATION AND FUTURE RESEACRH 
 

This research has shown that the Driver of Innovation and Internal Alignment through Green HRM 
and Organizational Performance is able to provide a significant role in improving Organizational 
Performance. And Green HRM and Environmental Passion have made a proactive interaction and its impact 
in improving the strategic business. Comprehensively it can be said that the concept of Innovation Driver 
and Internal Alignment mediated by Green HRM and Organizational Performance allows to increase the 
company's ability to make competitive organizational performance improvements. Companies today should 
be able to pay more attention to environmental changes, especially environmental sustainability to produce 
products that are environmentally friendly and sustainable and that requires the development of human 
resources who can quickly carry out internal alignment making it easier for companies to improve 
organizational agility. 
 
Limitations 
Limitations in this research include two basic things. First, data collection through a questionnaire survey 
via personal email of selected respondents, namely organizational/company leaders. Second, the research 
focus is limited to two independent variables and two intervening variables without considering other 
variables. 
 
Future Research 
In future research, it is hoped that researchers can add other research variables related to the results of 
improving organizational performance in companies. 
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