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Abstract. Entering the 21st century, people began to realize that many activities that
have been carried out by humans can cause environmental damage. Even with the
signing of several agreements to overcome problems that cause climate change in
the world, such as Kyoto 1997, Bali 2007 and Copenhagen 2009, it shows that people
around the world are starting to care about environmental damage caused by
human activities in meeting their needs. (Victor, 2001). This is what then slowly
opened our eyes that the current condition of the earth is very concerning. It takes
the participation of all elements of society, be it Industry, Government, NGOs, even
Households to be able to make changes so that we can save our earth. This research
is a type of explanatory research. Explanatory Research is research that explains why
something happens and assesses the relationship between variables. This type of
research requires a theoretical framework where a conclusion can be drawn from the
data obtained so that an explanation is produced (Gratton & Jones, 2004). GHRM has
an effect on improving employee performance, meaning that the implementation of
policies related to GHRM has an effect on improving employee performance. GHRM
has an effect on changes in employee behavior that become more environmentally
friendly, meaning that the better the management of GHRM implementation has an
impact on employee behavior that is increasingly concerned about their work
environment. Environmentally friendly employee behavior affects improving
employee performance, meaning that the more employees care about their work
environment, the better the employee performance at BPS Central Java Province.
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1. Introduction

Currently, the most talked about issue is the problem of environmental damage as a result
of human activities that are not environmentally friendly. Many environmental practitioners
have been actively expressing their concerns about the increasingly concerning condition of
our earth. For decades, humans have explored nature and all its contents without
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considering the damage it causes. With the excuse of fulfilling their life needs, humans
ultimately commit crimes of destroying nature intentionally or unintentionally. Basically,
human greed is the root of this problem. Humans often do not consider the cause and effect
of their actions.

Entering the 21st century, people began to realize that many activities that have been
carried out by humans can cause environmental damage. Even with the signing of several
agreements to overcome problems that cause climate change in the world, such as Kyoto
1997, Bali 2007 and Copenhagen 2009, it shows that people around the world are starting
to care about environmental damage caused by human activities in meeting their needs.
(Victor, 2001). This is what then slowly opens our eyes that the current condition of the
earth is very concerning. It takes the participation of all elements of society, be it Industry,
Government, NGOs, even Households to be able to make changes so that we can save our
earth.

Go green is an environmental movement that has been sounded throughout the world in
recent years. Go green is an effort to protect and save the earth from various damages. This
activity is carried out with the aim of making people aware of the importance of protecting
and preserving nature, not destroying it. The benefits that we can take from this activity are
to make the earth we live in together a more beautiful, clean, healthy and green place to
reduce the impact of Global Warming.

In Indonesia itself, awareness of the need for a green office began when Presidential
Instruction Number 13 of 2011 concerning energy and water conservation was released.
This was the first step taken by the president to support the go green movement that we
can do in the office environment. Currently, go green behavior is even instilled by
companies as one of the commitments that must be carried out wholeheartedly by their
employees. The company's role in facilitating employee involvement in environmental
management which is manifested in a joint commitment to make changes as a form of
support for the company in managing (protecting) the environment is then known as Green
Human Resource Management (Ahmad, 2015).

According to Jabbar (2014), the term Green Human Resource Management (GHRM) is used
as a form of contribution from company management more broadly in instilling a spirit of
environmental concern.

The implementation of GHRM is a new company strategy to actively assist the green office
process so that it can improve human resource performance in realizing the company's
environmental performance.

The implementation of GHRM in companies has an impact, both directly and indirectly, on
environmentally friendly employee behavior (Chaudhary, 2019). In a study conducted by
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Richa Chaudary (2019), it was found that the implementation of various GHRM practices in
companies has a significant correlation with environmentally friendly employee behavior.

Another thing that also influences the implementation of GHRM is Green Intellectual Capital
in a company. According to research conducted by Liu (2010), a conclusion was drawn that
Green Intellectual Capital is a factor that supports the success of the implementation of
GHRM. The concept of Green Intellectual Capital has become a very important source of
competitive advantage for companies. One of the factors of Green Intellectual Capital is
Green Human Capital. This shows that the existence of Human Resources is one of the
important factors that determines the success of the implementation of management in a
company. Human resources are the most valuable assets for a company. In addition to being
a driver, human resources are also a determinant of the success of the company's
performance (Jabbar, 2015). The realization of good corporate environmental performance
is a reflection of the performance of environmentally friendly human resources that have
been formed in the company. So that research conducted by Kim YJ, Kim WG and Choi HM
(2018) found that environmentally friendly employee behavior is an intermediary variable in
the influence of GHRM on the company's environmental performance. This study also
suggests that in future research, one of the company factors can be used as a supporter of
efforts to improve environmentally friendly company performance by implementing GHRM
in the organization. In 2015, environmental quality in Indonesia was ranked 107 out of 180
countries with a score of 65.85 based on the Environmental Performance Index (EPI).
Malaysia and Singapore as the closest neighboring countries were in a much better position,
namely Singapore ranked 14th with an index of 87.04 and Malaysia ranked 63rd with an
index of 74.23 (Antarariau.com, 2016). This shows that the implementation of GHRM in
Indonesia is still very low. In a publication conducted by the Ministry of Energy and Mineral
Resources of the Republic of Indonesia, it is stated that 80% of energy waste is caused by
human factors (ESDM, 2011). From this publication, it can be seen that energy waste still
occurs in office centers. So the implementation of GHRM in government agencies and
private companies in Indonesia must receive special attention.

The Central Statistics Agency as one of the government agencies in Indonesia has an
important role to support the success of the GHRM implications in Indonesia. Since several
years ago, the Central Java Province BPS as part of the BPS Agency that is tasked in the
Central Java Province area, has begun to socialize the importance of environmentally
friendly behavior to its employees. The attachment of sign boards related to energy savings
in every room and toilet, as a place that is the center of employee activities, has been
carried out. Socialization is also carried out at weekly meetings attended by all employees as
a forum for sharing knowledge with the leadership and fellow employees. At the meeting,
the leadership delivered material related to environmentally friendly behavior that must be
carried out by all employees. In fact, since a year ago, the Central Java Province BPS has
replaced several existing facilities with environmentally friendly ones, one of which is the
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provision of drinking water gallons without electricity. Each employee is given a drinking
place that says go green, which must be brought to internal and external meetings held at
the Central Java Province BPS office. In addition, every year on the commemoration of
National Statistics Day (HSN) which falls on September 26, BPS Central Java Province in
collaboration with Dharma Wanita Persatuan BPS Central Java Province always holds a room
cleanliness competition involving the participation of all BPS Central Java Province
employees. Appreciation is given in the form of prizes that can be enjoyed together by
employees in the Sub-Division/Field room that has the cleanest, most beautiful and
comfortable room with a predetermined classification. This study was conducted with the
aim of analyzing whether the implementation of GHRM at BPS Central Java Province will
change the behavior of its employees to be environmentally friendly which is ultimately
expected to improve the performance of existing HR. In addition, it also analyzes whether
supervision from the leadership is also a factor that supports the success of the
implementation of GHRM in improving the performance of its HR.

2. Research Methods

This research is a type of explanatory research. Explanatory research is a research that
explains why something happens and assesses the relationship be-tween variables. This
type of research requires a theoretical framework where a conclusion can be drawn from
the data obtained so that an explanation is pro-duced (Gratton & Jones, 2004). The variables
used in this study include "green" human resource management, environmentally friendly
employee behavior, human resource performance, and supervisory support behavior.

3. Results and Discussion
3.1. Descriptive Research Data

This study uses primary data obtained by distributing questionnaires to all employees of BPS
Central Java Province which include: Structural Officials Echelon Ill, Structural Officials
Echelon IV, Functional Officials, Staff and PPNPN. The questionnaire was made in the form
of a google form so that distribution was carried out via personal email from each
respondent.

Respondent Demographics

Respondent Information Frequency Presentation
Demographics

Gender Male Female 55 44.4

69 55.6

49



I ! PJ MAGISTER MANAJEMEN-UNISSULA

INTERNATIONAL ACTIVA-PASSIVA JOU! 3 . - ‘
- § L | A
oy o "o % ‘.&
Vol. 2 No. 1 March (2025) Building Performance Excellence (Budhi Listyarayani)
Respond 21 -30years 10 8.1
ent Age
31-40years 56 45.2
41 - 50 years 34 27.4
51 -60 years 24 19.4
Respondent's Last High 17 13.7
Education School/Vocati

onal School D1 1 0.8
D3 13 10.5
S1/D4 60 48.4

S2
33 26.6
Years of service 0-10years 28 22.6
11 -20years 55 44.4
21 -30vyears 37 29.8
> 30 years 4 3.2
Employment Status civil servant 113 91.1
PPNPN 11 8.9

Table Respondent Demographics
Source: Processed primary data, 2020

From the responses given by respondents, it can be seen that 91.1% have the status of civil
servants with a dominant employee in the productive age between 31 to 40 years. From the
data obtained, it can be described that BPS of Central Java Province is quite productive in
making innovations with new ideas that are more up to date and modern, considering the
dominance of the existing productive age. This also shows that BPS of Central Java Province
is more open to existing changes and can adapt more quickly to policies related to HR
management implemented by the Agency.
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In addition, from the responses given by respondents, it can also be seen that most
employees have a bachelor's degree with more than 10 years of experience. This shows that
employees at BPS Central Java Province have mastered their fields of work and have the
ability to quickly adapt to other fields of work if transferred, considering that at the Central
Statistics Agency (BPS) all employees must be ready to be assigned to any field throughout
Indonesia if needed for the progress of the Agency. With sufficient work experience and
educational background, employees can generally learn and adapt more quickly to their
fields of work with policies that continue to change following the times and continue to
show good performance.

3.2 Descriptive Research Statistics

Descriptive statistics in a study according to Ghozali (2013) is a description or depiction of
data seen from the average value (mean), standard deviation, maximum value and
minimum value. In this study, a description of the research variables used such as GHRM,
EEB, SSB, and HRP was obtained using the SPSS 25.0 program.

The tendency of respondents' answers given to research variables can be categorized based
on the calculation of index values with the following scale range (Umar, 2012)

Respondents' Responses to EEB

No Indicator Mean Standard Interpretation
deviation
1 Energy Saving Behavior 8.91 0.874 Tall
2 Water Saving Behavior 9.04 0.800 Tall
3 Behaviorreduce paper 8.46 0.974 Tall
usage
4 Paper waste recycling behavior 7.94 1,015 Tall
5 Behavior that cares about 8.94 0.865 tall

environmental cleanliness

Average value 8.75 Tall

Source: processed primary data, 2020 (appendix 3-5)
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The responses given by respondents to the EEB variable indicate that environmentally
friendly behavior has begun to be carried out by employees at the Central Java BPS office in
their daily behavior in their work environment. This can be seen from the average value
given by respondents in the high category, namely 8.75. With the highest average value of
9.04 on the water-saving behavior indicator and the lowest average value of 8.46 on the
paper waste recycling behavior indicator.

Environmentally friendly behavior that has begun to be carried out by looking at the high
assessment given by respondents, of course, will have an impact on the condition of the
workplace environment which is expected to be able to provide comfort so that it can bring
up new ideas or innovative ideas for the progress of the Agency. Comfortable
environmental conditions are also expected to be a support system for employees to
continue to improve their performance.

Outlier Evaluation

Outlier evaluation is done to see the observation conditions of data that have unique
characteristics that are very different from other observations and appear in extreme
forms, both for a single variable or combination variables (Ghozali, 2009). Outlier
detection is done to see univariate outliers and multivariate outliers. To see
multivariate outliers, the value of the malahanobis distance is looked at.

If the multivariate outlier value is compared to the chi-square value, it means that
there is a multivariate outlier problem (Ferdinand, 2000). From the research that has
been done, the chi-square value is 263.958 and the largest value in the mahalanobis
distance is 52.969. Therefore, it can be concluded that this study does not have a
multivariate outlier problem (appendix 18-20). Thus, the hypothesis test can be
continued.

Hypothesis Test Analysis

The next stage after all the goodness of fit criteria of the structural model are met is
the analysis of the structural model relationship (hypothesis testing) as shown in
Figure The analysis of the relationship shown in the figure can be seen in the resulting
regression weights value (Haryono & Wardoyo, 2010).

Table
Regression Weights: (Group number 1 - Default model)
Estimate  SE CR P Label

EEB <— GHRM 532,087 6,110  ***  par_17
HRP < GHRM 214,101 2,113,035  par_15
HRP < SSB ,079 081 ,982 326 par_16
HRP < EEB 499,117 4,266  ***  par_18
HRP <-- Interaction ,001 ,000 2,939 ,003 par_20
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S1 < SSB 1,000

S2 < SSB ,810  ,090 9,028  ***  par_1
S3 <-- SSB ,813  ,089 9,153 *EE - par_2
S4 < SSB 1,138  ,118 9,635 *E* - par_3
G4 < GHRM 1,000

G3 < GHRM 923,091 10,169  ***  par_4
G2 <—- GHRM ,869  ,087 9,979 k% par_5
Gl <-— GHRM ,920  ,089 10,359 *E* - par_6
E6 < EEB 1,000

E5 < EEB , 735,118 6,243 *Hx o par_7
E4 < EEB ,867  ,150 5,774 *E* - par_8
E3 < EEB 933 ,161 5,784  ***  par 9
E2  <-— EEB 686,114 6,023 *Ex par_10
E1  <-— EEB 825 126 6,544  *H* par_11
H1 < HRP 1,000

H2 < HRP 1,038  ,080 12,985  *xx* par_12
H3 < HRP 1,089  ,130 8,362 *Ex par_13
H4 < HRP 1,170 162 7,232 *** par_14
Int <--- Interaction 8,289

Int <-— e 21,221

a. “Green” Human Resource Management (GHRM) has a positive impact on
improving Human Resource Performance (H1)

Table shows that from the research results it is known that the CR value for the impact
of GHRM on HR Performance is 2.113 (p = 0.035 < 0.05) then Ho is rejected and H1 is
accepted, meaning that GHRM has a positive impact on improving HR Performance.
Hypothesis H1, GHRM has a positive impact on improving HR Performance is accepted.

b. “Green” Human Resource Management (GHRM) has a positive impact on
Environmentally Friendly Employee Behavior (H2)

Based on the calculation carried out using the SPSS AMOS 26.0 program, the CR value
for the impact of GHRM on environmentally friendly employee behavior was 6.110 (p
= 0.000 < 0.05), so Ho was rejected and H2 was accepted, meaning that GHRM had a
positive impact on environmentally friendly employee behavior. Hypothesis H2, GHRM
has a positive impact on environmentally friendly employee behavior is accepted.

C. Environmentally Friendly Employee Behavior has a positive impact on improving
Human Resource Performance (H3)

The calculation results shown in table 4.12 show that the CR value for the impact of
environmentally friendly employee behavior on HR Performance is 4.266 (p = 0.000 <
0.05) so Ho is rejected and H3 is accepted, meaning that environmentally friendly
employee behavior has a positive impact on HR Performance. Hypothesis H3,

53



MAGISTER MANAJEMEN-UNISSUL

' \'._\'

e =

Vol. 2 No. 1 March (2025) Building Performance Excellence (Budhi Listyarayani)

environmentally friendly employee behavior has a positive impact on HR Performance
is accepted.

d. Supervisory Support Behavior moderates the relationship between GHRM and
Human Resource Performance (H4)

From the calculations shown in table 4.18, the CR value for the impact of supervisory
support behavior on HR performance is 2.939 (p = 0.003 < 0.05) and the CR value for
the correlation between GHRM and supervisory support is 4.099 (p = 0.000 < 0.05)
then Ho is rejected and H4 is accepted, meaning that supervisory support behavior
moderates the relationship between GHRM and HR Performance. Hypothesis H4,
supervisory support behavior moderates the relationship between GHRM and HR
Performance is accepted.

The Influence of “Green” Human Resource Management (GHRM) on Improving
Human Resource Performance

The implementation of GHRM has been proven to have a significant effect on
improving HR performance, but the value is small. This means that GHRM which has
been implemented at the Central Java Provincial BPS Office has an effect on improving
employee performance at the agency. This is in accordance with several studies
conducted by Ahmad (2015), Jabbar (2014) and Kim et al (2019) where they found that
the implementation of GHRM in a company has a significant effect on employee
performance, even though the resulting effect is very small.

The implementation of GHRM at the Central Java Provincial BPS office which began to
be socialized 2 years ago has been able to make employees feel that it has an influence
on improving their performance. However, the influence felt has not been too great,
this shows that improvements are still needed in the system that builds GHRM at the
Central Java Provincial BPS Office. The socialization of GHRM delivered through the
direction of the leaders needs to provide a clear understanding of the goals to be
achieved by building GHRM. The provision of facilities in the form of go green tumblers
(drinking places) to reduce the use of plastic packaged drinks and the use of go green
water dispensers (without electricity) in each room which is intended to support
employee work activities is understood as a driver of improving employee
performance.

The award for the cleanest, tidiest, most comfortable and most creative room in room
arrangement which is currently only given once a year may need to be done more
often as an effort to increase understanding of the importance of GHRM. Because a
room that provides comfort for employees is expected to be able to help generate
creative ideas and encourage employees to immediately complete their work with
satisfactory results.
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The Influence of “Green” Human Resource Management (GHRM) on Environmentally
Friendly Employee Behavior

The implementation of GHRM at the Central Java Provincial BPS Office was able to
change the behavior of its employees to be environmentally friendly. This means that
the better the implementation of GHRM is followed by the better behavior of
employees towards their work environment. Several previous studies that support this
such as Pham et al (2018), Kim et al (2019) and Ahmad (2015) concluded that "green"
management in companies is expected to be able to change the behavior patterns of
employees who are increasingly concerned about their environment in the company,
which will ultimately affect their behavior in everyday life, not only in the office.

According to the results of research conducted at the Central Java Provincial BPS
office, the GHRM that was implemented has been able to change the behavior of its
employees to be more environmentally conscious. This is a good result considering
that behavioral changes have a tremendous impact on the surrounding environmental
conditions. The installation of signboard plates in every work room, bathroom and
even pantry has been quite successful as a reminder for employees to conserve water,
save electricity and always throw garbage in its place. The creation of a socialization
video about environmentally friendly behavior that was shown during the briefing by
the leader also received positive appreciation from the employees. Training on how to
use applications that are starting to be made to support work activities in the office
has also reduced the amount of paper needed at the Central Java Provincial BPS Office.

Influence of Employee Behavior Environmentally Friendly to Human Resource
Performance Improvement

The research conducted proves that environmentally friendly employee behavior
affects human resource performance, meaning that the better the "green" behavior of
employees towards their work environment, the better their performance will be. This
is supported by previous research, such as Peterson (2004) who said that positive
behavior from employees integrated into the company will result in a strong
commitment in the employee to the values held by the company. Likewise, Kim (2019),
Chaudhary (2019) and Norton et al (2015) who succeeded in proving that
environmentally friendly employee behavior is a manifestation of individual behavior
in a company that emphasizes an attitude of concern for the company's environment
and has an impact on improving employee performance.

Based on research conducted at the Central Java Provincial BPS Office, it was found
that changes in behavior that are more environmentally friendly have positively
affected employee performance. Employee behavior that cares more about the
surrounding environment in the workplace is able to create comfort and a healthy
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work environment so that employees have the enthusiasm to complete work on time
with results that are in accordance with expectations. In addition, a good environment
will create harmonious relationships between employees so that cooperation in
completing work can be established well.

The Influence of Supervisory Support Behavior in Moderating the Relationship
between GHRM and Human Resource Performance

Supervisory support behavior is proven to moderate the relationship between GHRM
and HR Performance, meaning that the success of implementing GHRM at the Central
Java Provincial BPS Office in improving employee performance cannot be separated
from the role of leaders which is manifested in the form of supervision so that it can
be a control for the implementation of GHRM. This is supported by research
conducted by Jia (2018) which states that supervisory support behavior carried out by
leaders moderates the relationship between the implementation of GHRM in a
company and its HR performance. In addition, other studies that also support this are
studies conducted by Sighn (2019) and Elrehailet, et al (2018) which prove that the
right leadership has great potential to improve employee performance.

The supervisory support behavior of the leaders at the Central Java Provincial BPS
office was able to provide support to improve the performance of its employees with
the implementation of GHRM. By providing motivation and supporting innovations
carried out by subordinates related to the implementation of GHRM, it turned out to
be able to encourage employees to work harder in completing their work on time with
satisfactory results.

Direct and Indirect Influence

The implementation of GHRM in the Central Java Province BPS office has a direct
effect on improving employee performance. This proves that the better the GHRM
implementation system built in the agency, the better the performance of its
employees.

In addition, the results of the study also prove that GHRM is able to influence the
behavior of its employees to be more environmentally friendly and environmentally
friendly behavior can improve their performance. So it can be said that
environmentally friendly employee behavior mediates the relationship between the
implementation of GHRM and employee performance. This can be interpreted that the
better the system that builds GHRM is implemented in the Central Java Provincial BPS
office, the more concerned the employee's behavior will be about their work
environment and the more concerned the employee is in behaving, the better the
performance they show. Thus, GHRM is proven to have a direct and indirect influence
on improving employee performance.
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4. Conclusion

The conclusions that can be drawn from the research conducted at the Central Java
Provincial BPS Office regarding the implementation of Green Human Resource Management
(GHRM) are as follows: 1. GHRM has an impact on improving employee performance,
meaning that implementing policies related to GHRM has an impact on improving employee
performance. 2. GHRM has an impact on changes in employee behavior to become more
environmentally friendly, meaning that the better the management of GHRM
implementation, the more it will have an impact on employee behavior, who will be more
concerned about their work environment. 3. Environmentally friendly employee behavior
influences increased employee performance, meaning that the more employees care about
their work environment, the better employee performance at the Central Java Province BPS.
4. Supervisory support behavior moderates the success of GHRM implementation which has
an impact on improving employee performance, meaning that the better the supervision
carried out by the leadership will support the success of GHRM implementation which has
an impact on improving employee performance at the Central Java Provincial BPS office. 5.
Environmentally friendly employee behavior mediates the relationship between the
implementation of GHRM and increased employee performance, meaning that in addition
to GHRM being proven to have a direct influence on increasing employee performance,
GHRM has been proven to have an indirect influence on increasing employee performance
by changing employee behavior to become more concerned about their work environment,
thus having an impact on increasing their performance.
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