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Abstract  

Purpose: This study aims to examine the direct and indirect 

relationship between Green HRM variables, as well as provide 

theoretical and practical contributions in the development of 

environmentally friendly HR management strategies in the ground 

handling company. 

Methodology/approach: Using a descriptive method with a 

purposive sampling technique. A total of 160 respondents from 

ground handling company were used as samples. Primary data is 

collected through questionnaires (g-form), and secondary data comes 

from various publication sources. The analysis used includes 

regression, correlation, percentage, and SEM. 

Results/findings: Green Recruitment, Green Training, and Green 

Performance Appraisal have a significant effect on Employee 

Performance through the mediation of Organizational Sustainability. 

Environmentally-oriented HR policies have been proven to improve 

organizational sustainability and employee performance. 

Conclusions: Green HRM practices have a direct and indirect effect 

on employee performance and organizational sustainability. The 

integration of eco-friendly principles in HR strategies is essential for 

long-term productivity and sustainability. 

Limitations: The study was limited to companies java province, the 

potential for questionnaire bias, the approach was only quantitative, 

and did not consider external factors such as organizational culture 

and leadership. 

Contribution: This research reinforces the importance of 

implementing GHRM in improving employee performance and 

organizational sustainability, as well as encouraging follow-up 

research with qualitative approaches and external factors. 
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1. Introduction 
The global tourism industry and passenger numbers are showing a significant recovery post-COVID-

19 pandemic. According to data from the World Tourism Organization (UNWTO), the number of 

international tourists will reach 1.4 billion in 2024, an increase of 11% compared to the previous year, 

and close to pre-pandemic levels. In Indonesia, the tourism sector has also experienced positive growth, 

with an increase in domestic tourists as passengers of 15% in 2023 compared to 2022 (WTO, 2024). 

However, this growth poses new challenges related to environmental impacts, such as increased carbon 
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emissions and the degradation of natural resources (Faeni, Puspitaningtyas Faeni, Alden Riyadh, & 

Yuliansyah, 2023). The tourism sector accounts for approximately 21% of total global CO₂ emissions, 

with accommodation being a major contributor. To overcome these challenges, the concept of Green 

Human Resource Management (GHRM) has become increasingly relevant. GHRM includes practices 

such as Green Recruitment, Green Training, and Green Performance Appraisal that aim to increase 

awareness and environmentally friendly behavior among employees (Susanto, Prajitiasari, & 

Awwaliyah, 2024). The tourism sector in the Java Province has great potential for sustainable 

development. However, the implementation of GHRM practices is still limited, so further research is 

needed to understand their impact on organizational sustainability (Faeni et al., 2023; Wenny Desty 

Febrian, 2022). 

  

Although various studies have examined the impact of GHRM on organizational performance and 

employee behavior, there are limitations in the context of development. Most previous research has 

focused on company sectors in developed nations. Additionally, the role of employee performance as 

an intervening variable between GHRM practices and organizational sustainability has not been 

explored in depth. AlhozaimAlkhozaim, Alshiha, Alnasser, and Alshiha (2024) emphasized the 

importance of Green Performance Appraisal in increasing environmental awareness in the workplace 

but did not consider the role of employee performance as a mediator in their study. Similarly, research 

by Alhemimah, Baquero, Al-Romeedy, and Khairy (2024) shows that Green Training significantly 

improves employees' pro-environmental behaviors, but has not yet examined its impact on the overall 

sustainability of the organization. Thus, there is a need for research that integrates the three elements of 

GHRM, Green Recruitment, Green Training, and Green Performance Appraisal in a research model 

that focuses on ground handling company, with employee performance as an intervening variable. 

 

Green Recruitment plays a role in attracting individuals with high environmental awareness, which can 

improve the sustainability of the organization. A study by Jamil, Zaman, Kayikci, and Khan (2023) 

shows that a recruitment process that considers environmental aspects can improve an organization's 

sustainability performance (Afnan, Wijaya, Kartono, & Wibowo, 2024; Wijesundara, Khatibi, Azam, 

& Tham, 2025). Training that focuses on environmental issues can improve employees’ competence in 

implementing environmentally friendly practices. Gomes, Ribeiro, Gomes, Ortega, and Semedo (2024) 

found that Green Training significantly improves employees' pro-environmental behavior, which 

contributes to the sustainability of the organization. Mahdy, Alqahtani, and Binzafrah (2023) found that 

green recruitment positively impacts employees' pro-environmental behavior, enhancing organizational 

sustainability performance in the Saudi Arabian industrial sector. Performance evaluations that include 

environmental indicators can encourage employees to behave more environmentally.  

 

Kim et al. (2022) emphasize the importance of Green Performance Appraisal in increasing 

environmental awareness in the workplace. Employee performance plays an important role as a 

mediator between GHRM practices and sustainable organizations. Gomes et al. (2024) showed that 

improving employee performance through GHRM practices contributes directly to the achievement of 

organizational sustainability goals. Green training plays an important role in shaping employees' 

environmental knowledge and skills to match an organization's sustainability targets. Wang et al. (2023) 

stated that training designed with an environmental approach is able to increase the effectiveness of 

employees' work in achieving sustainable organizational goals. In line with this, Yadav and Mathew 

(2023) found that green training can encourage Organizational Citizenship Behavior for the 

Environment (OCBE), which directly contributes to long-term sustainability (Sulaiman, Fitralisma, 

Fata, & Nawawi, 2024; Supheni, Ivada, Novianti, & Wiwin, 2023).  

 

Green performance appraisal involves assessing employee performance based on environmentally 

friendly indicators, such as energy efficiency, waste reduction, and contribution to the company's green 

initiatives. Sadek and Karkoulian (2025) emphasize that an environment-based appraisal system can 

motivate employees to behave more proactively in supporting the company's sustainability programs. 

Ardiza, Nawangsari, and Sutawidjaya (2021) also show that green appraisal is an important means of 

creating a performance management system that is consistent with long-term sustainability principles. 

Employee performance plays a key role in linking green HR practices to organizational sustainability. 
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Vadithe, Rajput, and Kesari (2025) showed that green recruitment and training do not necessarily affect 

sustainability directly but by improving employee performance. In addition, it underlines that green 

training improves an organization's environmental performance through OCBE, demonstrating the 

important role of employees as a link between green initiatives and organizational sustainability 

outcomes. 

 

This research is novel in several important aspects that have not been studied in an integrated manner 

in the previous literature, especially in the context of travel agencies in developing areas such as 

Lampung. In general, the study of Green Human Resource Management (Green HRM) has developed 

widely, but there is still a gap in terms of integrating the three main pillars, namely Green Recruitment, 

Green Training, and Green Performance Appraisal, in a complete research model and testing its impact 

on Organizational Sustainability through Employee Performance as a mediating variable. First, the 

novelty lies in the context of the chosen industrial sector, namely, travel agencies in Lampung Province. 

Most previous research has focused on the manufacturing sector, large hospitality, or higher education 

institutions in developed countries and metropolitan centers. This study makes an original contribution 

to the Green HRM literature by examining small-to medium-scale organizations operating in the 

regional tourism service sector, which have different challenges in terms of resources, technology, and 

environmental awareness.  

 

Second, the uniqueness lies in the integration of three main variables in Green HRM. While some 

previous studies have only examined the effects of Green Recruitment separately (Jamil et al., 2023). 

Green Training Wang et al. (2023) or Green Performance Appraisal Sadek & Karkoulian, (2024) on 

organizational performance or sustainability, this study brings the three together in one comprehensive 

conceptual model, thus providing a holistic picture of how the overall practice of Green HRM can affect 

the overall practice of Green HRM organizational sustainability. Third, this study offers a strong 

mediation approach by placing Employee Performance as an intervening variable. This approach 

addresses the gaps in several previous studies that have not specifically examined how individual 

employee performance mediates the relationship between green HR practices and organizational 

sustainability (Alhemimah et al., 2024; Vadithe et al., 2025). By examining these variables, research 

can shed light on how changes in employee behavior, skills, and evaluations contribute to the 

sustainable achievement of organizational goals. 

 

Novelty also appears in the use of the latest empirical data (2023–2024), which reflects the latest 

dynamics in the field, including the development of ecotourism trends and the increase in the number 

of ground-handling companies in Java that show awareness of environmentally sound human resource 

management. This provides strong contextual relevance to the theoretical and practical novelty of this 

research, which not only enriches the theory of Green HRM and organizational sustainability but also 

offers practical implications for tourism industry players in formulating more sustainable human 

resource management strategies that are in line with environmental principles. This study aims to 

analyze the influence of Green Recruitment, Green Training, and Green Performance Appraisal on 

Organizational Sustainability in ground handling companies in Java Province, with Employee 

Performance as a mediating variable. In particular, this study aimed to determine the extent to which 

Green HRM practices can improve employee performance and how this performance contributes to the 

sustainability of the organization. This study also aims to examine the direct and indirect relationships 

between variables and make theoretical and practical contributions to the development of 

environmentally friendly and sustainability-oriented human resource management strategies in the 

regional tourism sector. 

 

2. Literature review and hypothesis 
2.1. Green Recruitment on Employee Performance 

This study uses the Partial Least Squares (PLS) method to analyze the influence of green recruitment 

and selection on employee performance in Indonesia. The results show that green recruitment and 

selection practices positively and significantly impact employee performance. However, green training 

did not have a significant influence in the same context (Martins et al., 2021; D. Sharma & Dhamija, 

2025). Other studies have shown that environment-based hiring positively and significantly influences 
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environmental, economic, and social performance. Pathway analysis also shows that green performance 

management and compensation systems play a significant role as mediators in the relationship between 

green hiring and the sustainability of healthcare organizations' performance in the public and private 

sectors (Saputra, Apriyan, & Subarjo, 2025). 

 

Another related study by Jamil et al. (2023) explores the role of green recruitment in organizational 

sustainability performance. It was found that green recruitment contributes significantly to the 

sustainability performance of organizations, particularly in improving environmental awareness and 

operational efficiency. This study examines the impact of Green Human Resource Management 

(GHRM) practices on employee performance in the public sector. The results show that GHRM, 

including green recruitment, has a positive influence on employee performance, with organizational 

culture as a mediator in the relationship (Permadi, Fadah, & Rizki, 2024; Ramachandaran, 2024). 

Another study states that the influence of green recruitment and selection on environmental 

performance in medical education institutions shows that the practice of green recruitment and selection 

contributes positively to improving organizational environmental performance (Ullah, 2022). 

 

This study examines the influence of green employee resourcing on the performance of devolved 

healthcare services in Kenya. It was found that green employee resourcing has a positive and significant 

influence on healthcare performance, with a contribution of 53.8% to performance variability 

(Bogonko, Simiyu, & Omondi, 2024). A study examining the impact of GHRM practices, including 

green recruitment, on employee performance in the education sector in India. The results show that 

GHRM positively contributes to environmental performance, employee engagement, and productivity 

(Makumbe, 2024). From the explanations above, the conclusion that can be drawn is that the application 

of green recruitment contributes significantly to improving organizational performance sustainably, 

especially in environmental, economic, and social aspects. In addition, its effectiveness is strengthened 

through the role of green performance management and compensation systems, which serve as 

important mediators in amplifying these impacts. Therefore, the following hypothesis is proposed: 

H1: Green Recruitment on Employee Performance 

 

2.2. Green Training on Employee Performance 

The results of the study N. T. Pham, Vo-Thanh, Shahbaz, Duc Huynh, and Usman (2020) say that 

environmental training plays a crucial role as a crucial instrument in increasing employee involvement in 

direct environmental practices (EIGP). The relationship between environmental training and EIGP is 

significantly influenced by employees’ level of environmental commitment. Interestingly, this study shows 

that the mediating effect of employee environmental commitment on environmental training on EIGP is 

stronger in hotels managed by Western hospitality companies. However, unexpectedly, cultural factors did 

not been shown to strengthen or weaken the relationship between environmental training and EIGP. Wu et 

al. (2021) found that green training increases employees' green creativity through the mediation of green 

values and intrinsic green motivation. This study emphasizes the importance of environmental training in 

the public sector to encourage sustainable innovation. 

 

A study highlights that green training is important to achieve organizational efficiency through green 

competency development based on the ability–motivation–opportunity (AMO) theoretical approach. Gull 

and Idrees (2022) and Anyona and Bula (2023) conducted a study on the Nairobi County Government, 

Kenya, and found that green training had a positive and significant effect on employee performance. 

Abdulameer and Ibrahim (2025) and Setiawan et al. (2021) found a positive and significant relationship 

between green training and individual environmental performance in Iraq's oil and gas industry based on 

Structural Equation Modeling analysis. Ahmed, Fiaz, and Taous (2023) show that green training, green 

performance management, and green employee engagement significantly improve the performance of the 

hotel environment in Dera Ismail Khan. A study in the mining sector Sun, Bahizire, Pea-Assounga, and 

Chen (2024) shows that green training improves the green performance of employees directly and through 

the mediation of green organizational culture and work ethic. 

 

Evina, Saputra, and Nuvriasari (2024) researched self-service retail stores in Yogyakarta and found that 

green training has a significant positive influence on employee performance, based on an analysis of SEM 
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with SmartPLS. It can be concluded from the description above that green training has a positive influence 

on employee performance, both through increasing environmental awareness, motivation, creativity, and 

work efficiency (Faeni, Oktaviani, Riyadh, Faeni, & Beshr, 2025). Therefore, the hypothesis of this study 

is as follows: 

H2: Green Training on Employee Performance 

 

2.3. Green Performance Appraisal on Employee Performance 

The results of a related study from Ardiza et al. (2021) state that this study shows that Green Performance 

Appraisal and Green Compensation have a significant effect on Organizational Citizenship Behavior for 

the Environment (OCBE) and employee performance. However, the effect of OCBE mediation was 

significant only for employees with a working period of more than five years. The results showed that 

Green Performance Appraisal and Green Compensation and Rewards, mediated by OCBE, had a positive 

and significant effect on employee performance, with the influence of Green Compensation and Rewards 

being more dominant (Ardiza et al., 2021). Other results from Abdelhamied, Elbaz, Al-Romeedy, and 

Amer (2023) reveal that job satisfaction and green motivation mediate the relationship between GHRM 

practices, including Green Performance Appraisal, and employee sustainability performance in the 

hospitality industry. 

 

Gomes et al. (2024) found that Green Human Resource Management (GHRM) practices, including Green 

Performance Appraisal, improve employees' green behavior and performance, with affective commitment 

as a mediator. Another study revealed that GPA plays a significant role in improving employee green 

behavior (EGB) and organizational sustainability. EGB mediates the relationship between GPA and 

organizational sustainability, and the use of green knowledge strengthens the relationship between EGB 

and organizational sustainability (Sadek & Karkoulian, 2025). This literature review analyzed 78 articles 

and concluded that GPA, as part of GHRM practices, contributes to improved employee green behavior 

and individual performance. However, more research is needed to understand its impact on non-

environmental aspects, such as job satisfaction and creativity (Chowdhury, 2024). 

 

From all the statements described by the results of previous research, it can be concluded that Green 

Performance Appraisal functions as a strategic tool in improving employee green performance and 

behavior, especially when combined with other elements such as green compensation, motivation, and 

affective commitment. GPA is not only relevant for environmental sustainability but also improves overall 

organizational productivity, although its impact can vary depending on the work context, organizational 

culture, and employee profile. Therefore, the hypotheses of this study are as follows: 

H3: Green Performance Appraisal on Employee Performance 

 

2.4. Employee Performance on Organizational Sustainability 

The results of this study highlight that the practice of Sustainable HR Management (Sustainable HRM) 

influences employee performance through the perception of the organization's reasons for implementing 

sustainability and employee identification with the organization. HRM practices aligned with an 

organization’s sustainability orientation can improve employee engagement and performance Jeronimo, de 

Lacerda, and Henriques (2020). Alam (2021) showed that Green HRM practices improve the performance 

of an organization's environment through employee empowerment in green aspects. This empowerment 

mediates the relationship between green HRM practices and the performance of an organization's 

environment. Studies have shown that the strong impact of the implementation of Green Human Resource 

Management (GHRM), which includes training and development programs, performance evaluations, and 

reward and compensation systems, contributes to the achievement of organizational sustainability (Amjad 

et al., 2021). 

 

Jeronimo et al. (2020) state that the process to achieve sustainable HR by improving employee performance 

does not take place directly, but through two mediation channels: employees' perception of the 

organization's sustainability goals and their sense of identification with the organization. This suggests that 

organizations must ensure alignment between sustainable HR practices and employees' internal values or 

tendencies. These practices must align with the organization's sustainability, and employees must 

understand and believe in the reasons behind them to form stronger attachments, increase participation, and 
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ultimately drive more optimal performance. The study found that the implementation of Green Human 

Resource Management (GHRM) practices, such as training and development, performance evaluation, and 

reward and compensation systems, significantly impacts the sustainability of the organization. In addition, 

this study empirically explores the different mediating roles of environmental and employee performance 

in bridging the relationship between GHRM practices and organizational sustainability. The findings of 

this study corroborate the mediation model formulated in the hypothesis (Amjad et al., 2021). 

 

The results of other related research indicate that Organizational Support Practices (OSP) have a positive 

and significant relationship with task performance and adaptive performance, which occurs through work 

engagement. In addition, the indirect relationship between OSP and task and adaptive performance through 

work attachment is moderated by psychological capital, where the relationship becomes stronger in workers 

with lower levels of psychological capital (Silva & Costa, 2024). Another study by Qaiser (2024) stated 

that there is a meaningful positive relationship between human resource management and HRM 

sustainability, as well as between social factors, psychological factors, employer branding, and HRM 

sustainability. HRM sustainability is also significantly related to employee performance. Additionally, 

organizational culture plays a role as a moderator in these relationships. 

 

From the above description, a summary of Sustainable Human Resource Management Practices 

(Sustainable HRM), including Green HRM practices, has a significant influence on improving employee 

performance and organizational sustainability. These influences do not occur directly but through 

mediation mechanisms such as the perception of organizational sustainability goals, organizational 

identification, and work involvement. Psychological dimensions, such as psychological capital and 

organizational culture, moderate the relationship between HRM practices and performance. These findings 

underscore the importance of aligning organizational sustainability values with employees’ internal 

dispositions to create optimal engagement and performance. Therefore, the hypotheses of this study are as 

follows: 

H4: Employee Performance on Organizational Sustainability 

 

2.5. Green Recruitmen on Organizational Sustainability 

In recent years, sustainability has become a major focus for various organizations worldwide. Not only 

large companies but also public sector and educational organizations are now required to run operations 

that are not only economically profitable but also socially and environmentally responsible. One approach 

that is receiving more attention in supporting organizational sustainability is the practice of green 

recruitment. Green recruitment refers to a hiring process that integrates eco-friendly values into an 

organization's recruitment strategy. This practice includes the use of digital media to disseminate job 

vacancies, reducing the use of paper in administrative processes, and considering sustainability values when 

selecting prospective employees. The main goal is to recruit individuals who are not only professionally 

competent but also aware of and concerned about environmental issues (Qian, Chan, Zhang, Yin, & Zhang, 

2020). Furthermore, green recruitment plays a strategic role in supporting organizational sustainability. 

Employees with green values from the beginning have the potential to become internal change agents who 

support the implementation of environmentally oriented organizational policies and culture. A study 

conducted by S. Kumar, Lim, Sureka, Jabbour, and Bamel (2024) shows that green recruitment practices, 

when combined with environmentally conscious transformational leadership, are able to significantly 

improve the environmental performance of organizations. 

 

In addition, organizations that implement green recruitment build a positive image in the eyes of the public 

and prospective workers, who are increasingly aware of the importance of sustainability values. This 

increases the competitiveness of the organization and helps to retain and attract the best talent who have a 

value alignment with the organization (Tang, Chen, Jiang, Paillé, & Jia, 2018). Another study by AlKetbi 

and Rice (2024) confirmed that green HRM practices, including green recruitment, positively influence job 

satisfaction and employee engagement, which directly contributes to the sustainability of the organization. 

This shows that sustainability is not only supported by technology and policies but also by human resources 

that are sustainability-oriented from the early stages of hiring. Furthermore, Yao, Duan, and Baruch (2020) 

highlight the importance of integrating green HRM in the company's strategy holistically. They state that 

green recruitment is not only about efficiency but also a symbol of the organization's commitment to 
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Environmental, Social, and Governance (ESG) principles, which are now an important measure in 

assessing a company's reputation and long-term performance. Therefore, the hypotheses of this study are 

as follows: 

H5: Green Recruitment on Organizational Sustainability 

 

2.6. Green Training on Organizational Sustainability 

According to Nhat Tan Pham, Tučková, and Jabbour (2019), Green Training significantly improves 

employees’ pro-environmental behavior, which in turn strengthens the sustainability performance of the 

organization. The study emphasizes that structured training in sustainability creates a greener work culture 

and promotes energy efficiency and waste reduction in the workplace. Another study by Chaudhary (2020) 

found that Green Training has a direct effect on employee environmental motivation and strengthens Green 

Organizational Citizenship Behavior (GOCB), and organizations can build a work system that is more 

aligned with the principles of sustainable development in terms of environmental, social, and economic 

aspects. Furthermore, a study from Behnood (2020) shows that the integration of Green Training in Green 

Human Resource Management (GHRM) strategies plays an important role in increasing green innovation 

and operational efficiency. The study notes that organizations that invest in green training tend to have 

better environmental performance and an improved corporate reputation in the eyes of stakeholders. 

 

From the perspective of the industrial sector, Kabongo (2019) confirmed that in the manufacturing sector, 

Green Training directly affects Environmental Performance and contributes to the long-term sustainability 

of the organization through the improvement of the green competence of workers. Ågotnes et al. (2018) 

emphasized that the success of Green Training in improving sustainability also depends on managerial 

support and the involvement of all levels of the organization. Consistent and continuous implementation of 

green training enables organizations to adapt to the demands of the ever-changing global environment. So 

the hypothesis that is built is  

H6: Green Training  on Organizational Sustainability 

 

2.7. Green Performance Appraisal on Organizational Sustainability 

The application of green HR practices in various cultural settings reveals variations in the 

conceptualization, measurement, and valuation of environmental performance. Studies have shown that 

although the basic principles of GPA remain consistent, implementation approaches may need to be 

adapted to accommodate cultural differences in environmental attitudes, communication styles, and 

organizational hierarchies (Bhardwaj, Sharma, & Chand, 2025; Samola, 2022). IPK's innovation potential 

is growing as it recognizes its role in evaluating current performance and driving green innovation among 

employees. Research shows that a well-designed performance appraisal system that incorporates 

environmental criteria can stimulate creative problem-solving and develop new approaches to 

environmental challenges. Studies have found a positive relationship between the implementation of the 

GPA and green innovation indicators, including the development of processes, products, and models of 

environmentally friendly businesses. This dimension of innovation represents an emerging area for 

research and practice, with organizations increasingly exploring how performance appraisal systems can 

be leveraged to foster environmental entrepreneurship and breakthrough thinking (P. Sharma, 2023). 

 

Green Performance Assessment can be defined as a systematic process designed to evaluate an employee's 

environmental performance, environmental responsibility, knowledge of environmental policies, and 

contribution to an organization's environmental goals. GPA serves as an important component of the 

broader framework of Green Human Resource Management (GHRM), which includes practices such as 

green recruitment, green training, and green compensation systems (Hadi et al., 2023). Therefore, the 

following hypothesis is proposed: 

H7: Green Performance Appraisal on Organizational Sustainability 

 

2.8. Green Recruitment on Organizational Sustainability Through Employee Performance 

Martins et al. (2021) found that the implementation of green recruitment positively and significantly 

influences environmental, economic, and social performance. The path coefficient analysis results also 

show that environmental sustainability-oriented performance management and compensation play a 

significant role in bridging the relationship between green recruitment and sustainable performance in 
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healthcare organizations in both the public and private sectors. The study further stated that elements in the 

practice of Green Human Resource Management, such as environmentally based HR planning, 

environmentally friendly job design and analysis, green-oriented recruitment and selection processes, 

working relationships that support sustainability, and environmentally sound training, have been proven to 

have a significant impact on organizational sustainability in the automotive industry sector (G. Kumar, 

Anbu, & Saranya, 2022). 

 

Indirectly, the results of this study also indicate that the implementation of GHRM practices, such as 

training and development, performance evaluation, and reward and compensation systems, significantly 

impacts organizational sustainability. This study also empirically explored the unique mediating roles of 

environmental and employee performance in bridging the relationship between GHRM practices and 

organizational sustainability (Amjad et al., 2021). Therefore, the hypothesis is as follows: 

H8: Green Recruitment on Organizational Through Employee Performance 

 

2.9. Green Training on Organizational Sustainability Through Employee Performance 

The results of the study stated that Green Human Resource Management (GHRM) practices, such as 

training and development programs, performance evaluations, and the awarding of rewards and 

compensation, have been shown to have a significant effect on organizational sustainability. It also 

empirically examined the mediating role of environmental and employee performance in explaining the 

relationship between GHRM practices and organizational (Amjad et al., 2021). Another study by Haque 

and Ali (2024) emphasizes the importance of combining GHRM practices with strategic objectives, 

including economic, social, and environmental aspects, to achieve sustainability in organizational 

outcomes. In addition, the study highlights the need to build a culture of sustainability through the 

implementation of effective HR management strategies, which have a positive impact on employees and 

society and ensure the sustainability of their effects in the long term.  Therefore, the hypothesis is as follows: 

H9: Green Training on Organizational Through Employee Performance 

 

2.10. Green Performance Appraisal on Organizational Sustainability Through Employee Performance 

Studies have shown that fairness in employee performance appraisals has a positive impact on their work 

engagement, identification with the organization, and job performance. In addition, both work engagement 

and employee organizational identification serve as mediators in the relationship between the fairness of 

performance appraisals and job performance (Lyu, Su, Qi, & Xiao, 2023). Therefore, the hypothesis is as 

follows: 

H10: Green Performance Appraisal on Organizational Sustainability Through Employee  Performance 

 

The framework of this study is as follows. 
 

 
 

Figure 1. Research Framework 
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3. Methodology 
This study used a descriptive research methodology. The purposive sampling technique was used for 

sampling. The number of samples taken was as many as 160 respondents from several Ground Handling 

companies in Java. Primary data were collected through questionnaires using G-forms, while secondary 

data were obtained from journal articles, business magazines, web content, industry reports, and 

government reports. The statistical techniques used in this study include regression analysis, correlation 

analysis, percentage analysis, and Structural Equation Modeling (SEM) analysis. 

 

4. Result and discussion 
4.1. Results  

4.1.1. Construct Reliability and Validity 

The external stacking esteem of each estimation pointer is compared to the significant variable it speaks 

to in arrange to survey focalized legitimacy. Markers that have an external stacking esteem less than 

0.6 point to a destitute definition of the factors within the created show. The external stacking levels 

accomplished by each marker in this experiment are shown in the table below. 

 

Table 1. Extracting data from research variables 

Variable Indicators Outer Loadings 

Green Recruitment (GR) 

GR.1 0,760 

GR.2 0,715 

GR.3 0,854 

GR.4 0,725 

Green Training (GT) 

GT.1 0,862 

GT.2 0,717 

GT.3 0,978 

Green Performance Appraisal (GPA) 

GPA.1 0,876 

GPA.2 0,923 

GPA.3 0,756 

GPA.4 0,768 

GPA.5 0,862 

Organizational Sustainability (OS) 

OS.1 0,945 

OS.2 0,804 

OS.3 0,724 

Employee Performance (EP) 

EP.1 0,891 

EP.2 0,867 

EP.3 0,819 

EP.4 0,776 
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Figure 2. Outer Loadings 

 

Based on the external stacking values extracted from each measuring gadget for each variable in Table 

1, it is possible to determine whether each measuring gadget precisely characterizes the variable it 

represents. All of the rebellious had external stacking values higher than 0.7, which demonstrates that 

they all precisely captured the inactive variable they were implied to speak to. The PLS Algorithm's 

computations on the pointers recorded within the table yielded the AVE esteem and AVE squared 

esteem that are appeared in Table 2. 

 

Table 2. AVE, Composite Reliability, and Cronbach's Alpha  

Variable 
Average Variance 

Extracted (AVE) 

Composite 

Reliability 

Cronbach's 

Alpha 

Green Recruitment (GR) 0.821 0.864 0.744 

Green Training (GT) 0.825 0.959 0.931 

Green Performance Appraisal (GPA) 0.857 0.755 0.820 

Organizational Sustainability (OS) 0.745 0.813 0.757 

Employee Performance (EP) 0.854 0.839 0.838 

 

Table 2 illustrates that each variable's AVE esteem is more prominent than the desired least esteem of 

0.5. With a normal esteem (AVE) of 0.745, The Organizational Sustainability variable has the most 

reduced esteem. The stacking figure values in Table 1 and the AVE values in Table 2 may be utilized 

to perform the concurrent legitimacy test to determine whether the study's results meet the requirements. 

After the build legitimacy test is completed, the build unwavering quality test is conducted. Based on 

the pointer that assesses the CR construct, which is utilized to imply a great construct, it is based on two 

criteria. 

 
4.1.2. Structural Equation Model 

Hypothesis testing is the final step in inferential statistical analysis. This test compares the t-statistic 

and t-table values derived from the associations between the variables in the model, for which a pre-

formulated hypothesis has been made. With a 95% degree of confidence in the processed data, the study 

findings had an alpha value (also known as the critical r) limit of 5%. 
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Table 3. PLS-SEM Path Coefficients 

Path Std. Coeff t-value P-value Test-results 

H-1 GR → EP 0.353 3.203 0.000 Supported 

H-2 GT → EP 0.301 9.696 0.000 Supported 

H-3 GPA → EP 0.455 2.525 0.000 Supported 

H-4 EP → OS 0.542 2.403 0.000 Supported 

H-5 GR → OS 0.309 3.228 0.000 Supported 

H-6 GT → OS 0.176 2.706 0.000 Supported 

H-7 GPA → OS 0.167 6.228 0.000 Supported 

H-8 GR → EP → OS 0.191 2.853 0.000 Supported 

H-9 GT → EP → OS 0.162 2.347 0.000 Supported 

H-10 GPA → EP → OS 0.247 5.347 0.000 Supported 

 

 

Figure 3. PLS-SEM Path Coefficients 

 

This study tested ten hypotheses, all of which were supported based on a t-value >1.96 and a p-value 

<0.05. The results indicate that Green Recruitment (GR), Green Training (GT), and Green Performance 

Appraisal (GPA) each have a significant influence on Employee Performance (EP), with t-values >1.96 

and p-values <0.05. Furthermore, Employee Performance (EP) also has a significantly influences on 

Organizational Sustainability (OS). GR, GT, and GPA also directly influenced OS. In addition, the 

indirect influence of Employee Performance is also significant. GR, GT, and GPA influenced OS 

through EP, with indirect effect values of 0.191, 0.162, and 0.247, respectively. This demonstrates that 

Employee Performance is an important mediator in enhancing Organizational Sustainability. Thus, all 

the H1 to H10 hypotheses were proven to be significant, showing that improving green HR practices 

(recruitment, training, and environment-based performance assessment) can improve organizational 

sustainability both directly and indirectly through improved employee performance. 

 

4.2. Discussion 

Based on the results of the study, Green Recruitment, Green Training, and Green Performance 

Appraisal have proven to have a significant effect on Organizational Sustainability, which shows that 

environmentally friendly practices in the recruitment, training, and performance appraisal processes can 
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improve organizational sustainability. In addition, these four variables, including Employee 

Performance, also have a direct effect on Organizational Sustainability, indicating that employee 

performance plays an important role in supporting organizational sustainability. Furthermore, Green 

Recruitment, Green Training, and Green Performance Appraisal also have a direct influence on 

Employee Performance, which indicates that the implementation of green policies is able to increase 

employee productivity and performance. Finally, the three green variables also have an indirect effect 

on Employee Performance through Organizational Sustainability, showing that organizational 

sustainability can strengthen the positive impact of environmentally friendly policies on employee 

performance. 

 

Based on the results of research conducted on ground handling companies in Java, it was found that 

Green Recruitment, Green Training, and Green Performance Appraisal have a significant effect on 

Employee Performance through Organizational Sustainability. This shows that the company's efforts to 

implement environmentally friendly practices, such as recruitment processes that consider sustainability 

aspects, training that focuses on environmental awareness, and performance assessments that include 

green indicators, can improve organizational sustainability. The sustainability of a well-built 

organization has a positive impact on improving employee performance. In other words, Organizational 

Sustainability is a mediating variable that strengthens the influence of green HR policies on employee 

performance in ground handling companies. 

 

Based on the findings that Green Recruitment, Green Training, and Green Performance Appraisal have 

a direct or indirect effect on Employee Performance through Organizational Sustainability, the advice 

that can be given to companies should develop a recruitment strategy that is more focused on 

sustainability aspects, such as recruiting prospective employees who have concern for the environment, 

and including green culture values in the selection process. Regular training should emphasize the 

importance of environmentally friendly work behaviors, such as energy efficiency, waste management, 

and the use of green technology in daily operational activities. 

 

5. Conclusions 
5.1. Conclusion 

Based on the results of research conducted on ground handling companies in Java, it can be concluded 

that Green Recruitment, Green Training, and Green Performance Appraisal significantly affect 

Employee Performance and Organizational Sustainability. In addition to direct influence, these three 

variables also have an indirect influence on organizational sustainability by improving employee 

performance as mediators. These findings show that implementing environmentally oriented human 

resource management practices not only increases employee productivity but also strengthens the 

company's commitment to long-term sustainability. Therefore, integrating eco-friendly principles into 

HR strategies is essential for achieving sustainable organizational performance. 

 

5.2. Limitations and Future Study 

This study has several limitations. First, the scope of the research only includes ground handling 

companies in the Java area; therefore, the results cannot necessarily be generalized to other sectors or 

regions. Second, data were collected using a survey method with questionnaires, which allowed for 

perceived bias from respondents, such as the desire to give answers that were considered socially 

desirable. Third, this study only uses a quantitative approach through PLS-SEM, without any qualitative 

deepening to further explore the reasons behind the relationship between the variables. Fourth, other 

external factors that can also affect employee performance and organizational sustainability, such as 

organizational culture, leadership, or market factors, have not been analyzed in this study. These 

limitations can serve as the basis for more comprehensive follow-up research. 

 

5.3. Suggestions 

Based on the results of the discussion that has been explained earlier, it is recommended that ground 

handling companies in Javafurther improve the implementation of green human resource management 

(GHRM) practices, especially in the aspects of Green Training and Green Performance Appraisal, 

because both have been proven to have a significant effect on employee performance and organizational 
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sustainability. Companies should develop structured and ongoing training programs to increase 

employee awareness and their ability to support environmentally friendly policies. In addition, the 

performance appraisal system needs to be directed at achieving measurable environmental targets to 

make a real contribution to the performance of individuals and organizations as a whole. Attention also 

needs to be paid to optimizing Green Recruitment so that the recruitment process is more selective for 

prospective employees who have concerns about sustainability. With the synergy of these three factors, 

the company is expected to improve employee performance, which will ultimately encourage the 

achievement of organizational sustainability. 
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