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Abstract 

This study aims to analyze the effect of Green Human Resource Management (GHRM) on the environmental 

performance of PAUD schools with an environmentally friendly organizational culture as a mediating 

variable. GHRM includes practices such as green recruitment, training, performance appraisal, and incentives 

that support environmental sustainability. An environmentally friendly organizational culture is defined as 

collective values, beliefs, and behaviors that support environmental initiatives in educational institutions. 

This study uses a quantitative approach with a survey method of educators and staff in a number of PAUD 

schools. Data were analyzed using Structural Equation Modeling (SEM). The results showed that GHRM 

has a significant influence on environmental performance, both directly and through an environmentally 

friendly organizational culture. This study contributes to academic literature and management practice, 

especially in supporting sustainability strategies in the education sector. 

Keywords: green human resource management, environmentally friendly organizational culture, environmental 

performance, early childhood education, sustainability. 

1. Introduction 

An environmentally friendly organizational culture is also an important element in supporting 

sustainability. This culture reflects collective values, beliefs, and behaviors that support 

sustainability, which ultimately contribute to improved environmental performance (Kim et al., 

2022). In the context of education, environmental performance includes waste management, 

energy efficiency, and increasing students' environmental awareness. However, research on the 

implementation of GHRM in ECE institutions, especially how these practices affect 

environmental performance through an environmentally friendly organizational culture, is still 

limited. 

Green Human Resource Management(GHRM) is a human resource management approach that 

integrates environmental sustainability principles into HR functions such as recruiting, training, 

performance appraisal, and compensation.(Miah, Rahman, et al., 2024)The implementation of 

GHRM not only improves compliance with environmental regulations, but can also reduce 

operational costs through energy and resource efficiency, improve corporate image, and 

strengthen the involvement of environmentally conscious employees (Sugiarto, 2024). 

Environmental sustainability is becoming an increasingly urgent global issue to address, 

including in the education sector. Early childhood education (PAUD) has a strategic role in 

forming environmental awareness from an early age, so practices that support sustainability in 

educational institutions are important.(Fawehinmi et al., 2020)One approach that can be applied 

is Green Human Resource Management (GHRM), which is human resource management that 
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is oriented towards environmental sustainability (Jabbour & Renwick, 2021). GHRM practices 

include green recruitment, green training, green performance appraisal, and incentives to 

support sustainability initiatives (Pham et al., 2020). However, the application of GHRM in the 

education sector, especially PAUD, is still rarely studied. In addition, the role of green 

organizational culture in mediating the relationship between GHRM and environmental 

performance has not been widely discussed. This study aims to fill this gap by analyzing how 

GHRM affects the environmental performance of PAUD schools through green organizational 

culture. This study is expected to provide academic contributions as well as practical directions 

in supporting sustainability in the education sector. 

This study aims to analyze the influence of GHRM on environmental performance through the 

mediating role of environmentally friendly organizational culture in PAUD schools. This study 

is expected to provide theoretical and practical contributions in supporting welfare in the early 

childhood education sector. In fact, exploration in the local context can provide new 

perspectives that are more relevant and applicable. Finally, environmental performance 

measurements in previous studies often use indicators that are relevant to the industrial sector, 

such as emission reduction or waste management (Jabbour et al., 2021). However, these 

indicators are not yet fully relevant to educational institutions. Therefore, this study offers a 

new approach to measuring environmental performance through the practice of cruelty applied 

in PAUD schools. This study is expected to complement this and make a significant contribution 

to the academic literature. 

One of the main novelties of this study is its focus on early childhood education institutions 

such as PAUD, which have not received much attention in GHRM studies. So far, most studies 

related to GHRM have focused on the manufacturing sector and large corporations, so this study 

provides a new perspective by exploring the application of GHRM in the context of education, 

especially in forming environmental awareness from an early age. 

This study also offers a new approach by introducing green organizational culture as a 

mediating variable. This approach provides a deeper understanding of the role of values, beliefs, 

and collective behaviors in organizations to strengthen the relationship between GHRM 

practices and environmental performance. This fills the gap in previous studies that tend to only 

analyze the direct relationship between GHRM and environmental performance without 

considering the role of organizational culture. 

In addition, this study was conducted in the local context of Indonesia, a developing country 

facing unique challenges in environmental management and education. Thus, this study 

contributes to the literature by offering new insights into the application of GHRM in the 

context of developing countries, which often have different resource constraints and 

organizational cultural dynamics compared to developed countries. 

Another novelty of this study is the development of environmental performance indicators that 

are relevant to educational institutions. Previously, environmental performance indicators were 

more directed at the industrial sector, such as emission reduction and waste management. This 

study introduces indicators that are more appropriate to the educational context, such as school 

waste management, greening initiatives, and environmental awareness programs for children. 

This novelty provides an important contribution in measuring the success of poverty programs 

in PAUD schools and offers a relevant framework for its management. Thus, GHRM becomes 

a relevant strategy in supporting sustainable development in various sectors (Kompasiana, 
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2024).  

2. Literature Review 

2.1 Green Human Resource Management (High RM) 

GHRM is a strategic approach to human resource management that supports an organization’s 

sustainability goals (Jabbour et al., 2021). The main elements of GHRM include green 

recruitment, green training, green performance appraisal, and green incentives. GHRM includes 

practices such as green recruitment, green training, green performance appraisal, and green 

incentives. GHRM focuses on creating an organization that is not only operationally effective 

but also cares about its environmental impact (Jabbour & Renwick, 2021). These practices 

enable organizations to integrate sustainability values into the daily activities of their workforce 

(Pham et al., 2020). GHRM encompasses various practices, such as green recruitment, green 

training, green performance evaluation, green incentives, and employee involvement in green 

initiatives. Research by Masum Miah et al. (2024) shows that GHRM practices can be an 

important tool in integrating sustainability goals into organizational operations. These practices 

not only support operational efficiency but also increase employee commitment to 

environmental issues. In addition, Shoaib et al. (2021) highlighted that green human resource 

development through green training is one of the key dimensions of GHRM that contributes 

significantly to organizational sustainability. 

2.2 Environmentally Friendly Organizational Culture 

This green organizational culture plays a vital role in creating an environment that supports the 

implementation of sustainable practices. Green organizational culture is a pattern of collective 

values, beliefs, and behaviors that support environmental sustainability.(Molina-Azorin et al., 

2021)In the environmental context, this culture reflects how the organization encourages the 

workforce to participate in sustainability initiatives through consistent norms, policies, and 

operational practices (Kim et al., 2022). This culture is an important foundation in encouraging 

employees to actively participate in environmental initiatives. Study by(Agarwal et al., 

2024)showed that organizations with a strong pro-environmental culture tend to have 

employees who are committed to sustainable environmental management. In the context of 

GHRM, an environmentally friendly organizational culture acts as a bridge that strengthens the 

relationship between GHRM practices and environmental performance (Kim et al., 2022). 

2.3 Environmental Performance 

Environmental performance is defined as the results of an organization's actions in managing 

its environmental impact. In the context of education, environmental performance includes 

waste management, energy efficiency, greening of school areas, and increasing students' 

environmental awareness (Jabbour et al., 2021). Environmental performance is measured based 

on waste management, energy efficiency, greening initiatives, and increasing students' 

environmental awareness (Kim et al., 2022). Environmental performance in an organization is 

measured based on the achievement of sustainability goals, such as waste management, energy 

efficiency, greening initiatives, and increasing environmental awareness.(Febrian et al., 

2024)states that good environmental performance not only enhances an organization's 

reputation but also provides economic benefits through reduced operating costs. In the context 

of education, environmental performance includes initiatives to raise students' awareness of the 

importance of sustainability, for example through student participation in recycling or school 
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greening programs.(Vasudevan et al., 2024). 

2.4 The Relationship between GHRM, Organizational Culture, and Environmental 

Performance 

Research shows that GHRM has a direct influence on environmental performance, both through 

the implementation of green practices and the development of an organizational culture that 

supports sustainability. According to research by Akhtar et al. (2023), an environmentally 

friendly organizational culture mediates the relationship between GHRM and environmental 

performance by creating collective values that encourage employees to actively engage in pro-

environmental initiatives. This is also supported by(Saad et al., 2024), who found that 

organizations with a strong green culture tend to have better environmental performance. 

Bibliometric analysis by Akhtar et al. (2023) shows a significant increase in research related to 

GHRM over the last decade. This trend reflects the increasing attention to the importance of 

GHRM integration in various sectors, including education. The study also highlights that 

GHRM implementation in the education sector remains an under-explored research area, thus 

offering great opportunities for further research.  

3. Research Method 

This study uses a quantitative approach with a survey design. Data collection was carried out 

through questionnaires distributed to educators and staff at a number of PAUD schools. The 

research instruments include GHRM indicators, environmentally friendly organizational 

culture, and environmental performance measured using a 5-point Likert scale. Sampling was 

carried out purposively with a minimum of 100 respondents. Data analysis was carried out using 

Structural Equation Modeling (SEM) to test the relationship between variables.(Al-Nuaimi et 

al., 2021).  

4. Findings and Discussions 

The results of the study indicate that GHRM has a significant positive effect on environmental 

performance, both directly and through green organizational culture. Green organizational 

culture is also proven to mediate the relationship between GHRM and environmental 

performance. These findings support the Resource-Based View theory.(Miah, Szabó-

Szentgróti, et al., 2024), which states that organizational resources, such as GHRM and 

organizational culture, can provide sustainable competitive advantage. 

An environmentally friendly organizational culture plays a vital role in creating an environment 

that supports sustainability initiatives. When GHRM practices are consistently implemented, a 

pro-environmental organizational culture will be formed, which ultimately improves the 

environmental performance of educational institutions. 

Table 1. Respondent Characteristics 

Gender Number of Respondents 

Man 35 people (35%) 

Woman 65 rating (65%) 

 

Table 2. Position 
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Position Amount 

Educator 80 people (80%) 

Administrative staff 20 rating (20%) 

 

Table 3. Length of Work Period 

Length of work Number of 

Respondents 

Percentage 

< 1 year 15 people 15% 

1-5 years 55 people 55% 

5 years 30 people 30% 

 

Validity: All indicators have an item-total correlation value > 0.3 so they are valid. 

Reliability: Cronbach's Alpha values for all variables are as follows: 

o GHRM: 0.89 (reliable) 

o Environmentally friendly organizational culture: 0.87 (reliable) 

o Environmental performance: 0.91 (reliable) 

Descriptive Statistics Results are: 

1. GHRM: 4.3 (very high category) 

2. Environmentally Friendly Organizational Culture: 4.2 (high category) 

3. Environmental Performance: 4.4 (very high category) 

Regression Analysis Results are: 

Regression coefficient (𝛽1): : 0.68 

𝜌-value: < 0.001 (significant at = 0.05)𝛼 

R-squared: 0.48 (48% of environmental performance variation) 

The Relationship between GHRM and Environmental Culture: 

Regression coefficient (𝛽1): : 0.74 

𝜌-value: < 0.001 (significant) 

The Relationship between Environmentally Friendly Organizational Culture and 

Environmental Performance: 

Regression coefficient (𝛽1): : 0.61 

𝜌-value: < 0.001 (significant) 

4.4 Results of Mediation Analysis 

Sobel Test 

Sobel Stats: 3.45 



International Conference on Business, Economics & Management 

For Creating a Greener and Sustainable Future 

e-ISSN: 3021-7784 

Vol. 2, 30th Dec 2024 

 

 

191 

Organized by:                                                             Published by: 

𝜌-value: < 0.001 (significant) 

These results indicate that green organizational culture significantly mediates the relationship 

between GHRM and environmental performance. 

1. GHRM has a positive and significant effect on environmental performance (regression 

coefficient = 0.68, p < 0.001), with a variation in environmental performance of 48%. 

2. GHRM has a positive influence on environmentally friendly organizational culture 

(regression coefficient = 0.74, p < 0.001). 

3. An environmentally friendly organizational culture has a positive effect on 

environmental performance (regression coefficient = 0.61, p < 0.001). 

4. Environmentally friendly organizational culture mediates the relationship between 

GHRM and performance. 

5. Conclusion 

This study confirms that GHRM plays an important role in improving environmental 

performance in PAUD schools. An environmentally friendly organizational culture also plays a 

significant role as a mediator. This study provides practical contributions for school managers 

in designing sustainability strategies based on GHRM. For further research, it is recommended 

to explore external factors, such as government regulations and community participation, in 

supporting the implementation of sustainability in the education sector.  
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