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 This study examines the influence of green human resource management 

(GHRM) practices on sustainable performance, with green 

transformational leadership (GTL) as a mediating variable. Conducted at a 

brown sugarcane factory in Malang, the research addresses sustainability 

challenges in the manufacturing sector. Using a quantitative approach, 

data were collected from 172 employees through purposive random 

sampling and analysed using Structural Equation Modeling (SEM) with 

SMART PLS. The results indicate that GHRM practices significantly 

enhance sustainable performance, particularly in environmental, social, 

and economic aspects. GTL strengthens the implementation of GHRM and 

directly contributes to improved sustainability outcomes. While GTL 

partially mediates the relationship between GHRM and sustainable 

performance, the direct impact of GHRM remains more dominant.  This 

study provides novel insights into the mediating role of GTL in 

strengthening the link between GHRM practices and sustainable 

performance, particularly in the manufacturing sector. Managers should 

adopt GTL to foster an environmentally responsible culture, motivate 

employees, and improve performance. Policymakers are urged to integrate 

green HR and leadership practices, while companies should invest in green 

training, external collaborations, and eco-friendly technologies to boost 

sustainable performance. 
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Abstrak 

Penelitian ini mengkaji pengaruh praktik manajemen sumber daya manusia 

hijau (GHRM) terhadap kinerja keberlanjutan, dengan pemimpin 

transformasional hijau (GTL) sebagai variabel mediasi. Penelitian ini 

dilakukan di pabrik gula merah tebu di Malang untuk menjawab tantangan 

keberlanjutan di sektor manufaktur. Dengan pendekatan kuantitatif, data 

dikumpulkan dari 172 karyawan melalui purposive random sampling dan 

dianalisis menggunakan Structural Equation Modeling (SEM) dengan 

SMART PLS.  Hasil penelitian menunjukkan bahwa praktik GHRM secara 

signifikan meningkatkan kinerja keberlanjutan, khususnya dalam aspek 

lingkungan, sosial, dan ekonomi. GTL memperkuat implementasi GHRM 

dan secara langsung berkontribusi pada peningkatan kinerja keberlanjutan. 

Meskipun GTL memediasi sebagian hubungan antara GHRM dan kinerja 

keberlanjutan, pengaruh langsung GHRM tetap lebih dominan.  Studi ini 

memberikan wawasan baru mengenai peran mediasi GTL dalam 

memperkuat hubungan antara praktik GHRM dan kinerja berkelanjutan, 

khususnya di sektor manufaktur. Manajer disarankan mengadopsi GTL 

untuk membangun budaya yang bertanggung jawab terhadap lingkungan, 

memotivasi karyawan, dan meningkatkan kinerja.Pembuat kebijakan 

didorong untuk mengintegrasikan praktik HR hijau dan kepemimpinan, 

sementara perusahaan disarankan berinvestasi dalam pelatihan hijau, 

kolaborasi eksternal, dan teknologi ramah lingkungan untuk meningkatkan 

kinerja keberlanjutan. 

mailto:endangsus@unigamalang.ac.id2
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INTRODUCTION  

 

Sustainability has increasingly become an essential factor for businesses globally. According to 

business ethics studies, ethical companies must balance sustainable performance, encompassing 

financial, social, and environmental outcomes (Alsayegh et al., 2020; Bazhenova et al., 2012). For 

example, Unilever’s Sustainable Living Plan contributed to 75% of the company’s growth, 

demonstrating that sustainability initiatives can drive profitability while benefiting society and the 

environment (Unilever, 2021). Similarly, as a founding member of the '1% for the Planet' initiative, 

Patagonia donates 1% of its total sales to environmental groups and ensures fair labour practices, with 

over 85,000 workers benefiting from its Fair Trade program (Patagonia, 2021). Sustainability has 

emerged as a key agenda as corporate awareness grows. This concern is reflected in the United 

Nations' 2030 Agenda, particularly Goals 12 and 13, which emphasise reducing resource use, 

degradation, and pollution to enhance quality of life. 93% of the world's top 250 companies have set 

sustainability goals. Sustainability reports are essential for discovering company activities regarding 

sustainability performance in the economic, environmental and social fields (Channuntapipat, 2021). 

Today, businesses are not solely profit-focused but are also responsible for preserving natural 

resources and maintaining social harmony. Companies operating in a highly competitive global 

economy must be efficient and socially accountable (Yong et al., 2020). Aligned with the Triple 

Bottom Line theory (Elkington, 1997), businesses must adapt to sustainable operations across three 

key areas: economic growth, social equity, and environmental protection (Nguyen, 2023). However, 

balancing these three aspects often proves challenging and controversial (George et al., 2015; Haffar 

& Searcy, 2017). 

The manufacturing sector is a key driver of the national economy while also contributing to 

environmental pollution (Malik et al., 2021). In East Java, one of the largest sugar-producing regions, 

GMT Kelang factory produces brown sugar derived from sugarcane. However, the factory faces 

intense competition from local private sugar mills, leading to a 20% decline in sugar production 

between 2020 and 2023. This reduction has directly impacted profitability, making sustaining 

operations while maintaining environmental compliance more challenging. GMT Kelang has explored 

cost reduction and quality improvement strategies to enhance efficiency and sustainability. However, 

intensified competition has pressured the factory to cut costs, indirectly contributing to weaknesses in 

waste management. Waste from processed sugarcane condensate and factory operations has failed to 

meet government regulations. The increased wastewater volume and poor quality have resulted in 

fines and local complaints, emphasising the urgent need to address environmental concerns as part of 

the factory’s sustainability efforts. 

The company has recognised that improving environmental performance requires waste 

reduction and strategic management of its human resources. To address these challenges, GMT 

Kelang has implemented Green Human Resource Management (GHRM) practices, focusing on raising 

environmental awareness among employees and promoting sustainable waste management practices. 

These initiatives align with the Resource-Based View (RBV) theory (Wernerfelt, 1984), which asserts 

that sustainable competitive advantage arises from unique and inimitable resources, such as a 

company's human capital (Kholis, 2020). Research indicates that organisations can achieve 

sustainability goals by engaging employees in green HR practices, including green training, 

environmental rewards, and employee involvement in environmental initiatives (Muchtadin, 2022; 

Renwick et al., 2008). According to (Cherian & Jacob, 2012; Yafi et al., 2021), designing 

environmental training based on training needs is critical to achieving optimal ecological benefits. At 

GMT Kelang factory, implementing GHRM is expected to reduce waste, enhance compliance, foster 

stronger relationships with stakeholders, and ensure long-term sustainability. Nevertheless, previous 

research presents varying results regarding the direct and partial effect of GHRM on sustainable 
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performance (Goni et al., 2023; Singh et al., 2020; Tanova & Bayighomog, 2022). While some studies 

suggest that GHRM can improve environmental or sustainable performance (Masri & Jaaron, 2017), 

its broader impact on sustainability goals remains unclear without the mediation of other factors, such 

as leadership. Increasing public awareness of the environmental crisis by building relationships of 

mutual trust (Cahyadi et al., 2023). Green Transformational Leadership (GTL) is recognised as a 

crucial intermediary element. GTL, which engages employees through motivation and intellectual 

stimulation, is believed to enhance the effectiveness of GHRM practices (Kemalasari & Wanasiri, 

2023; Noor et al., 2023). 

With these findings, GMT Kelang focuses on integrating Green Transformational Leadership 

(GTL) to strengthen GHRM practices (Fathussalam et al., 2021). GTL is expected to motivate 

employees, foster an environmentally conscious culture, and improve the factory’s overall sustainable 

performance. The combination of GHRM and GTL is hypothesised to have both direct and indirect 

effects on sustainable performance, as GTL amplifies the impact of GHRM by motivating employees 

and promoting sustainable behaviours. Given the inconsistencies in prior studies and current 

challenges at GMT Kelang, this research aims to explore how GHRM and GTL collectively influence 

sustainable performance. The findings will provide insights into how leadership can enhance the 

effectiveness of GHRM practices, ultimately leading to better environmental, economic, and social 

outcomes for the company. 

Sustainable performance encompasses the balance of business operations' economic, social, and 

environmental aspects, aligning with the Triple Bottom Line (TBL) principles (Elkington, 1997). 

According to the World Commission on Environment and Development, this framework requires 

businesses to prioritise financial profit and positive impacts on society and the environment. 

Sustainability indicators include environmental management practices like waste reduction and 

emissions control, social aspects such as employee well-being and community engagement, and 

economic elements emphasising efficiency, innovation, and governance (Dyllick & Hockerts, 2002; 

Hristov & Chirico, 2019). Internal factors, such as leadership and resource management, alongside 

external influences like government regulations and community support, shape sustainable outcomes 

(Epstein & Buhovac, 2014). By integrating social and environmental standards into business practices, 

sustainability addresses global challenges, ensuring present needs are met without compromising 

future generations. This approach allows businesses to improve efficiency, manage risks, and create 

innovative opportunities supporting sustainable development (Rosati & Faria, 2019).  

Green Human Resources Management (GHRM) is a strategic approach to human resource 

management aimed at promoting environmentally friendly behaviour in the workplace, enhancing 

awareness of sustainability, and fostering an organisational culture that supports sustainability efforts 

(Astuti & Wahyuni, 2018; Renwick et al., 2013). This study uses the AMO (Ability, Motivation, and 

Opportunity) theory to explain how GHRM practices influence sustainable corporate performance. 

According to the AMO framework, ability, motivation, and opportunity are key factors affecting 

individual performance. In the GHRM context, the AMO theory emphasises the importance of 

developing knowledgeable, motivated, and equally empowered employees to implement eco-friendly 

practices (Renwick et al., 2013). 

Green Transformational Leadership (GTL) extends transformational leadership theory, 

emphasising environmental sustainability. Green transformational leaders inspire and motivate 

employees to engage in environmentally friendly initiatives, fostering an organisational culture 

supportive of sustainability and implementing eco-friendly practices (Bass, 1990; Buil et al., 2019; Du 

& Yan, 2022; Hadi, 2018). Acting as role models, they inspire, encourage creativity, and offer 

individualised attention to employees to achieve environmental goals (Krishnan, 2002; Robertson & 

Barling, 2017). By creating a work environment conducive to sustainability initiatives, GTL 
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contributes to enhanced operational efficiency, waste reduction, and resource optimisation. These 

actions improve organisational sustainable performance and bolster reputation among stakeholders. 

Resource-Based View (RBV), introduced by (Wernerfelt, 1984), is a strategic framework 

emphasising the importance of managing unique and valuable internal resources to achieve a 

competitive advantage. When applied to Green Human Resources Management (GHRM), RBV 

underscores how organisations can leverage human resource practices to support environmental and 

sustainability initiatives (Jabbour et al., 2010; Sulistiawan et al., 2024). By fostering environmentally 

conscious behaviours and developing a sustainable organisational culture, GHRM serves as a critical 

internal resource for achieving long-term competitiveness and sustainability. Studies have consistently 

demonstrated a positive and significant relationship between GHRM practices and sustainable 

performance. Research by (Awwad et al. 2022; Khan et al., 2020; Mousa & Othman, 2020; Renwick 

et al., 2008; Zhao & Huang, 2022) highlights that GHRM not only enhances environmental and 

operational outcomes but also strengthens an organisation’s sustainability performance by integrating 

green initiatives into HR practices. Based on prior studies and the theoretical foundation of RBV, this 

research proposes the following hypothesis: 

H1: Green Human Resources Management (GHRM) practices directly affect Sustainable Performance 

(SP). 

Green Transformational Leadership (GTL) fosters a green ideology within organisations. GTL 

refers to leadership practices that inspire and motivate employees to adopt sustainable behaviours, 

aligning individual goals with broader environmental objectives (Fathussalam et al., 2021). This 

leadership style emphasises the importance of senior management support and supervision in 

encouraging environmentally friendly actions among employees, such as reducing resource use and 

minimising pollution. According to (Noor et al., 2023), GTL significantly and positively impacts 

employee engagement in green practices and moderates the relationship between Green Human 

Resource Management (GHRM) and employee involvement. The foundational goal of GHRM is to 

develop, motivate, and provide opportunities for employees to demonstrate superior work behaviours 

that contribute to sustainable competitive advantage and exceptional performance (Boxall & 

Steeneveld, 1999; Khan, 2018). Leadership that actively supports green initiatives acts as a catalyst for 

enhancing GHRM practices, ensuring that sustainability principles are effectively integrated into the 

organisation’s HR processes. Based on the theoretical insights and empirical findings, this research 

proposes the following hypothesis: 

H2: Green Transformational Leadership (GTL) positively affects Green Human Resource Management 

(GHRM) practices. 

Green Transformational Leadership (GTL), rooted in the transformational leadership theory 

developed by (Burns, 1978), emphasises the role of leaders in inspiring and motivating their followers 

to achieve exceptional results while cultivating their leadership potential. In the context of 

sustainability, GTL emerges as a specialised form of transformational leadership that focuses on green 

initiatives and environmental sustainability. By aligning organisational goals with sustainable 

practices, GTL fosters a culture of innovation and responsibility that directly contributes to enhanced 

organisational performance. Leaders exhibiting GTL embody high-level managerial values, attitudes, 

and behaviours and drive initiatives that support the organisation's long-term sustainability goals. This 

leadership approach has been shown to improve sustainable performance directly (SP) by enhancing 

environmental outputs and integrating sustainability into core business operations (Arshad, 2021; 

Fhadilah & Setyaningrum, 2023; Lenka & Kar, 2021). Building on this theoretical framework and 

empirical findings, the following hypothesis is formulated: 

H3: Green Transformational Leadership (GTL) positively affects sustainable performance (SP). 

Green Transformational Leadership (GTL) not only influences sustainable performance directly 

but also serves as a mediator between Green Human Resources Management (GHRM) practices and 
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organisational sustainability outcomes (Nawangsari & Yanti, 2019). By shaping employee behaviours 

and fostering an environmentally conscious culture, GTL bridges the gap between HRM initiatives 

and their ultimate impact on sustainable performance (SP). The mediating role of GTL is supported by 

the Ability-Motivation-Opportunity (AMO) theory, which highlights how employee ability, 

motivation, and opportunities—enhanced by leadership and HRM practices—contribute to 

organisational performance. Studies such as those by (Elshaer et al., 2021; Setyaningrum & 

Wulandari, 2024) underline the necessity of a mediating variable, as GHRM does not consistently 

yield direct impacts on SP without leadership influence. This aligns with (Mansoor et al., 2021), who 

found that GTL partially mediates the relationship between green management initiatives and green 

creativity. Empirical evidence, including research by (Goni et al., 2023 Purwaningsih et al., 2023 

Widisatria & Nawangsari, 2021), confirms the significant mediating effect of GTL in fostering 

sustainable performance through green HRM practices. Based on the theoretical framework and prior 

research findings, the following hypothesis is formulated: 

H4: Green Transformational Leadership (GTL) mediates the relationship between Green Human 

Resources Management (GHRM) practices and sustainable performance (SP). 

Based on the literature review and hypotheses presented above, the research model illustrates 

the relationship between GHRM and SP with the mediating role of GTL, as depicted in Figure 1. 

 

  
Source: Research Data, 2024 

 

Figure 1. Research Model 
 

 

RESEARCH METHOD  

 

This research adds to the existing literature by exploring the mediating effect of GTL. It also 

seeks to address the company’s issues by delving deeper into the relationship between GHRM, GTL, 

and SP to help the factory balance economic, social, and environmental performance in line with 

sustainability principles. Based on the literature review and hypotheses presented above, the research 

model illustrates the relationship between GHRM and SP with the mediating role of GTL. This study 

involved all employees of the GMT Kelang Factory, totalling 300 individuals. The sample size for 

each division was determined using purposive random sampling to represent the number of employees 

in each division proportionally. Purposive random sampling ensures that respondents have relevant 

experience in GHRM and sustainability while maintaining objectivity and reducing selection bias. The 

questionnaire was structured into four sections: (1) demographic information, capturing respondents’ 

background details; (2) Green Human Resource Management (GHRM) practices, assessing green 

training, assessment and rewards, and employee involvement; (3) Green Transformational Leadership 

(GTL), evaluating leadership influence on environmental sustainability; and (4) Sustainable 

Performance, measuring environmental, social, and economic outcomes. All items were measured 

using a Likert scale to gauge employees’ perceptions of these variables.  
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Following Slovin's formula, 172 respondents participated, and the sample size was deemed 

sufficient based on the minimum threshold for representative samples. Path analysis used Structural 

Equation Modeling (SEM) with SMART PLS as the statistical tool. SEM was chosen for its ability to 

simultaneously analyse complex relationships between multiple variables, making it particularly 

effective for testing mediation effects and validating theoretical models in behavioural and 

management research. 

The dependent variable (X) in this study is sustainable performance (SP), which refers to three 

main dimensions based on Mousa & Othman (2020): environmental performance (X1), social 

performance (X2), and economic performance (X3). Under this variable, these dimensions are 

measured through 16 indicator items. 

The independent variable (Y) in this study is green human resource management (GHRM), 

measured using three main dimensions based on the AMO theory (Renwick et al., 2013; Singh et al., 

2020): green training (Y1), green assessment and reward (Y2), and green employee involvement (Y3). 

The green training dimension is measured using six indicators: training on waste management, energy 

efficiency, and recycling. Green assessment and reward are calculated using four indicators, such as 

performance evaluation incorporating environmental aspects and providing incentives for employees 

to achieve ecological goals. Green employee involvement includes five indicators: employee 

participation in eco-friendly activities, freedom to propose innovative ideas, and managerial support 

for environmental practices. In total, 15 indicator items are used for this variable. 

The mediating variable (Z) in this study is green transformational leadership (GTL), measured 

using four dimensions based on (Robertson & Barling, 2017): green idealised influence (Z1), green 

inspirational (Z2), green intellectual stimulus (Z3), and green personal care (Z4). Green idealised 

influence measures the ideal influence shown by leaders through exemplary environmentally friendly 

behaviour. Green inspiration assesses the leader's ability to inspire employees to commit to 

environmental goals. Green intellectual stimulus evaluates the leader's encouragement of employees to 

think creatively and find innovative solutions related to environmental sustainability. Green personal 

care measures the leader's attention to the well-being of employees in achieving green objectives.  

 

 

RESULT AND DISCUSSION 

 

This study was conducted at the GMT Kelang Factory, located in Malang Regency, with a total 

of 172 respondents who were actively employed during the research period from August to September 

2024. Most respondents were male (96,51%) and worked in the production division (86,63%). 

Regarding age, most respondents were in the 20–29 years range (46,51%), followed by those in the 

30–39 years range (35,47%). Regarding the highest level of education, most respondents had 

completed high school/vocational school (SMA/SMK) education (70,93%). In comparison, the rest 

had a bachelor’s/master’s/doctoral degree (16,86%) or had graduated from junior high school 

(12,21%). In terms of length of employment, the majority had worked for 1–5 years (55,23%), 

followed by less than 1 year (25,00%) and more than 5 years (19,77%). 
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Table 1. 

Characteristic of respondents 

 

Characteristic Classification Frequency Percentage (%) 

Gender 
Male 166,00 96,51% 

Female 6,00 3,49% 

Age 

<20 17,00 9,88% 

20-29 30,00 46,51% 

30-39 61,00 35,47% 

>40 14,00 8,14% 

Education 

SMP/SLTP 21,00 12,21% 

SMA/SMK/SLTA 122,00 70,93% 

S1/S2/S3 29,00 16,86% 

Experience 

<1 years 43,00 25,00% 

1-5 years 95,00 55,23% 

>5 years 34,00 19,77% 

Division 

Financial & Administration 15,00 8,72% 

Business 8,00 4,65% 

Production 149,00 86,63% 

Source: Research Data, 2024 

 

The data collected from the questionnaires were tabulated and processed using Microsoft Excel 

and SmartPLS to support data analysis. Hypothesis testing in this study was conducted using the 

Partial Least Square (PLS) method. According to (Hair et al., 2017), PLS is an alternative method in 

Structural Equation Modeling (SEM) based on variance, designed to estimate structural models. This 

study used SmartPLS version 4.1 software to process the data and test the proposed theoretical model. 

Data analysis was carried out in two stages: Measurement Model Analysis and Structural Model 

Analysis. 

Measurement model analysis was conducted to test the research instrument's validity and 

reliability and ensure alignment between the measured variables and latent constructs. (Hair et al., 

2017) explain that the measurement model in SEM is used to assess the theoretical relationship 

between the observed indicators and their constructs. Validity was tested using convergent and 

discriminant validity, while reliability was measured using Convergent Validity (CV) and Cronbach's 

Alpha. All variables in the study (SP, GHRM, and GTL) showed factor loading (FL) values more 

excellent than 0,7, and Average Variance Extracted (AVE) values greater than 0,5, indicating strong 

validity. Cronbach's Alpha and Composite Reliability (CR) values were also greater than 0,7, 

reflecting high internal consistency. These results confirm that the measurement model is valid and 

reliable, providing a solid foundation for further analysis. 
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Table 2. 

Validity and reliability test result 

 

Variable Dimension Item LF AVE 
Cronbach’s 

Alpha 
CR Conclusion 

Sustainable 

Performance 

Environmental 

Performance 
Y1.1 0,74 0,54 0,94 0,95 

Valid & 

Reliable 

  Y1.2 0,75     

  Y1.3 0,72     

  Y1.4 0,75     

  Y1.5 0,70     

  Y1.6 0,71     

  Y1.7 0,75     

 
Social 

Performance 
Y2.1 0,72     

  Y2.2 0,71     

  Y2.3 0,72     

  Y2.4 0,74     

 
Economy 

Performance 
Y3.1 0,73     

  Y3.2 0,77     

  Y3.3 0,75     

  Y3.4 0,73     

  Y3.5 0,77     

Green Human 

Resources 

Management 

Green Training X1.1 0,72 0,52 0,94 0,94 
Valid & 

Reliable 

  X1.2 0,72     

  X1.3 0,72     

  X1.4 0,72     

  X1.5 0,73     

  X1.6 0,73     

 
Green Assesment 

and Reward 
X2.1 0,71     

  X2.2 0,70     

  X2.3 0,72     

  X2.4 0,74     

 
Green Employee 

Involvement 
X3.1 0,72     

  X3.2 0,73     

  X3.3 0,76     

  X3.4 0,73     

  X3.5 0,70     

Green 

Transformatio

nal Leadership 

Green Idealized 

Influence 
Z1 0,91 0,82 0,93 0,95 

Valid & 

Reliable 

 
Green 

Inspirational 
Z2 0,91     

 
Green Intellectual 

Stimulus 
Z3 0,90     

 
Green Personal 

Care 
Z4 0,91     

Source: Research Data, 2024 

 

The structural model testing in this study aims to evaluate the relationships between latent 

variables using the proposed hypotheses. According to (Ghozali, 2021), the inner model in SEM 

represents the estimated relationships between constructs based on the underlying theory. The 

evaluation was performed using R-square and Q-square values to assess how independent variables 
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affect the dependent variables and the predictive relevance of the model. According to (Chin, 1998), 

the R-square value thresholds are classified into three categories: 0,67 as substantial (good), 0,33 as 

moderate, and 0,19 as weak. Meanwhile, Q-square can be seen from the blindfolding calculation 

results in the construct cross-validated redundancy section, where 0,02 indicates small, 0,15 indicates 

moderate, and 0,35 indicates large. 

 

Table 3. 

R-Square and Q-Square test result 

 

Variable R-Square Q-Square Conclusion 

Sustainable Performance (SP) 0,72 0,66 Substantial effect 

Green Human Resources 

Management (GHRM) 
0,46 0,45 Moderate and large effect 

Green Transformational Leadership 

(GTL) 
0,46 0,45 Moderate and large effect 

Source: Research Data, 2024 

 

The R-square value indicates that the GTL variable has a value of 0,46, which falls into the 

moderate category. This suggests that the GHRM variable explains 46,3% of the data variance in the 

GTL variable, while factors outside this research model influence the remaining 53,7%. The R-square 

value of 0.72 falls into the substantial category for the SP variable, indicating that GHRM and GTL 

together explain 71.7% of the variance in SP. The remaining 28.3% is influenced by other factors, 

such as regulatory changes, market conditions, organisational culture, technological advancements, 

and external stakeholder pressures, which may also impact sustainable performance. 

For predictive validation, the Q-square value is used. The Q-square value for GTL is 0,45, and 

for SP, it is 0,66, both considered large >0,35. This indicates that the research model has good 

predictive relevance, with the GHRM and GTL variables significantly influencing the SP variable, 

both directly and through the mediating effect of GTL. Thus, the structural model used has high 

predictive relevance and can be used to support hypothesis testing in this research. 

Path coefficient testing is conducted to determine whether the hypotheses tested in this study 

can be accepted or rejected. The path coefficient test is performed using bootstrapping in SmartPLS 

4.1 with the bootstrapping option set to 5000 samples. After bootstrapping in SmartPLS 4.1, the t-

statistic and p-value for each relationship in the model will be obtained. The criteria for accepting or 

rejecting the hypothesis are as follows: Ha is accepted, and H0 is rejected when the t-statistic is more 

significant than 1,96. To accept or reject the hypothesis using probability, Ha is accepted if the p-value 

is less than 0,05. 

 

Table 4. 

Hypothesis Test Result 

 

Hypothesis Relation T-Statistic P-Value Conclusion 

H1 GHRM – SP 5,86 0,00 Accepted 

H2 GTL – GHRM 11,32 0,00 Accepted 

H3 GTL – SP 2,30 0,02 Accepted 

H4 GHRM – GTL – SP 2,46 0,01 Accepted 

Source: Research Data, 2024 

 

The overall results of hypothesis testing for direct effects, as shown in Table 4, indicate 

significant direct relationships between the variables in hypotheses 1, 2, and 3. The t-values for these 

relationships are more critical than 1,96, and the p-values are less than 0,005, indicating statistical 

significance. These findings suggest that although GHRM significantly influences SP, GTL 

significantly affects both GHRM and SP, as proposed in hypotheses 2 and 3. Hypothesis 4, which uses 
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mediation, also shows significant results, with t-values greater than 1,96 and p-values less than 0,005, 

indicating significance. The mediation effect found is partial mediation, as the influence of the GHRM 

variable on SP remains positively significant. This aligns with existing literature that emphasises the 

vital role of green transformational leadership in mediating the relationship between GHRM practices 

and overall sustainable performance. 

 

 
Source: Research Data, 2024 

 

Figure 2. Result in Hypothesis Test 

 

This study examines the impact of Green Human Resources Management (GHRM) on 

Sustainable Performance (SP), with Green Transformational Leadership (GTL) as a mediating 

variable. The results show that GHRM, which includes green training, assessment and reward, and 

employee involvement, significantly improves the company's sustainability performance, including 

environmental, social, and economic performance. Furthermore, the study highlights the importance of 

green transformational leadership in ensuring the effective implementation of GHRM practices to 

achieve the company’s sustainability goals. The Ability-Motivation-Opportunity (AMO) theory 

explains how GTL supports the development of skills, enhances motivation enhancement, and creates 

opportunities for employees to engage in green initiatives (Pinzone et al., 2016)—empowering all 

employees in decision-making for the environment as strategic partners who can learn and improve 

their competence independently can improve an employee's self-control and problem-solving skills 

(Ellitan, 2002; Dumont et al., 2017; Govindarajulu & Daily, 2004).  

The findings emphasise that GTL encourages adopting environmentally friendly practices and 

strengthens the relationship between GHRM and SP, enabling companies to optimise sustainability 

performance through an integrated approach. These findings align with earlier research conducted by 

Bhatti et al. (2023; Lengyel, 2023; Shaikh, 2021), showing that green transformational leadership 

plays a significant role in implementing sustainability strategies across various industries.  

From a practical perspective, these results provide valuable insights for managers in similar 

industries, such as PG Kebon Agung, which is actively working toward sustainability. PG Kebon 

Agung has actively pursued sustainability through various initiatives. Notably, the company has 

partnered with Sun Energy to implement a 1 MWp solar power plant, aligning with its vision of 

conducting environmentally conscious business activities (Bisnis.com, 2022). PG Kebon Agung has 

also implemented Corporate Social Responsibility (CSR) programs, contributing positively to society 

and the environment (PT Kebon Agung, 2022). These efforts underscore the company's commitment 

to sustainable practices in the sugar industry.  

Managers are encouraged to implement comprehensive green training programs, integrate 

sustainability-focused leadership development, and establish clear incentives reinforcing 

environmentally responsible behaviour. By fostering a green transformational leadership style, 

companies can create a work culture that supports green initiatives and enhances overall sustainability 

performance. Additionally, regular training for leaders can further strengthen their ability to drive 
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sustainability-oriented changes, ensuring long-term improvements in environmental, social, and 

economic performance (Rosyanti et al., 2023). 

This study significantly contributes to the literature by emphasising GTL's mediating role and 

connection to the Resource-Based View (RBV) and AMO theories. These theoretical perspectives 

suggest that a company’s competitive advantage can be achieved by integrating human resources and 

leadership focusing on sustainability. 

 

 

CONCLUSION AND SUGGESTIONS  

 

This study aims to evaluate the impact of Green Human Resource Management (GHRM) on 

Sustainable Performance (SP) and examine the mediating role of Green Transformational Leadership 

(GTL) in this relationship, particularly in the manufacturing sector at the Tebu Kelang Malang Sugar 

Factory. The results show that implementing GHRM significantly affects SP, including environmental, 

social, and economic aspects. GTL plays a crucial role in driving the implementation of both GHRM 

and SP, with partial mediation since the direct effect of GHRM on SP remains more potent than the 

indirect effect through GTL. The combination of GHRM and GTL has proven to enhance 

sustainability performance, such as increased production, compliance with waste regulations, reduced 

community complaints, and the elimination of fines for liquid waste violations. 

This study has several limitations. First, it only measured three elements of GHRM: green 

training, green assessment and rewards, and green employee involvement, while other components, 

such as green recruitment and green organisational culture, were not included. Second, the research 

was limited to respondents from the GMT Kelang Malang Factory, making the findings less 

representative of the entire manufacturing industry in Malang. Additionally, distributing 

questionnaires online restricted direct explanations to respondents, which may have affected their 

understanding of the questions. 

Future studies should explore additional GHRM elements, such as green recruitment and 

organisational culture, and analyse external variables like collaborations with external parties and 

adopting environmentally friendly technologies. Expanding the research population to other industrial 

sectors or geographical areas could improve the generalizability of the findings. Employing more 

varied methodologies, such as in-depth interviews or direct observation, is also recommended to 

complement quantitative data and produce more comprehensive results. 
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