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Abstract: Currently, the sustainable environment has become the foremost issue for the
organizations and also attain the intentions of recent studies. Thus, the main objective of the
current study is to investigate the impact of green HR practices on the sustainable
environmental performance. In addition to that the study has also examined the mediating role
of stakeholder pressure in the relationship between the green HR practices and sustainable
environmental performance. The questionnaire was distributed among the manufacturing firm
in Indonesia. PLS-SEM is employed for the data analysis. The results indicate that green
training enhances the worker’s capability to identify the problems regarding the environment, to
have a vast range of knowledge regarding difficult problems faced by the environment and an
efficient understanding that how the environment influenced through their job practices. The
companies who are working with the target to attain the outstanding environmental
performance are projected to appoint workers having higher environmental sensitivity and
competencies. The current research will be helpful for policymakers, students and researchers
in understanding the issues related green HRM, and sustainable environment performance in
Indonesia.
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Introduction

In this current situation, environmental sustainability is an important concern and it
plays a significant role in practicing managers, public opinion, and policy-makers
(Sharma, 2020). The awareness regarding the environment tends to move towards
public work and governing organizations enhance the amount of environmental law
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and encourage the companies to capitalize on the environmental management systems
which lessen the risk regarding environmental calamities and enhance the firm’s repute
(Van, Nguyen, & Nguyen, 2019).

In the same way, buyers are showing much more concern regarding the firm’s
environmental activities, hence it affects their loyalty and likings (Ozdemir, Zhang, &
Gupta, 2020; Tang, Walsh, & Lerner, 2018). Mostly the CEOs of the organizations
take environmental sustainability as a significant concern and is their priority and this
subject is always an important part of their strategy. Similarly, the research work
regarding environmental management has been a significant topic of interest and
discussion for the management, it supports to further increase the existing available
research work and related information.

The current research work targeted the performance of activities by the human
resource management (HRM) - which is projected as “people tend to move towards
desired ends and work management”- targeted at emerging company environmental
performance (it is also known as green HRM), in case of empirical encouragement
regarding the perception particularly about green HRM activities that are positively
linked with the environmental performance (Roscoe, Subramanian, & Jabbour, 2019).
However, there have been extensive doubts about the role of green HRM while still
there are no answers to the consumer pressure, during the attainment of environmental
sustainability and policy-makers (Roscoe et al., 2019; Yong, Yusliza, & Ramayah,
2020). According to this perception, this research work targeted to fill the two
particular flaws that are (1) in the pressure-performance association the prominent
mediating role that is played by the particular activities of green HRM and, (2) the
stakeholder pressure on environmental problems that leads organizations towards
operations of green HRM activities. Contrary to this, currently, some developments
have influenced HRM to develop the link among HRM activities and organizational
performance in a hypothesized way such as severely affecting the perception of socio-
political perception according to which the HRM activities are set in (Napathorn, 2018).
In this regard, the researchers adopt this perception that green HRM established as per
management activities which are completely planned in a market, political and social
perception and according to these perception large number of stakeholders requires to
firms for particular privileges, and at the level of firms, the reliability among green
HRM and the perception resulted in inefficient performance.

Furthermore, the researchers claimed that the firms use green HRM to answer the
pressure on environmental issues by the stakeholder, and it supports the emerging
company environmental performance. This theory is in order with the specific
development of current empirical and theoretical influences which widen the
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perception of HRM study, further effecting the firm’s limitations to search about
external pressures that develop the company’s HRM system.

Particularly in the context of green HRM, Yong et al. (2020) claimed about the
empirical HRM research work to recognize the association among HRM activities and
stakeholder pressures. In this research work, the researcher responds to these demand
to occupy the stakeholder theory to examine the influence of two significant causes of
pressures by the external stakeholder on the execution of green HRM activities: the
customer pressure, which points out a company to follow the environmental
development for the sake of market; and governing stakeholder pressure which point
out a company to follow the environmental development for the sake of institution
(Joensuu, Mikeld, & Onkila, 2018).

Literature review

In this research work, the researchers targeted stakeholders which are of two particular
kinds who play an important role while addressing the environmental issues. The
researchers claimed that the pressure from customers on environmental problems tends
to move the company to enhance the environmental performance for two various
reasons (Joensuu et al., 2018; Van et al., 2019).

In the condition of customer pressure, for market reasons there is an improvement in
environmental performance; the firm improves its environmental performance for the
sake of satisfaction of customer’s expectations regarding the environment and however,
it enhances the financial and market-related performance. However, the link among
various performance dimensions and environmental performance was already
discussed in earlier theoretical literature. In previous years, customer expectations were
transformed such as fair price, flexible delivery, not just good quality of services and
products, but also environmental behavior of sustainability (Tang et al., 2018).

With time the buyers are very well aware of the company's influence on pollution
emission and consumption of natural resources (Ozdemir et al., 2020). Especially in
developed countries, the customers are very well aware of the company’s
environmental performance and they considered the company’s unsustainable and
sustainable behaviors. The consumer’s perception of the company influences through it.
For the customer’s satisfaction, to retain, and to attract them the companies face
numerous numbers of complications to report the environmental issues (Skarmeas,
Zeriti, & Argouslidis, 2019). Hence, customer’s expectations regarding the
environment might create pressure on companies to enhances their environmental
performance (Chen, Lin, & Lin, 2020).
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Environmental performance and Green HRM activities as per expectation at the start of
research to participate in the advancement of theory, the researchers are keen to know
how environmental performance improves due to the stakeholder pressures. Mostly
scholars recommend that searching about the performance of internal assets and
especially employee-related issues and human resources during the emerging
company’s environmental performance (Famiyeh, Adaku, & Gyampah, 2018).
Meanwhile, in the mid-’90s, HRM was referred to as an important variable that
supports environmental performance enhancement (Ullah, 2017). Currently, a review
presented by the researcher Roscoe et al. (2019) developed a perception that firm
environmental performance is positively associated with HRM activities. Especially,
green training and involvement (such as engaging employees in green behavior, skills
and developing environmental competencies), green hiring (such as the hiring of
workers with particular environmental competences and along with general sensitivity
towards the environment ), and green performance compensation and management
(such as assessing the performance of worker through rewarding those behaviors and
considering green behaviors) have been linked with outstanding performance regarding
the environment. One of the component green hiring regarding which research work
claimed that the growth in the firm’s environmental performance needs to hire more
workers in the firm as it is more sensitive to the subject and as a result, they are more
eager to involve in the practices which are related to the environment.

The companies who are working with the target to attain the outstanding
environmental performance are projected to appoint workers having higher
environmental sensitivity and competencies. For instance, certified firms who have
environmental certification are generally hired employees who are determined with
environmental motivation and environmental knowledge. In the same way, the
researchers claimed that the workers who have particular environmental experiences
associated with the firm’s significant corporate and thoughtful regarding environmental
difficulties are more capable to enhance environmental performance.

Additionally, in green hiring, the firm operates with traditional involvement practices
and green training focused on existing workers. Especially, the practitioners and
scholars have targeted their maximum consideration on involvement (for example bi-
directional communication flows) and green training ( for example induction, training,
and awareness campaigns ) (Roscoe et al., 2019). Among green HRM practices, green
training is considered as the maximum implemented practice (Chartered Institute of
Personnel and Development [CIPD], 2013). In the same way, numerous scholars
recommended that an increase in skills and employee environmental knowledge
support significantly in environmental performance enhancement.
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Green training enhances the worker’s capability to identify the problems regarding the
environment, to have a vast range of knowledge regarding difficult problems faced by
the environment and an efficient understanding that how the environment influenced
through their job practices (Roscoe et al., 2019). Acknowledgment for the green
training because it supports the workers' skills to recognize the environmental issues,
taking decisions accordingly, and react appropriately through their activities for
environmental performance enhancement.

The companies develop an integrated relationship between green involvement practices
and green training practices for the perception in which the workers perform according
to the green behaviors. For instance, the involvement i.e. bi-directional communication
flows to permit the administration to introduce the latest environmental values in the
firm and it has a positive influence on the appropriate action recognition. Green
involvement practices offer the opportunity to workers to practice their skills and green
knowledge and hence, the organization’s environmental performance enhances. The
third practice regarding green HRM is compensation and green performance
management which give the impression to be an emerging activity in firms. For
Instance, the CIPD currently claimed that 21 % of the HR managers conducted a
survey such as sustainability targets as a component of worker’s performance
investigation. Compensation practices and green performance management direct the
workers to support their behavior with the environmental aims of the firm.

Such as the environmental targets as a component of employee performance
management is an efficient method to specify the worker’s commitment to the firm’s
towards sustainability = (Roscoe et al., 2019). In addition to this, integrating
environmental practice in performance evaluation offers the detailed data to workers
regarding their role in the success of the company’s environmental performance, it
enhances the implementation of green behaviors between enhances employees ‘sense
of efficacy and extrinsically motivated individuals it supports to enhance the worker’s
willingness to suggest the eco-initiatives (Guerci, Longoni, & Luzzini, 2016).
Moreover, pay off worker’s environmental support has been resulted to enhance
environmental performance. For the reason that there are clear empirical proves and
efficient theoretical reasons for organizations to follow environmental sustainability, in
various management sub-fields this subject has a significant impact, especially the
Academy of Management annual conference in 2009 was entitled ‘Green Management
Matters’.

It plays an important role in general management disciplines, it represents the
stakeholder theory, it discovered that the influence on the implementation of specific
environmental management systems inside the organization by the stakeholder
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pressures and however, influence on the environmental performance. For instance, the
research study SCM currently discovered the influence on the implementation of green
SCM practices by the stakeholder pressures and the impact on the adoption of green
SCM practices by the regulatory stakeholder pressures and the role of the customer
(Shi, Baldwin, & Koh, 2018).

In the same way, the empirical proof has been offered after considering the association
among the implementation of green logistics practices and stakeholder pressures (Zaid,
Jaaron, & Bon, 2018). Hypothetically the association among stakeholder pressures on
environmental performance and environmental issues, it is claimed that the efficient
reaction upon green-related stakeholder pressures permit the firm to grow their external
and internal assets to enhance the environmental performance. Especially, it is claimed
that the firm which reacts efficiently towards its stakeholders is assumed to grow
extendedly their environmental-related processes (it is considered as their internal
assets) and to enhance the approach of external links along with the information and
competencies allocation on environmental-related problems (Yu, Ramanathan, & Nath,
2017).

It is unexpected due to the reason of stakeholder theory- even significant research work
by the scholars' Saha, Chatterjee, and Gregar (2016) on the Harvard HRM model- it
plays an important role for a clear understanding as a key theory which explains that
why organizations implement and operate particular HRM activities (Calza, Cannavale,
& Tutore, 2016; Hyatt & Berente, 2017). In this regard, the research work of HRM
proves that stakeholder theory is understandable, For instance, in managing to
downsize, managing change through HRM activities, and in developing strategic
human resource development systems.

Especially, HRM research work literature offers three significant purposes for the
implementation of stakeholder perception, which are motivated through the beliefs of
stakeholder theory. Managerial one is the first reason which is associated with the
influential beliefs of stakeholder theory, which is stated as, for instance, by Yong et al.
(2020) the values that impact the administrative needs joining all significant
stakeholders is exactly for organizing human resources as for various other
management responsibilities. Human resource management activities could not be only
generating to fulfill the worker's requirements. It is also not created for the reference of
results for the bottom line. Firms which are very efficient in handling people to
generate HRM systems that fulfill the requirement of all significant stakeholders.

The approach of various-stakeholder plays an important role to fulfill the need for the
growth of the HR function’s credibility (Tillou, 2018). The second reason- which is
associated with the ethical value of the theory depends upon the perception in HRM
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the stakeholder approach which would influence the context of distributive justice and
procedural, and it would avoid the different kinds of inequality such as manipulation,
subordination, and conflict. The concluding reason for integrating into HRM
stakeholder orientation which depends upon the theory’s descriptive beliefs- it is an
analytical one. To as it constantly enhances the world description, the researchers
stressed that the limitations of the HR beliefs must not be restricted to some particular
performers.

Additionally, these are the perception of an intentionally focused HRM system, few
firms are even operating HRM systems with particular targets to enhance customer
service (Chao & Shih, 2018). Consequently, the researchers assume that an
organization identifies the customer pressure for the sustainability of the environment
which is further which is the adoption of green HRM activities, and these activities
positively affect the performance regarding the environment. Here we discussed three
particular HRM activities (such as compensation, green performance management,
green training and involvement, and green hiring), the researchers developed the
following pair of hypotheses:

HP1: Green hiring is in positive and significant relationship with the customer pressure
on the environment related issues.

HP2: Green training is in positive and significant relationship with the customer
pressure on the environment related issues.

HP3: Compensation and green performance management is in positive and significant
relationship with the customer pressure on the environment related issues.

HP4: Customer pressure on the environment related issues is in positive and significant
relationship with the environmental pressure.

HP 5: Customer pressure mediates the relationship between the green hiring and
environmental pressure.

HP 6: Customer pressure mediates the relationship between the green training and
environmental pressure.

HP 7. Customer pressure mediates the relationship between the compensation and
green performance management and environmental pressure.

Materials and methods

A self-administered questionnaire is developed in this study to collect data from the
targeted respondents, followed by the adoption of statistical tools and procedures for
carrying out data analysis. Both statistical and inferential statistics were calculated for
this study. Descriptive statistics, i.e. percentages and frequency distribution present
demographic and other characteristics of the respondents. For inferential statistics, the
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Partial Least Square Structural Equation Modeling (PLS-SEM) was chosen. Therefore,
the hypotheses for this study were tested and analyzed through the PLS-SEM.
Generally, the PLS-SEM is employed for analyzing multiple and complex
relationships among latent and observed variables (Hair, Hult, & Ringle, 2016; Ong &
Puteh, 2017). Hair, Matthews, Matthews, and Sarstedt (2017) suggest that the most
suitable technique for model formulation, predicting outcomes and theory testing is
PLS-SEM. Therefore, in comparison to other techniques, PLS-SEM is the relatively
superior, powerful and a flexible technique for data analysis. For maximum survey
response rate, significant efforts were made by the researchers. All the employees of
manufacturing companies that are currently working in human resource department are
the respondents and selected on the basis of simple random sampling. Resultantly,
from a total of 315 questionnaires that were distributed to the respondents during the
month of January 2020, 265 were received back. Furthermore, 13 questionnaires were
also discarded during the data sorting process, as few questionnaires were not filled
properly by the respondents. Thus, 80% response rate was obtained from the survey
process.

The scale to measure the degree of stakeholder pressures depends upon the research
work by Kazancoglu, Sagnak, and Kayikci (2020). The scale used to estimate the green
HRM activities is taken from Roscoe et al. (2019). Especially, the researcher
interrogates from the HR respondents to limit the particular adopted activities by green
HRM associated with green training and involvement, green hiring, compensation on
a seven-point scale (1 not implemented; 7 fully implemented), green performance
management.. By using the Kinder, Lydenberg, and Domini (KLD) strength
parameters to estimate the improvement in the environmental performance (Akram,
Abrar, & Raza, 2019). As a result, the researcher claimed the governing industry and
industry size. Mostly the organizations recommended having higher implementation
rates for the environmental activities (Longoni, Luzzini, & Guerci, 2018).

Results

There are two stages in PLS-SEM analysis, the first is the measurement or outer model
assessment, and the second is the structural or inner model assessment. The outer
model focuses on determining the relationship between the exogenous latent constructs
and their indicators, while the inner model specifies the relationship among the
endogenous and exogenous latent variables involved in the model (Henseler, Hubona,
& Ray, 2016). Therefore, Smart PLS 3 is employed for estimating these models as this
software performs well in assessing the structural and measurement models and the
significance of the model (Ringle, Sarstedt, & Mitchell, 2018). For this research, we
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estimated the outer model in the first step by determining a few key criteria, which
involves convergent and discriminant validities, construct and item reliability, and
internal consistency reliability (Hair, Sarstedt, & Ringle, 2019; Henseler, Ringle, &
Sarstedt, 2015; Nuseir, Basheer, & Aljumah, 2020). All these criteria are discussed
below in detail.

Primarily, outer loadings for each construct were measured for item reliability, which
is expected to lie within 0.40-0.70, to be acceptable (Asada, Basheerb, & Irfanc, 2020;
Hair et al., 2019), however, if outer loadings exceed 0.70, then it is considered to be
more suitable (Henseler et al., 2016). Moreover, the 0.81-1.00 range for item loadings
indicates that loadings are very strong (Basheer, Hafeez, Hassan, & Haroon, 2018;
Hair et al., 2019). According to Henseler et al. (2016), item loadings are moderate if
the values fall within 0.50-0.80. However, above 0.70 item loadings are considered as
necessary.

Table 1. Outer loading

CNPR ENVRPR GPMC GRM GRTNI

CNPR1 0.906

CNPR2 0.900

CNPR3 0.869

CNPR4 0.885

CNPR5 0.822

CNPRG6 0.873

CNPRY7 0.844

CNPR9 0.893

ENVRPR1 0.885

ENVRPR2 0.912

ENVRPR4 0.892

ENVRPR5 0.867

ENVRPRG6 0.813

ENVRPR7 0.898

ENVRPRS 0.903

ENVRPR9 0.843

GPMC1 0.880
GPMC2 0.833
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GPMC3 0.904

GPMC4 0.911

GPMC5 0.865

GRM1 0.886

GRM2 0.896

GRM3 0.898

GRM4 0.885

GRM5 0.915

GRM6 0.883

GRTNI1 0.918
GRTNI2 0.870
GRTNI3 0.931
GRTNI4 0.906
GRTNI5 0.927

Based on the Cronbach alpha coefficient’s assumption that each item has equal
contribution towards their respective constructs, and this measure does not take into
account the individual item loadings, has made it a widely used and accepted measure
by the researchers to check construct validity. However, this measure still has a
limitation, i.e. argue that it does not provide accurate construct reliability, i.e. it
overestimates or underestimates the construct reliability. Thus, unreliable and accurate
internal consistency reliability can be achieved through composite reliability
coefficient (Hair et al., 2016; Henseler et al., 2016).

Table 2. Reliability

Cronbach's Alpha | rho_A CR (AVE)
CNPR 0.956 0.957 0.963 0.765
ENVRPR 0.957 0.959 0.964 0.769
GPMC 0.926 0.930 0.944 0.773
GRM 0.950 0.951 0.960 0.799
GRTNI 0.948 0.951 0.960 0.829

In view of Henseler et al. (2016) and Hair et al. (2017), composite reliability measure
takes account of any changes in outer loadings of each indicator. Therefore, average
variance extracted (AVE) and outer loadings were calculated to determine each
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construct’s convergent validity, where AVE gives the mean value of the square
loadings for each indicator.

After measuring the convergent validity, the discriminant validity was measured,
which explains that to what extent a particular measure of a construct in unique in
nature than the other measures in empirical terms (Basheer, Siam, Awn, & Hassan,
2019; Naala, Nordin, & Omar, 2017). In a study, if a discriminant validity is
established, it means that a particular construct is unique as it does not measure
phenomena outside its specified boundaries (Hair et al., 2016; Hameed, Nawaz,
Basheer, & Waseem, 2019). Cross loadings and Fornell-Larcker criterion are the
commonly applied research methods for assessing the construct’s discriminant validity.
However, the AVE analysis is employed in this study to observe whether the AVE’s
square values for each construct exceed the correlation values for any two latent
constructs. Since, an adequate level of discriminant validity is achieved in this research
which resulted in the completion of measurement model estimation.

Table 3. Validit
CNPR ENVRPR GPMC GRM GRTNI
CNPR 0.875
ENVRPR 0.735 0.877
GPMC 0.715 0.744 0.879
GRM 0.697 0.691 0.820 0.894
GRTNI 0.667 0.698 0.815 0.891 0.811

By analyzing a potential linkage between endogenous and exogenous latent constructs
in this study, the inner model will be determined. Inner model observes the linkage
among constructs, and the predictive ability of the model (Hair et al., 2016; Hameed,
Waseem, & Dabhri, 2020). In addition, it also performs the path-coefficient analysis in
order to test whether the hypothesized relationship exists among endogenous and
exogenous latent constructs involved in the model. Therefore, 5000 samples were
chosen for the 361 cases to test the significance of relationships and relationships
among path-coefficients. From the procedure, the standard errors, t-statistics, beta
coefficients, and path-coefficients’ significance are obtained for testing the proposed
hypotheses (Hair et al., 2016; Hair et al., 2017; Henseler et al., 2016).
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Table 4. Direct relationships

Original Sample Standard T Statistics | P Values
Sample (O) Mean (M) | Deviation (|O/ISTDEV))
(STDEV)
CNPR -> | 0.935 0.936 0.012 80.751 0.000
ENVRPR
GPMC > 0485 0.484 0.150 3.246 0.001
CNPR
GPMC > | 0.454 0.453 0.141 3.213 0.001
ENVRPR
GRM -> | 0.275 0.268 0.112 2.460 0.007
CNPR
GRM -> | 0.257 0.250 0.104 2.475 0.007
ENVRPR
GRTNI > | -0.022 -0.011 0.116 0.192 0.424
CNPR
GRTNI > 0.221 0.211 0.108 2.292 0.001
ENVRPR
Table 5. Mediation
Original Sample Standard T Statistics | P
Sample (O) | Mean (M) | Deviation (|O/ISTDEV)) Values
(STDEV)

GPMC -> CNPR | 0.454 0.453 0.141 3.213 0.001
-> ENVRPR
GRM -> CNPR - | 0.257 0.250 0.104 2.475 0.007
> ENVRPR
GRTNI -> CNPR | -0.021 -0.011 0.108 0.192 0.424
-> ENVRPR

Result discussions

The recognition of the association among green HRM practices and stakeholder
pressure and influence of stakeholder pressure and green HRM practices on
performance, the significant participation of this research work associates with the
moderator role of green HRM activities on the association among stakeholder
performance and pressures. This could be similar with the outcomes of the Kim, Kim,
Choi, and Phetvaroon (2019) who also exposed that green HRM positively influenced
the sustainable environment of the country. The researcher stated the proves that
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activities of green HRM are the instrument by which the complete pressure by
stakeholder impacts environmental performance.

On the other hand, the researcher claimed two practices regarding green HRM (such as
green performance compensation and management; green involvement and training) it
permits the firms to acknowledge the customer pressure through enhancement of
environmental performance successfully and this findings are similar to the outcomes
of the recent study by Singh, Del Giudice, Chierici, and Graziano (2020) who also
concluded that the practices of green HRM could improve the sustainable environment
of the country. Consequently, the researchers claimed that the pair of activities
regarding green HRM is referred in this research which is not capable that an
organization efficiently cope with governing pressure by stakeholder for the
enhancement of performance regarding the environment. According to the expectation,
the pressure by the regulatory authority is associated not only with the green HRM but
also with the extended pair of systems regarding environmental management across
various integrated functions for example SCM and operations.

Conclusion

The researchers discover a significant impact on environmental performance by the
consumer pressure and green HRM. This is realistic and dependable as per the earlier
research literature regarding this discussed subject, referring that environmental
compliance has been stressed for long-term manufacturing (it provides the influence on
the ecosystem by the manufacturing processes), on the other hand, currently, service
of organizations only upcoming with this research topic. Additionally, however, the
organizations from the manufacturing industry are considered as a high source of
pollution, there is a lot of analyses by the various academic institutions, customers, and
social groups. As a result, the organizations from the manufacturing industry are way
more experienced in dealing with various problems regarding the environment, and
however, it is estimated to attain efficient outcomes. (Calza et al., 2016; Hyatt &
Berente, 2017). The limitation of the current study is that the n information recognized
through this research affects the significant role of green HRM activities performance
in emerging environmental performance. The flaws and their significant role are
largely recognized by current research work literature. For instance, Roscoe et al.
(2019) claimed that most widely research work regarding green HRM targeted the
influence on the environmental performance of particular HRM activities; as a result,
the researchers open for research work at the same time that reflect the different
impacts on the environmental performance of various HRM activities. This research
work recommended that how various stakeholder pressures tend to move towards the
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adoption of various environmental activities for enhancing environmental performance
at a variant amount. These studies play an important role to acknowledge how
stakeholder pressures represent at the functional level and what are its findings.
According to the researcher's efficient data information, an empirical examination
regarding the association among the adoption of green HRM activities and stakeholder
pressures which is not there yet.
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WPLYW PRAKTYK ZWIAZANYCH Z ZIELONYMI ZASOBAMI
LUDZKIMI NA EFEKTYWNOSC SRODOWISKOWA

Streszczenie: Obecnie zrownowazone $rodowisko stalo si¢ najwazniejsza kwestia dla
organizacji, a takze realizuje intencje ostatnich badan. Dlatego glownym celem obecnego
badania jest zbadanie wpltywu praktyk zielonego HR na zréwnowazong efektywnosé
srodowiskowg. Oprécz tego w badaniu zbadano réwniez posredniczaca role nacisku
interesariuszy w zwigzku migdzy praktykami zielonego HR a zréwnowazonymi dziataniami
srodowiskowymi. Kwestionariusz zostat rozestany do firmy produkcyjnej w Indonezji. Do
analizy danych wykorzystano PLS-SEM. Wyniki wskazuja, ze zielone szkolenie zwigksza
zdolnos$¢ pracownika do identyfikowania probleméw dotyczacych §rodowiska, do posiadania
szerokiego zakresu wiedzy na temat trudnych problemoéw, z jakimi boryka si¢ Srodowisko oraz
do skutecznego zrozumienia, jak $rodowisko wptyneto na ich praktyki zawodowe. Firmy, ktore
daza do osiagnigcia wybitnych wynikow w zakresie ochrony $rodowiska, maja wyznaczy¢
pracownikow o wigkszej wrazliwosci na $srodowisko i kompetencjach. Obecne badania be¢da
pomocne dla decydentéw, studentow i badaczy w zrozumieniu probleméw zwigzanych
z zielonym ZZL i zrbwnowazonym dziataniem w zakresie sSrodowiska w Indonez;ji.

Stowa kluczowe: zielony HR, zrownowazone §rodowisko, interesariusze
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