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Abstrak 

Tujuan penelitian ini adalah untuk menguji Pengaruh Praktik Manajemen Sumber Daya 

Manusia Hijau (Green HRM), seperti Green Training, Green Pay and Reward terhadap 

Turnover Intention dimediasi oleh Kinerja Karyawan. Penelitian ini dilakukan di salah satu 

Badan Usaha Milik Negara (BUMN) yaitu PT. Perkebunan Nusantara XIII di Pontianak. 

Teknik pengambilan sampel dalam penelitian ini adalah teknik purposive sampling, yaitu 

penentuan sampel dengan menggunakan kriteria tertentu. Kriteria dalam penelitian ini adalah 

karyawan tetap dengan minimal pengalaman bekerja selama 1 tahun. Penelitian ini 

memperoleh 125 responden dengan menggunakan cara survey online dan offline. Sedangkan 

analisis data yang digunakan dalam penelitian ini adalah Structural Equation Model (SEM) 

dengan menggunakan Partial Least Square (PLS) 3.0. Hasil dari penelitian menunjukkan bahwa 

Green Training berpengaruh secara positif terhadap Turnover Intention (2) Green Pay and 

Reward berpengaruh secara negative terhadap Turnover Intention (3) Green Training 

berpengaruh secara positif terhadap Employee Performance (4) Green Pay and Reward 

berpengaruh secara negative terhadap Employee Performance (5) Employee Performance tidak 

memediasi hubungan antara Green Training pada Turnover Intention (6) Employee 

Performance tidak memediasi hubungan antara Green Pay and Reward pada Turnover 

Intention. 

Kata kunci: Manajemen Sumber Daya Manusia Hijau (Green HRM), Green Training, Green 

Pay and Rewards, Turnover Intention, Kinerja Karyawan 

Abstract 

The purpose of this study was to examine the effect of Green Human Resource Management 

(Green HRM) Practices, such as Green Training, Green Pay and Reward on Turnover Intention 

mediated by Employee Performance. This research was conducted at one of the State-Owned 

Enterprises (BUMN), namely PT Perkebunan Nusantara XIII in Pontianak. The sampling 

technique in this study was purposive sampling technique, namely determining the sample 

using certain criteria. The criteria in this study are permanent employees with a minimum of 1 

year of work experience. This study obtained 125 respondents using online and offline surveys. 

While the data analysis used in this research is the Structural Equation Model (SEM) using 

Partial Least Square (PLS) 3.0. The results of the study indicate that (1) Green Training has a 

positive effect on Turnover Intention (2) Green Pay and Reward has a negative effect on 

Turnover Intention (3) Green Training has a positive effect on Employee Performance (4) 

Green Pay and Reward has a negative effect on Employee Performance (5) Employee 

Performance does not mediate the relationship between Green Training on Turnover Intention 

(6) Employee Performance does not mediate the relationship between Green Pay and Reward 

on Turnover Intention. 

Keywords: Green Human Resource Management, Green Training, Green Pay and Rewards, 

Turnover Intention, Employee Performance 

1. INTRODUCTION 

Environmental issues and climate change are still global concerns that continue to be 
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discussed. Climate change is a reality that must be faced today in both developed and 

developing countries. Environmental conditions are increasingly heartbreaking, flooding is 

becoming more widespread, greenhouse gas emissions are increasing, air pollution in big 

cities is getting worse, and other global climate changes are evidence of the phenomenon of 

global warming (Sohaib Zubair Scholar et al., 2019). This phenomenon encourages developed 

and developing countries to actively contribute to tackling environmental damage (Makarim 

& Muafi, 2021). Green concepts must be implemented across enterprises, including the 

human resources department to preserve sustainable growth and performance. 

The term Green Human Resource Management (Green HRM) has become an issue that 

is being discussed by many researchers because it is a popular word among businessmen 

today. Green HRM consists of combining the concept of human resource management 

practices with environmental policies, including recruitment and selection, training, 

performance management, pay and reward, and involvement (M. A. Islam et al., 2020; 

Renwick et al., 2013). Green human resource management should be able to cover: 1) Training 

and development system to improve employees' environmental knowledge, awareness, and 

skills in environmental management. 2) Financial and non-financial rewards to employees for 

displaying green attitudes and behaviors. Green HRM aims to investigate employee 

engagement in the organization's sustainability strategy. Several countries are trying to 

implement this concept as a tactic to develop sustainable competitive advantages (Aykan 2017; 

Leonidou et al., 2017) including Indonesia. 

According to previous studies, human resource management practices and organization 

culture do not have a significant impact on turnover intention or negatively related to 

employees' turnover intention (Aburumman et al., 2020; Ariffin & Ha, 2014; Devi & Krishna, 

2016; Nasurdin et al., 2018). Another study found that green training and development, green 

involvement, and green pay and reward have a significant impact on reducing turnover 

intention (M. A. Islam et al., 2020). 

Turnover intention is the desire of the employees to quit their job when they feel their 

employment does not match their goals and expectations, so they have to desire to leave the 

organization (Zeffane & Bani Melhem, 2017). Shah & Beh (2016) made the important point 

that turnover intention is a risky issue for businesses everywhere. 

Thompson et al., (2011) emphasized the importance of effective retention strategies for 

employees in the workplace, emphasizing the importance of proper and current recruitment 

and training, financial incentives, communications, career growth and advancement, and 

workplace culture processes including diversity, teamwork, leadership opportunities, and 
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promotions. If these practices are not used in organizations, employee turnover intentions 

would be high and lowering employee performance and organizational profitability. 

The progress or decline of a company can be seen in employee performance. Employee 

performance has a direct correlation with the performance of the organization. Performance 

may be referred to as the actual job performance or achievements attained by a person (Arif et 

al., 2019) by the authority and responsibilities given by the organization to achieve the vision, 

mission, and goals of the organization. Employee performance can be measured based on 

training and compensation provided by the company. Training and development are important 

parts of the human resources department because their role is something that is needed by 

most organizations (Mozael, 2015). However, pay and rewards are also important points for 

employees for their hard work in completing work. Therefore, employee performance is one 

of the most important factors in influencing Green HRM practices because the progress or 

decline of an organization depends on its resources. Research that discusses the relationship 

between Green Human Resource Management (GHRM) practices and turnover intention is 

still limited (Han et al., 2020; 

M. A. Islam et al., 2020). There are studies that have discussed the impact of green 

human resource management practices and turnover intention in the work environment. 

Compared to these studies, the novelty of the current study lies in its focus on the relationship 

between green human resource management practices and turnover intention, with employee 

performance as a mediating variable. Therefore, this study was conducted to test and analyze 

the effect of Green Human Resource Management (Green HRM) Practices on Turnover 

Intention as mediated by Employee Performance. This research was conducted at PT 

Perkebunan Nusantara XIII Pontianak. 

 

2. METHOD 

The type of research used in this study is quantitative research with data collection obtained 

through a survey using a questionnaire. According to Sekaran & Bougie, (2016), 

quantitative research is a research method that analyzes numeric data with data processing 

using statistical methods that aim to test the feasibility of predetermined hypotheses. The 

measurement uses a Likert Scale which is designed to explain whether or not a person agrees 

with the statements listed on the questionnaire with intervals of 1-5; 1, Strongly Disagree: 2, 

Disagree: 3, Neutral: 4, Agree: 5, Strongly Agree. In this case, the population is all employees 

of PT Perkebunan Nusantara XIII Pontianak as many as 188 people. While the sample 

was taken using the purposive sampling technique, which is usually used to select samples 



4  

based on certain criteria. In this case, the criteria are permanent employees who have worked 

for at least 1 year at PT Perkebunan Nusantara XIII Pontianak. This research uses Structural 

Equation Model (SEM) analysis with SmartPLS for data analysis. 

 

3. RESULT AND DISCUSSION 

3.1 Research Overview 

This research was conducted at the office of the directors of PT. Perkebunan Nusantara XIII 

in Pontianak, West Kalimantan with 125 respondents used in this study. Sampling using non 

probability sampling with purposive sampling technique, namely sampling by providing 

certain criteria, namely permanent employees who have worked for at least 1 year. Data 

collection is done in two ways, namely online and offline. Online questionnaire distribution 

using google form while offline questionnaire distribution using paper based. The 

questionnaire distribution began on May 16, 2023, and data collection was carried out on May 

31, 2023. The data measurement uses a Likert Scale which is designed to explain whether or 

not a person agrees with the statements listed on the questionnaire with intervals of 1-5; 1, 

Strongly Disagree: 2, Disagree: 3, Neutral: 4, Agree: 5, Strongly Agree. This analysis process 

was carried out using the Smart PLS 3.0 application. 

3.2 PLS Program Scheme 

3.2.1 Outer Model Analysis 

The research hypotheses in this study were assessed using the Partial Least Squares (PLS) 

data analysis methods and the SmartPLS 3.0 software. The study looked at the relationship 

between latent variables and the indicators that were linked with them by doing outer model 

testing to assess the validity, reliability, and multicollinearity. The PLS program model under 

analysis has the following structure: 

 
Figure 1. Outer Model Analysis 
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1) Convergent Validity 

Convergent validity can be established when there is a close relationship between 

indicators in one component. The following is the outer loading value of each indicator on 

the research variables: 

Table 1. Outer Loading Value 

Variable Indicator Outer Loading Conclusion 

Green Training 

(X1) 
GT1 0.827 Valid 

GT2 0.824 Valid 

 GT3 0.845 Valid 

 GT4 0.796 Valid 

 

Source: Primary data processed in 2023 

Based on the validity test requirements, a good indicator is one that has a loading factor 

value> 0.7. All latent variables, including green training, green pay and reward, turnover 

intention, and employee performance, have a loading value > 0.7. Therefore, all latent 

variables can be declared valid. 

Apart from looking at the outer loading value, convergent validity can also be assessed 

by looking at the AVE (Average Variance Extracted) value > 0.5 so that it can be said to be 

valid in terms of convergent validity (Fornell and Larcker, 1981). The following is the AVE 

value of each of the research variables: 

Table 2. Average Variance Extracted 

Variable Average Variance 

Extracted (AVE) 

Conclusion 

Green Training (X1) 0.677 Valid 

Green Pay and Reward (X2) 0.888 Valid 

Turnover Intention (Y) 0.706 Valid 

Employee Performance (Z) 0.617 Valid 

Source: Primary data processed in 2023 

Based on the table above, each variable shows an Average Variance Extracted (AVE) 

value > 0.5 with green training variable value of 0.677, green pay and reward variable value 

Green Pay and 

Reward (X2) 
GPR3 0.854 Valid 

GPR4 0.839 Valid 

Turnover 

Intention (Y) 
 

TI1 

 

0.859 
 

Valid 

TI2 0.763 Valid 

 TI3 0.805 Valid 

 

Employee 

Performance 

(Z) 

 

EP1 

 

0.773 
 

Valid 

EP2 0.861 Valid 

EP3 0.793 Valid 

 EP4 0.736 Valid 

 EP6 0.757 Valid 
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of 0.888, a turnover intention variable value of 0.706, and an employee performance variable 

value of 0.617. This shows that each variable of this study can be said to be valid with 

discriminant validity. 

2) Discriminant Validity 

The discriminant validity test uses the cross-loading value. An indicator is declared to meet 

discriminant validity if the indicator's cross-loading value on a variable is the largest compared 

to other variables (Chin et al., 1998). The following is the cross-loading value for each 

indicator: 

Table 3. Cross-Loading value 

 

Indicator 

Employee 

Performance 

Green Pay and 

Reward 

Green Training Turnover 

Intention 

EP1 0,773 0,222 0,235 -0,048 

EP2 0,861 0,275 0,339 -0,061 

EP3 0,793 0,360 0,293 -0,136 

EP4 0,736 0,087 0,314 -0,025 

EP6 0,757 0,200 0,247 -0,088 

GPR3 0,310 0,941 0,366 -0,207 

GPR4 0,271 0,944 0,290 -0,267 

GT1 0,267 0,223 0,827 0,055 

GT2 0,261 0,300 0,824 -0,005 

GT3 0,338 0,324 0,845 0,028 

GT4 0,323 0,287 0,796 0,035 

TI1 -0,144 -0,231 0,037 0,871 

TI2 -0,007 -0,127 0,056 0,770 

TI3 -0,062 -0,249 0,007 0,875 

Source: Primary data processed in 2023 

Based on the data presented in the table above, it can be seen that each indicator on the 

research variable has the largest cross-loading value on the variable it forms compared to the 

cross-loading value on other variables. Based on the results obtained, it can be stated that the 

indicators used in this study have good discriminant validity in compiling their respective 

variables. 

3) Reliability Test 

In this study, reliability testing was carried out to prove the level of stability and consistency 

of the measuring instrument against the statements in the questionnaire. To assess the 

reliability test, you can use the calculation of the Composite Reliability and Cronbach's Alpha 

values. The statement can be said to be reliable if the Composite Reliability and Cronbach's 

Alpha values are > 0.7. The results of the reliability test can be shown in the following table: 
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Table 4. Reliability Test 

Cronbach's 

Alpha 

Composite 

Reliability 

Average 

Variance 

Extracted 

(AVE) 

 

Description 

Employee 

Performance 

 

0,845 
 

0,889 
 

0,617 
 

Reliable 

Green Pay 

and Reward 

 

0,874 
 

0,941 
 

0,888 
 

Reliable 

Green 

Training 

 

0,842 
 

0,894 
 

0,677 
 

Reliable 

Turnover 

Intention 

 

0,798 
 

0,878 
 

0,706 
 

Reliable 

Source: Primary data processed in 2023 

3.2.2 Inner Model Analysis (Structural Model Testing) 

Inner model testing can be done with three analyzes, namely 

measuring the value of R2 (R-square), Godness of Fit (Gof), and 

the path coefficient. 

 

Figure 2. Inner Model Analysis 

1) Goodness of Fit Test 

Structural model evaluation is carried out to show the relationship between the manifest and 

latent variables of the main predictor variables, mediators, and outcomes in a complex model. 

The goodness-of-fit test of this model consists of two tests, namely R-Square (R2) and Q-

Square (Q2). 

The value of R2 or R-Square indicates the determination of how much influence the 

independent variable has on the dependent variable. The greater the value of R2, the better 

the level of determination. R2 values of 0.75, 0.50, and 0.25 and it can be concluded that the 

model is a strong, moderate and weak model. The results of the R-Square test can be shown in 

the following table: 
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Table 5. R-Square Test Results 

Independent Variable Dependent 

Variable 

R Square R Square 

Adjusted 

Green Training 

Green Pay and Reward 

Employee 

Performance 

0,171 0,157 

Green Training 

Green Pay and Reward 

Employee Performance 

Turnover 

Intention 
 

0,084 
 

0,062 

Source: Primary data processed in 2023 

Based on the table above, it is known that the effect on the employee performance 

variable is 0.171 or 17.1% while the effect on the turnover intention variable is 0.612 or 

61.2%. 

The next test is the Q-Square test. The value of Q2 in testing the structural model is done 

by looking at the value of Q2 (predictive relevance). The Q-Square value is used to measure 

how well the observation values are produced by the model and also the parameter estimates 

see the relative influence of the structural model on the measurement of observations for the 

dependent variable. The value of Q2 > 0 indicates that the model has predictive relevance, 

while the value of Q2 <0 indicates that the model lacks predictive relevance. The following is 

the result of calculating the Q-Square value: 

Q-Square = 1 – ((1-R12) x (1-R22)) 

= 1 – ((1-0.171) x (1-0.084)) 

= 1 – (0.829 x 0.916) 

= 1 – 0.759 

= 0.241 

The result of the Q-Square test is 0.241 where these results exceed the requirements for 

the Q-Square value, which is > 0, so it can be said that the Q- Square in this study has a good 

observation value. 

2) Hypothesis Test 

Hypothesis testing is a test conducted to measure the relationship between variables both 

directly and indirectly and also measure the level of significance between variables. This can 

be seen from the P values < 0.05 and the T-statistic value > 1.96. The value of testing the 

hypothesis of this study can be shown in the following table: 
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Table 6. Path Coefficient Result 

Variable Hypothesis Original 

Sample 

T 

Statistics 

P 

Values 

Conclusion 

Green Training (X1)  

Turnover Intention (Y) 

H1 0.159 1.495 0.135 Not- 

supported 

Green Pay and Reward 

(X2) Turnover 

Intention (Y) 

H2 -0.287 3.658 0.000 Supported 

Green Training (X1)  

Employee Performance 

(Z) 

H3 0.295 2.932 0.004 Supported 

Green Pay and Reward 

(X2)  Employee 

Performance (Z) 

H4 0.205 1.597 0.111 Not- 

supported 

Source: Primary Analysis Data, 2023 

Based on the table above, it can be explained: 

1) The effect of Green Training (X1) on Turnover Intention (Y) is shown by the original 

sample result of 0.159, the t-statistic result of 1.495, and the P value of 0.135. The t-statistic 

value can be said to be no significant because the results obtained are < 1.96 and the P value > 

0.05. This shows that there is a positif no significant influence between Green Training (X1) on 

Turnover Intention (Y). Therefore, the hypothesis (H1) which says "Green Training negatively 

affects turnover intention" is rejected. 

2) The effect of Green Pay and Reward (X2) on Turnover Intention (Y) is shown by the 

original sample result of -0.287, the t-statistic result of 3.658, and the P value of 0.000. The 

t-statistic value can be said to be significant because the results obtained are > 1.96 and P 

value < 0.05. This shows that there is a negative significant influence between Green Pay 

and Reward (X2) on Turnover Intention (Y). Therefore, the hypothesis (H2) which says "Green 

Pay and Reward negatively affects turnover intention" is accepted. 

3) The effect of Green Training (X1) on Employee Performance (Z) is shown by the original 

sample result of 0.295, the t-statistic result of 2.932, and the P value of 0.004. The t-statistic 

value can be said to be significant because the results obtained are > 1.96 and P value < 

0.05. This shows that there is a positive significant influence between Green Training (X1) 

on Employee Performance (Z). Therefore, the hypothesis (H3) which says "Green Pay and 

Reward positively affects employee performance" is accepted. 

4) The effect of Green Pay and Reward (X2) on Employee Performance (Z) is shown by the 

original sample result of 0.205, the t-statistic result of 1.597, and the P value of 0.111. The t-

statistic value can be said to be no significant because the results obtained are < 1.96 and P 

value > 0.05. This shows that there is a negative significant influence between Green Pay 
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and Reward (X2) on Employee Performance (Z). Therefore, the hypothesis (H4) which 

says "Green Pay and Reward positively affects employee performance" is rejected. 

The results of the specific indirect effect can be seen in the following table: 

Table 7. Specific Indirect Effect Result 

Variable Original 

Sample 

T 

Statistics 

P Values Conclusion 

Advertising Informativeness (X1)  

Product Evaluation (Z)  

Repurchase Intention (Y) 

-0.020 0.448 0.654 No 

Significant 

Advertising Credibility (X2)  

Product Evaluation (Z)  

Repurchase Intention (Y) 

 

-0.014 
 

0.435 
 

0.663 
 

No 

Significant 

Source: Primary Analysis Data, 2023 

Based on the table above, it can be explained: 

1) Based on the results of the specific indirect effect test, there is no direct effect between 

Green Training (X1) and Turnover Intention (Y) mediated by Employee Performance (EP) 

with a t-statistic value < 1.96, which is 0.448 and a P value > 0.05, which is 0.654. Thus it can 

be concluded that Employee Performance does not mediate the relationship between Green 

Training and Turnover Intention and hypothesis (H5) is rejected. 

2) Based on the results of the specific indirect effect test, no direct effect between Green Pay 

and Reward (X2) and there is Turnover Intention (Y) mediated by Employee Performance 

(EP) with a t-statistic value < 1.96, which is 0.435 and a P value > 0.05, which is 0.663. Thus 

it can be concluded that Employee Performance does not mediate the relationship between 

Green Pay and Reward and Turnover Intention and hypothesis (H6) is rejected. 

3.3 Discussion 

3.3.1 The Effect of Green Training on Turnover Intention 

Green training has a significant positive effect on turnover intention. This means that the 

better the green training provided by the company, the higher the employee's intention to 

leave. The research was found stating that not all environmental management training is 

successful and has an impact on increasing employees' environmental awareness (Perron et al., 

2006). Even green training feels the same as general training and has less impact on 

employees effectively. Thus, green training can cause turnover intention. 

According to (Green et al., 1996), there is a positive relationship between turnover 

intention and training. The positive relationship comes from the interpretation of companies 

that invest heavily in training resulting in high turnover intention. This is because trained 

employees tend to leave the company and look for better positions and salaries according to 

their abilities. 
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The lack of benefits from green training can be caused by the lack of readiness of trainees 

and there is employee cynicism towards green training (Jackson et al., 2011). In line with 

research conducted by (Rasheed & Alam, 2020), revealed that the effect of green training is 

detrimental. The reason is that employees who have received green training are less likely to 

achieve organizational performance. 

3.3.2 The Effect of Green Training on Turnover Intention 

Green pay and reward has a negative effect on turnover intention. This can be interpreted that 

the better the green pay and reward provided by the company, the lower the employee's 

intention to leave. This research is in line with research supported by Shah et al., (2020) which 

states that compensation and rewards reduce employee intention to leave the bank. 

Green Pay and reward is a number of fixed and non-fixed rewards given to employees 

for their contribution to realizing environmentally friendly goals and practices. Financial and 

non-financial rewards have a close relationship with employee performance and turnover 

intention. High compensation will improve employee performance while low compensation 

will increase turnover intentions among employees. 

3.3.3 The Effect of Green Training on Employee Performance 

Green training has a significant positive effect on employee performance. This can be 

interpreted that the better the green training provided by the company, the more it will 

improve employee performance. This research is consistent with previous research, which 

reveals that green human resource management practices have a positive relationship with 

individual and organizational performance (Jiang et al., 2012). 

Employee participation in environmentally friendly workshops, seminars, and 

conferences has an impact on employee performance. Similarly, the process of developing 

training programs in environmental management needs to include training on the benefits of 

green HRM, in addition to increasing environmental awareness, employee skills, and 

expertise, it can also improve employee performance (Khan et al., 2022). There are many 

studies (Hee & Jing, 2018; M. K. Islam, 2020) that have linked the relationship between green 

HRM and HRD practices to employee performance. 

3.3.4 The Effect of Green Pay and Reward on Employee Performance 

Green pay and reward have a negative effect on employee performance. This can be 

interpreted that the better the green pay and reward provided by the company, it does not have 

an influence on employee performance. Agreeing with the results of this study in research 

conducted by Hee & Jing (2018) which found an insignificant relationship between 

compensation and reward with employee performance in the manufacturing sector in 
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Malaysia. 

Pay and rewards are important in the world of work. Employees get pay and rewards for 

performance achievements within the company. The better the compensation received, the 

better the employee's performance, and vice versa. Green pay and reward given by the 

company depend on the working period and the last education, or, in other words, green pay 

and reward are obtained based on how long the person has worked, not on how well the 

employee performs in doing his job. This is what makes green pay and reward for employee 

performance not supported or rejected. 

3.3.5 The effect of Green Training on Turnover Intention mediated by Employee Performance 

Based on the results of the analysis, employee performance does not mediate the relationship 

between the effect of green training on turnover intention, so the fifth hypothesis (H5) in this 

study is rejected. Based on the results of the study, it shows that the green training that 

employees have received is considered sufficient to overcome the decrease in turnover 

intention. However, this does not have enough impact on employee performance. Employee 

performance refers to a person's assessment or evaluation with regard to their duties and 

responsibilities towards their work. Duties and responsibilities are less compatible with the 

concept of green training which focuses on influencing employees' environmentally friendly 

behavior or attitudes in the workplace, so it can have an insignificant effect on turnover 

intention. 

3.3.6 The effect of Green Pay and Reward on Turnover Intention mediated by Employee 

Performance 

Based on the results of the analysis, employee performance does not mediate the relationship 

between green pay and reward on turnover intention, so the sixth hypothesis (H6) in this study 

is rejected. Based on the research results, it shows that the organization is lacking in 

providing financial or non-financial rewards it can affect employee performance which can 

have an insignificant effect on turnover intention. 

 

4. CLOSING 

4.1 Conclusion 

This study aims to examine the relationship between green training (GT) and green pay and 

rewards (GPR) on turnover intention (TI) with employee performance (EP) as a mediating 

variable. Respondents in this study consisted of 125 permanent employees of all employees in 

the office of the directors of PT Perkebunan Nusantara XIII in Pontianak, totaling 157 people. 

Based on the processing and analysis of data collected and hypothesis testing, the conclusions 
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that can be drawn in this study are as follows: 

1) The results of this study found that there is a positive effect of green training on turnover 

intention at PT Perkebunan Nusantara XIII (PTPN XIII), so the first hypothesis (H1) in 

this study is rejected. Based on the results of the analysis, it states that the better the green 

training provided by the company to employees, the more turnover intention in employees 

will increase. 

2) In further research, it was found that there is a negative effect of green pay and reward on 

turnover intention at PT Perkebunan Nusantara XIII (PTPN XIII), so the second hypothesis 

(H2) in this study was accepted. Based on the results of the analysis, it states that the better 

the green pay and reward given by the company to employees, the lower the turnover 

intention of employees. 

3) This study found that there is a positive influence between green training and employee 

performance on employees of PT Perkebunan Nusantara XIII (PTPN XIII), so the third 

hypothesis (H3) in this study is accepted. Based on the results of the analysis, states that the 

green training provided by the company is good so it increases employee performance. 

4) This study also found that there is a negative effect on green pay and reward with 

employee performance at PT Perkebunan Nusantara XIII (PTPN XIII), so the fourth 

hypothesis (H4) in this study is rejected. Based on the results of the analysis, it states that 

the green pay and reward provided by the company is good but not significant to employee 

performance. 

5) The results found that there was no mediating role of employee performance in the effect of 

green training on turnover intention, so the fifth hypothesis (H5) in this study was rejected. 

6) The results of this study also found that there was no mediating role of employee 

performance in the effect of green pay and reward on turnover intention so that the sixth 

hypothesis (H6) in this study was rejected. 

4.2 Suggestion 

1) For future research, can explore the types of research objects, especially companies that 

have implemented the Green HRM concept as a whole. 

2) For future research, it is recommended to use other variables in the mediating variable 

because the employee performance variable has no influence in this study. 

3) For future research, it is recommended to focus more on the research sample category so 

that the research results obtained can be more detailed. 

 

 



14  

BIBLIOGRAPHY 

Aburumman, O., Salleh, A., Omar, K., & Abadi, M. (2020). The impact of human resource 

management practices and career satisfaction on employee’s turnover intention. 

Management Science Letters, 10(3). https://doi.org/10.5267/j.msl.2019.9.015 Arif, M., 

Syaifani, P. E., Siswadi, Y., & Jufrizen. (2019). Effect of Compensation and 

Discipline on Employee Performance. Proceeding of The 3rd International Conference on 

Accounting, Business & Economics (UII-ICABE 2019). 

Ariffin, H. F., & Ha, N. C. (2014). Examining Malaysian Hotel Employees Organizational 

Commitment : The Effect of Age , Education Level and Salary. International 

Journal of Business and Technopreneurship, 4(3). 

Aykan, E. (2017). Gaining a Competitive Advantage through Green Human Resource 

Management. Corporate Governance and Strategic Decision Making. 

https://doi.org/10.5772/intechopen.69703 

Chin, W. W., Chinn, W. W., & Chin, W. W. (1998). The partial least squares approach to 

structural equation modelling. In Marcoulides G. A. (Ed.). Modern Methods for 

Business Research, 295(2). 

Devi, U., & Krishna, M. (2016). Impact of Human Resources Management Practices on 

Employee Turnover -an Empirical Study With Special Reference To It Sector. 

Journal of Strategic Human Resource Managemetn, 5(3). 

Green, F., Machin, S., & Wilkinson, D. (1996). Determinants of workplace training and skill 

shortages. Department for Education and Employment. 

Han, J. W., Kok, S. K., & McClelland, R. (2020). Impact of green training on employee 

turnover and customer satisfaction. Proceedings of the International Conference on 

Intellectual Capital, Knowledge Management and Organisational Learning, 

ICICKM, 2020-October. https://doi.org/10.34190/IKM.20.096 

Hee, O. C., & Jing, K. R. (2018). The Influence of Human Resource Management Practices 

on Employee Performance in the Manufacturing Sector in Malaysia. International 

Journal of Human Resource Studies, 8(2), 129. 

https://doi.org/10.5296/ijhrs.v8i2.12826 

Islam, M. A., Jantan, A. H., Yusoff, Y. M., Chong, C. W., & Hossain, M. S. (2020). Green 

Human Resource Management (GHRM) Practices and Millennial Employees’ 

Turnover Intentions in Tourism Industry in Malaysia: Moderating Role of Work 

Environment. 

Global Business Review. https://doi.org/10.1177/0972150920907000 

Islam, M. K. (2020). Green Human Resource Management Practices And Employee 

Performance In Malaysian Hotel Industry. 

https://doi.org/10.15405/epsbs.2020.12.05.90 

Jackson, S. E., Renwick, D. W. S., Jabbour, C. J. C., & Muller-Camen, M. (2011). State-of- 

the-Art and Future Directions for Green Human Resource Management: Introduction 

to the Special Issue. German Journal of Human Resource Management: Zeitschrift 

F&#252;r Personalforschung, 25(2). https://doi.org/10.1177/239700221102500203 

Jiang, K., Lepak, D. P., Han, K., Hong, Y., Kim, A., & Winkler, A. L. (2012). Clarifying the 

construct of human resource systems: Relating human resource management to 

employee performance. Human Resource Management Review, 22(2). 



15  

https://doi.org/10.1016/j.hrmr.2011.11.005 

Khan, A. J., Muhammad Akbar Ali Ansari, Tanveer Ahmed, & Areeba Athar Malik. (2022). 

Green Human Resource Practices: A Sustainable Approach To Increase Employee 

Performance. IRASD Journal of Management, 4(1). 

https://doi.org/10.52131/jom.2022.0401.0058 

Leonidou, L. C., Christodoulides, P., Kyrgidou, L. P., & Palihawadana, D. (2017). Internal 

Drivers and Performance Consequences of Small Firm Green Business Strategy: The 

Moderating Role of External Forces. Journal of Business Ethics, 140(3). 

https://doi.org/10.1007/s10551-015-2670-9 

Makarim, A. F., & Muafi, M. (2021). The effect of green human resource management 

(GHRM) practices on turnover intention. International Journal of Research in 

Business and Social Science (2147- 4478), 10(5), 83–94. 

https://doi.org/10.20525/ijrbs.v10i5.1269 

Mozael, B. M. (2015). Impact of Training and Development Programs on Employee 

Performance. International Journal of Scientific and Research Publications, 5(11). 

Nasurdin, A. M., Tan, C. L., & Khan, S. N. (2018). The relation between turnover intention, 

high performance work practices (HPWPS), and organisational commitment: A 

study among private hospital nurses in Malaysia. Asian Academy of Management 

Journal, 23(1). https://doi.org/10.21315/aamj2018.23.1.2 

Perron, G. M., Côté, R. P., & Duffy, J. F. (2006). Improving environmental awareness training 

in business. Journal of Cleaner Production, 14(6–7). 

https://doi.org/10.1016/j.jclepro.2005.07.006 

Rasheed, A., & Alam, W. (2020). The Impact of Green Human Resource Management on 

Organizational performance: A Case of Manufacturing Industry. City University 

Research Journal (CURJ), 10(2), 289–299. 

https://search.ebscohost.com/login.aspx?direct=true&AuthType=ip,sso&db=bsu&AN

=1 45156631&site=ehost-live&custid=ns080070 

Renwick, D. W. S., Redman, T., & Maguire, S. (2013). Green Human Resource 

Management: A Review and Research Agenda*. International Journal of 

Management Reviews, 15(1), 1–14. https://doi.org/10.1111/j.1468-

2370.2011.00328.x 

Sekaran, U., & Bougie, R. (2016). Research Methods for Business: A Skill- Building 

Approach.6th Edition. New York: Wiley. Angewandte Chemie International Edition, 

6(11), 951–952., 4(1). 

Shah, S. H. A., & Beh, L. S. (2016). The impact of motivation enhancing practices and 

mediating role of talent engagement on turnover intentions: Evidence from Malaysia. 

International Review of Management and Marketing, 6(4). 

Shah, S. H. A., Sajjad, S., Ahmed, N. A. M., Arshad, B., Kazmi, M., & Nawaz, R. (2020). 

The Role Of Hr Practices On Turnover Intentions Directly And Through 

Organizational Citizenship Behavior In The Banking Sector Of Malaysia. 

International Review of Management and Marketing, 10(5), 172–178. 

https://doi.org/10.32479/irmm.10760 

Sohaib Zubair Scholar, S., Ali Khan Scholar, M., Mukaram Ali Khan Scholar, C., Sohaib 

Zubair, S., & Ali Khan, M. (2019). Sustainable development: The role of green 



16  

HRM. ~ 1 ~ International Journal of Research in Human Resource Management, 

1(2). https://ssrn.com/abstract=3417040 

Thompson, N. W., Jay Conger, P., & Gregory Hess Nicholas Wylder Thompson, D. B. 

(2011). Scholarship @ Claremont Managing the Millennials: Employee Retention 

Strategies for Generation Y CLAREMONT Mckenna College Managing The 

Millennials: Employee Retention Strategies For Generation Y Submitted To. 

http://scholarship.claremont.edu/cmc_theses/240 

Zeffane, R., & Bani Melhem, S. J. (2017). Trust, job satisfaction, perceived organizational 

performance and turnover intention: A public-private sector comparison in the 

United Arab Emirates. Employee Relations, 39(7). https://doi.org/10.1108/ER-06-

2017-0135 

http://scholarship.claremont.edu/cmc_theses/240

