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Abstract: This study used fundamental research to explore the concept of green management in
behavioral theory. This study used 100 employees of PT Sidomuncul as respondents and used a
purposive sampling method and multiple regression analysis for data analysis. The results of this study
indicate that green behavior training has a positive and significant effect on green competencies. Green
behavior training has a positive and significant effect on the affective commitment to green values.
Green behavior training, green competencies, and affective commitment to green values have a positive
and significant effect on human resources' green behavior. Green competencies and affective
commitment to green values are the intervening variables between green behavior training and human
resources green behavior. This study examines the antecedents and consequences of the green human
resource management (HRM) model with the behavioral theory that explores green competencies and
affective commitment. This research will contribute to increasing employee awareness to change their
behavior towards green HRM. For social implications, this study provides a social impact of becoming
a greener society environment.
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Introduction

In today's competitive business world, sustainable competitive advantage is a fundamental factor for
achieving organizational strategies. Capital and technology are becoming increasingly available to
almost anyone, everywhere, seeking sustainable competitive advantage, increasingly leading to
organizational capabilities. Most organizations have found that the ability of their workforce is the key
to gaining a competitive advantage. Nowadays, organizations are more concerned about their human
competency base and development (Ozcelik & Ferman, 2006). Thus, competency studies have gained
more interest and attention (Liu et al., 2009). In addition to being so competitive in the business world
today, the issue of green awareness of human resources also significantly impacts the sustainability of
the company's business. Green awareness is defined as the level of concern for the company's human
resources for the environment, especially the company's environment, which includes environmental
cleanliness and HR behavior that is implemented to create a clean and healthy environment in order to
minimize negative impacts on the environment. The growing public awareness of the environment
impacts the tendency of companies to care more about environmental protection as their social
responsibility (Waskito, 2015).

This then impacts many companies, especially those engaged in manufacturing, becoming
increasingly aware of the importance of long-term sustainability of their business where this aspect is
influenced by environmental sustainability. Environmental sustainability is one of the essential aspects
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that are of concern to the management. On the other hand, various challenges must be faced. Currently,
the challenges of companies are not only global competition but also the challenges of the natural
environment (Triastity, 2011). In the last few decades, many researchers have conducted various
research on the negative impacts that humans have on the environment as a result of human activities,
especially from the operational activities of the company where they work or from the environment in
which they live (Blok et al., 2015).

For PT. Sido Muncul, as the study object, employees are an essential element because employees
are movers, implementers, and people who realize organizational goals by using careful planning,
capital, and technological sophistication. PT. Sido Muncul as a producer of health products has also
become a necessity to always campaign for environmental conservation, both for consumers and its
human resources. Based on the understanding and background of the study, it is fundamental for the
management of PT. Sido Muncul to improve the performance of its employees accompanied by
increasing employee awareness of the importance of human resource green behavior. This improvement
in the green performance of human resources can be expected to be implemented through an increase
in green behavior training, green competence, and green affective commitment. This then became the
primary basis for conducting this research. The research gap in research, namely the results of research
(Wall et al., 2007; Blok et al., 2015) shows that green affective commitment has a positive effect on
green HR performance while other studies conducted by (Nye & Hargreaves, 2010) show that green
affective commitment negatively affects the green performance of HR. Based on the research gap and
problems described above and considering the importance of green behavior training, green
competence, and green affective commitment, the authors are interested in researching "Model Green
Behavior Training Based on Green Competence and Affective Commitment on Green Values”.

The novelty of the developed model is to examine behavioral changes related to the training program
on competence and commitment to creating green behavior. Several studies that are relevant to Hossain
(2016) discuss the theory regarding Green HRM. Likewise, Gill et al. (2021) study explore how eco-
friendly behavior in theory affects environmental performance. The novelty of this research is
behavioral testing due to the green behavior training stimulus.

Literature Review
Green Behavior Training

Green behavior training is defined as human resource activities to improve skills and be able to motivate
employees to understand environmental issues, the company held this training aimed at protecting the
environment and making employees aware of the importance of employees protecting the environment
(Zoogah, 2016). Green behavior training is a human resource activity that motivates employees to
understand environmental issues and protect the environment (Wardhani & Puspa, 2019). Green
behavior training for employees will be impossible if there is no employee participation, so managers
need to provide insight to their employees to appeal to the importance of initiative towards the work
environment and the surrounding environment. The green view has become the benchmark for
companies today. The fact is that the higher the green view of a company, the more markets the company
develops.

Green Competences

Green competence is a short definition of the company's human resources ability to understand the
importance of preserving the environment and ecology by reducing the use of materials that can damage
the environment (Murga-Menoyo, 2014). The implementation of green competency teaching needs to
be supported by the existence of facilities such as various equipment that can be used to protect the
environment from company waste through a recycling procession carried out so that relevant HR can
learn the real consequences of company waste if it is disposed of directly into the environment and learn
about procedures. Green competence can be applied by issuing company regulations regarding
environmental conservation and applying green principles campaigned by the company's leadership so
that subordinates will adhere to and realize these green principles (Murga-Menoyo, 2014).
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Affective Commitment to Green Values

Green affective commitment is briefly defined as HR's conformity to the organization's values of
environmental care so that the relevant HR feels loyal to the organization/company. Four main
indicators influence the suitability of this value within the individual, including openness to change,
conservativeness, strengths, and continuous self-improvement (Blok et al., 2015). The open nature of
the organization in applying values to employees regarding the importance of the company protecting
the environment, which is also used as a dedication to the company as social responsibility, will
encourage employees' behavior to love and always care for the environment.

The open nature of the changes needed by the company in preserving the environment will enable
employees to participate through essential proposals related to environmental sustainability, which will
also have a positive impact on the company by improving the company's image in the community as
well as benefits in the form of maintaining the environment, especially the environment in the
company's area.

Human Resource’s Green Behavior

Green performance of employees/HR is an achievement of performance by HR in overcoming problems
related to the environment, and environmental issues and providing important ideas for sustainable
environmental conservation. Human resource’s green performance is the result of developing employee
knowledge regarding the importance of maintaining the environment to achieve organizational goals
where this is an attitude of caring for the environment, especially in the work environment (Muhammad
et al.,, 2020). Human resource green performance is an achievement of green human resource
management (Green HRM) system that can increase employee environmental awareness and
knowledge and encourage them to develop competence and self-confidence to take various mitigation
or prevention actions effectively on issues. Then, it assists employees in implementing a caring attitude
toward the environment in the work environment (Muhammad et al., 2020).

Gill et al. (2021) have found the effect of Green HRM on environmental performance, mediating
eco-friendly behavior. Eco-friendly behavior is awareness due to the right stimulus to create green
behavior. So Hossain (2016) put forward the Green HRM process his concept explains many factors
can influence Green HRM.

Research Hypotheses
The Effect of Green Behavior Training on Green Competences

Green behavior training is defined as human resource activities to improve skills and motivate
employees to understand environmental issues. The company holds this training to protect the
environment and make employees aware of the importance of protecting the environment (Zoogah,
2016).

With the implementation of training related to green behavior, the green competencies of each
employee concerned will increase. The training carried out includes various training focused on ways
to overcome various environmental problems, especially those in the company's area, so that
competence or knowledge related to science can be increased and used to overcome problems and
optimally maintain the environment. Furthermore, being well-realized can have a positive impact on
employee performance. Wardhani and Puspa (2019) and Murga-Menoyo (2014) state that green
behavior training positively affects green competencies.

H1: Green behavior training has a positive effect on green competencies.

The Effect of Green Behavior Training on Affective Commitment to Green Values

The organization supports employee training. Employees will feel that they have been cared for by the
organization, especially training that focuses not only on the work being done but also on training that
increases employee/HR knowledge about environmental aspects, which can positively impact the
capabilities of employees.
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This will increase enthusiasm and confidence to continue working in the organization and encourage
organizations and employees to comply with the company's commitments, both committed to working
and paying attention to environmental sustainability. With this training related to green behavior,
employees will feel that they care about environmental sustainability. The value of affective
commitment in employees towards the conformity of the values applied by the company in protecting
the environment is increasing. The results of research conducted by Blok et al. (2015) state that Green
Behavior Training has a positive effect on affective commitment to green values.

Hi: Green behavior training has a positive effect on affective commitment to green values.

The Effect of Green Behavior Training on Human Resources Green Behavior

Zoogah (2016) believed that green behavior training is defined as human resource activities to improve
skills and motivate employees to understand environmental issues.

With the implementation of training related to green behavior, the performance of each employee
concerned will increase. The training carried out includes various training focused on ways to overcome
various environmental problems, especially those in the company's area, so that competence or
knowledge related to science can be increased and used to overcome problems and optimally maintain
the environment.

Hs: Green behavior training has a positive effect on human resources' green behavior.

The Effect of Affective Commitment on Green Values on Human Resource's Green Behavior

Carsten and Spector in Sopiah (2008) stated that the higher the organizational commitment, the more
impact employees will stay on the organization and continuously improve their performance.
Employees committed to the organization will give all their abilities to the organization where the
employee is so that the organization can continue to move towards a better direction.

Organizational commitment makes employees more careful and thorough in carrying out work
responsibilities. Research conducted by Yonathan and Eddy (2014) suggests that commitment
positively influences employee performance, so the higher the employee's commitment, the higher the
increase in employee performance.

Ha: Affective commitment to green values has a positive effect on human resources' green behavior.

The Effect of Green Competences on Human Resource's Green Behavior

Priansa (2016) argues that competence is a map of employee capacity for the attributes of their work,
which is a collection of abilities, skills, maturity, experience, effectiveness, efficiency, and success in
carrying out job responsibilities. The competencies required by each position level in the organization
are undoubtedly different, executive level, manager level, and employee level. Employees who have
competence in work and in implementing environmental care behavior will work with focus, work
according to their expertise, and consider environmental sustainability aspects in fulfilling their
assigned responsibilities. Thus, employees will become more effective and efficient for the company
and the environment. The results of previous research conducted by (Winanti, 2011; Murga-Menoyo,
2014; Purwanti, 2018) show that competence has a positive and significant influence on employee
performance.

Hs: Green competencies have a positive effect on human resource's green behavior.

Research Framework

Based on the research objectives and theoretical basis, the research questions and hypotheses proposed
in this study can be followed as shown in Figure 1.
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Figure 1. Research Framework
Methods

Population and Sample

The population in this study were all employees of PT. Sido Muncul Semarang totaled 355 people. The
sample in the study is 100 respondents who were obtained based on the sampling criteria according to
the researcher's desires.

By using SPSS ver. 22 models will be tested to get answers to research questions. The SPSS program
is powerful enough to explain questions with parametric statistical tests that can be interpreted
statistically and managerially.

Data Analysis

All indicators or dimensions are significant at 5%. Based on the validity test results, it shows that all
statement items used in this study have r count > from r-table 0.197. Thus, all of the indicator items are
valid and all statements can explain the indicators in the questionnaire.

Reliability Test

All variables had Cronbach alpha of more than 0.6. The table of reliability test results shows that all
Cronbach alpha values for the variables of green behavior training, green competencies, and affective
commitment on green values and human resources green behavior are more significant than 0.60. This
shows that all the question items used in this study are reliable or appropriate to be used as measuring
tools.

Partial Hypothesis Test (t-Test)
The Effect of Green Behavior Training on Green Competences

Based on the results of the partial hypothesis test (See Table 1), the t-count value was 8.393, using a
significant level of 5%, it was obtained t-table 1.985, which means that t-count 8.393> t-table 1.985,
and a significant value of 0.000 <0.05. It means that the alternative hypothesis (Ha) is accepted.

These results indicate that green behavior training has a positive effect on green competencies,
meaning that the better the green behavior training applied in the organization, the higher the affective
commitment to green values of employees. Thus, it can be concluded that the hypothesis which states
that green behavior training has a positive effect on green competencies is accepted.
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The Effect of Green Behavior Training on Affective Commitment to Green Values

Based on the hypothesis test, the t-count value was 11.841, using a significant level of 5%, it was
obtained t-table 1.985, which means that t-count 11.841> t-table 1.985, and a significant value of 0.000
<0.05. It means the alternative hypothesis (Ha) is accepted.

These results indicate that green behavior training has a positive effect on affective commitment to
green values, meaning that the better the green behavior training applied in the organization, the higher
the affective commitment to green values of employees. Thus, it can be concluded that the hypothesis
which states that green behavior training has a positive effect on affective commitment to green values
is accepted.

The Effect of Green Behavior Training on Human Resources’ Green Behavior

Based on the hypothesis test, the t-count value is 2.773, using a significant level of 5%, it is obtained t-
table 1.985, which means that the t-count is 2.773> t-table 1.985, and a significant value of 0.007 <0.05.
It means the alternative hypothesis (Ha) is accepted.

These results indicate that green behavior training has a positive effect on human resources green
behavior, meaning that the better the green behavior training applied in the organization, the better the
human resources green behavior of employees. Thus, it can be concluded that the hypothesis that green
behavior training has a positive effect on human resources green behavior is accepted.

Table 1. Multiple Linear Regression Test Results

Dependent Variable Independent Variable Standardized t Sign
Coefficients
Beta
Regression 1
Green Competences Training Green Behavior 0.647 8.393 0.000
Regression 1
Affective Commitment to Green Value Training Green Behavior 0.767 11.841 0.000
Regression 2
Human Resources Green Behavior Training Green Behavior 0.273 2.773 0.000
Green Competences 0.430 5.358 0.000
Affective Commitment to Green Value 0.214 0.241 0.027

The Effect of Green Competences on Human Resources’ Green Behavior

Based on the hypothesis test, the t-count value is 5.358, using a significant level of 5%, the t-table is
1.985, which means that the t-count is 5.358> t-table is 1.985, and a significant value is 0.000 <0.05,
meaning that the alternative hypothesis (Ha) is accepted.

These results indicate that green competencies positively affect human resources’ green behavior,
meaning that the better the green competencies possessed by the employees, the higher the human
resources’ green behavior. Thus, it can be concluded that the hypothesis that green competencies have
a positive effect on human resources’ green behavior is accepted.

The Effect of Affective Commitment on Green Values on Human Resources Green Behavior

Based on the hypothesis test, the t-count value is 2.241, using a significant level of 5%, the t-table is
1.985, which means that the t-count is 2.241> t-table is 1.985, and a significant value of 0.027 <0.05
means that the alternative hypothesis (Ha) is accepted.

These results indicate that the affective commitment to green values positively affects human
resources' green behavior. The better the affective commitment to green values possessed by employees,
the higher the human resources’ green behavior. Thus, it can be concluded that the hypothesis stating
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that affective commitment to green values has a positive effect on human resources’ green behavior is
accepted.

Coefficient of Determination Test

Based on the results of the coefficient of determination in equation model 1, the Adjusted R Square is
0.412. This means that the green behavior training variable can explain the green competencies variable
by 41.2%, while the remaining 58.8% is explained by other variables not examined in this study. In
equation 2, it is found that Adjusted R Square is 0.589, which means that the green behavior training
variable can explain the variation of affective commitment on green values by 58.4%, while the
remaining 41.6% is explained by other variables not examined in this study. In equation model 3, it is
obtained an Adjusted R Square of 0.651. This means that the variables of green behavior training, green
competencies, and affective commitment to green values can explain the variation of human resources’
green behavior by 65.1%, while the remaining 34.9% is explained by other variables not examined in
the study.

Based on the Sobel test 1 (see Figure 2), it can be seen that the indirect effect of green behavior
training on human resources’ green behavior through green competencies tested using the Sobel test
obtained a statistical Sobel value of 4.5146 with a significant level of 0.000 or less than 0.05. These
results indicate that green competencies can mediate the effect of green behavior training on human
resources’ green behavior.

Sobel Test 1 Sobel Test 2
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Sobel test statistic: 2.20223357
One-tailed probability: 0.01382441
Two-tailed probability: 0.02764881

Sobel test statistic: 4.51460340
One-tailed probability: 0.00000317
Two-tailed probability: 0.00000634

Figure 2: Sobel Test Results

Based on the test results, it can be seen that the indirect effect of green behavior training on human
resources’ green behavior through an affective commitment to green values which was tested using the
Sobel test obtained a statistical Sobel value of 2.202 with a significant level of 0.000 or less than 0.05.
These results indicate that affective commitment to green values can mediate the effect of green
behavior training on human resources’ green behavior.

Discussion
The Effect of Green Behavior Training on Green Competences

The results of the research analysis show that the existing green behavior training of PT. Sidomuncul
has been assessed well. This shows that the training materials on procedures for preserving the
environment are in accordance with the need to increase employee knowledge about procedures for
maintaining and protecting the environment. Besides, the methods used in training are also in
accordance with the objectives of the training. Thus, employees will understand more about the material
about the importance of ecology and the sciences of environmental care. The training instructors also
can convey material well and are also able to make the training atmosphere comfortable so that they
can make employees better understand how to take care of the environment well within and outside the
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company. The results of this study support the research conducted by Wardhani and Puspa (2019) and
Murga-Menoyo (2014), that green behavior training has a positive effect on green competencies.

The Effect of Green Behavior Training on Affective Commitment to Green Values

The results of the research analysis show that the existing green behavior training of PT. Sidomuncul
has been assessed well. This shows that the training materials on procedures for preserving the
environment are in accordance with the need to increase employees' commitment to participate in
developing their ideas for environmental conservation. Besides that, the methods used in training are
also in accordance with the objectives of the training, namely maintaining the principle of caring for
the environment, which is implemented in HR behavior and business operations so that it makes
employees more confident to work in the company because the company where they work is concerned
in preserving the environment. The results of this study support the research conducted by Blok et al.
(2015), that Green Behavior Training has a positive effect on affective commitment to green values.

The Effect of Green Behavior Training on Human Resources’ Green Behavior

The results showed that the existing green behavior training of PT. Sidomuncul has been assessed well.
This shows that the training materials on procedures for preserving the environment are in accordance
with the need to increase employee awareness to preserve the environment. Besides that, the methods
used in training are also in accordance with the objectives of the training, so that by doing so, employees
are more efficient in producing green performance and the quantity of work that is in accordance with
targets related to solving environmental issues. The results of this study support the research conducted
by Murga-Menoyo (2014), that green behavior training has a positive effect on human resources’ green
behavior.

The Effect of Green Competences on Human Resources’ Green Behavior

The results of the research analysis show the existing green competencies of PT. Sidomuncul has been
assessed well. This shows that employees have a high level of knowledge about maintaining and
protecting the environment. Furthermore, employees can identify environmental learning and how to
do good environmental learning in accordance with existing needs effectively and efficiently in the
company. The more employees understand the green environment, will increase their concern about
environmental pollution so the employees will think about managing waste properly and try to recycle
waste into valuable items again. Therefore, it can increase the quantity of work and will be more
efficient in managing the green environment. The results of this study support the research conducted
by Purwanti (2018), that green competencies positively affect human resources’ green behavior.

The Effect of Affective Commitment on Green Values on Human Resources’ Green Behavior

The results of the research analysis show the affective commitment to green values of PT. Sidomuncul
has been assessed well. This shows that the company has implemented the principle of openness in the
organization to help employees develop their ideas for environmental preservation. The results of this
study support the research conducted by Yonathan and Eddy (2014), that Affective Commitment to
Green Values has a positive effect on Human Resources’ Green Behavior.

Conclusion

Based on the finding, this study draws some conclusion. First, the better the green behavior training
applied in the organization, the higher the green competencies and the more affective commitment on
green values of the employees will be. Second, the better the green competencies and the more affective
commitment on green values of the employees, the better the human resources’ green behavior. Third,
the better the green behavior training implemented in the organization, the higher the green
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competencies and the more affective commitment on green values of the employees will be so that it
will have an impact on increasing the human resources’ green behavior.

Suggestions

Regarding the green behavior training variable, the training atmosphere indicator has the lowest score
among other indicators, therefore PT. Sidomuncul should conduct training by presenting entertainment
so that the training atmosphere will be not boring. Besides, the green value indicator has the lowest
score among other indicators, thereby PT. Sidomuncul should always socialize the importance of
protecting the environment and preserving the environment by providing proper supporting facilities
for employees to protect the environment. Furthermore, the openness indicator has the lowest score
among other indicators, thereby PT. Sidomuncul should be more open in accommodating the aspirations
of employees who want to provide advice in preserving the environment within the company so that it
will make employees more committed to the green environment.

Limitations

This study has some limitations. This study used questionnaires to obtain data and information so that
it cannot explain in detail green behavior training, green competencies, and affective commitment to
green values and human resources green behavior. Besides, the research duration is relatively short, so
this study has not got optimal results.

Future Research

For future research, it is recommended to use interview techniques to explore further green behavior,
green training competencies, and affective commitment to green values and human resources green
behavior so that better results will be obtained and are useful for efforts to improve employee
performance. It is also expected to add independent variables or replace existing variables such as
organizational citizenship behavior (OCB), job satisfaction, organizational culture, work environment,
and others for future research.
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