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A B S T R A C T  A R T I C L E I N F O  
Green behavior is a behavior and effort to save the earth and the 

environment from the threat of damage. This effort is a concrete 

manifestation and responsibility that the company must also be aware of, 

as a positive contribution of the company and its employees to sustainable 

development. The concept of green behavior involves the involvement of 

environmentally friendly employees and environmentally friendly 

motivation to form environmentally friendly behavior to achieve 

environmentally friendly business performance. This research aims to 

analyze the influence of Employee Green Involvement, Green 

Motivation, and Green Behavior on Green Business Performance in the 

textile industry in Indonesia. 

To achieve the objectives of this research, a research method was carried 

out using an inferential analysis approach, with a sample of 378 

respondents using a random sampling method, cluster sampling 

technique, and sampling using Google Form. Questionnaires are 

measured using a 5-point likert scale.  The analysis tool, inner model uses 

convergent and discriminant validity tests. Outer model with reliability 

tests using Cronbah's Alpha and Composite Reliability, and goodness-of-

fit to see the fit of the model, all using structural equation models (SEM) 

with SmartPLS version 4. 

The research results show that Employee Green Involvement has no effect 

on Green Business Performance, while Green Motivation and Green 

Behavior have a positive effect on Green Business Performance. 
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INTRODUCTION  

 

The phenomenon of global warming triggers an increase in ethical awareness about the environment, this encourages 

companies to apply the concept of "Go Green" in an effort to save the environment from the threat of damage. 

Currently of environmentally friendly is widely applied as a strategy, both of production, marketing, and the human 

resources. Environmentally friendly enterprise is a concept environmental protection and management in which 

corporate management, safety and health of stakeholders in all business decision-making. This is a concrete 

manifestation of responsibility and a desire to make a positive contribution to the company and its employees, 

especially to society and sustainable development (Manolas, 2017). To realize this, it is offset by the increasing 

number of textile companies that are implementing friendly to the environment.  

 

Implementing the go green concept is not an easy problem, because green employee involvement is needed 

to achieve green business performance. The implementation of employee green involvement is an important 

supporting factor as a company step in making changes towards "greening" by providing opportunities for employees 

to be involved in implementing the environmentally friendly strategy set by the company. Lack of employee 

involvement causes low business turnover, decreased motivation, individualism, and environmental damage. This 

gap endangers the company in the medium and long term, therefore the more employees are involved in preventing 

environmental problems, the sooner they will be aware of the importance of protecting the environment (Dźwigoł et 

al., 2023), and directly assist companies in developing environmental management (Muntari et al., 2021). 

Furthermore, green involvement can actively help companies increase job satisfaction, work morale, and employee 

satisfaction to achieve productivity, this also helps companies in preventing company problems. (Purba & Tikurura, 

2022). 

 

To translate this application also needs to be supported by other factors, namely green motivation as a form 

of encouragement to employees to be more enthusiastic about implementing environmentally friendly (Y. Li et al., 

2020) and supporting company success (Mittal, 2016). It is hoped that this involvement and motivation will lead to 

employee behavior that understands more about environmentally friendly strategies (Dumont et al., 2017), and in the 

short term will become sustainable green behavior at the organizational level (Özgül & Zehir, 2021). Green behavior 

is employee behavior that is conceptually voluntary (Cai et al., 2020) and positive as an intangible and enduring asset 

and a source of competitive advantage for the organization (Ahmed et al., 2021). When a company provides a work 

environment that cares about environmental interests, it will create a company that always promotes environmental 

values (Süßbauer & Schäfer, 2019). You can imagine that weak motivation will reduce team work performance, 

productivity, increase turnover, and if this becomes complete demotivation it will reduce company performance.  

These gaps will be eliminated in this research. It is hoped that this research can contribute to the development of 

science and can avoid negative impacts, and provide solutions, and be able to encourage company performance, 

therefore this research is important. 

To facilitate this understanding, see Figure 1.  

 

 

 

 

 

 

 

 

 

Figure 1. Research Framework 
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THEORY AND HYPOTHESIS DEVELOPMENT 

 

Employee Green Involvement on Green Business Performance 

 

Employee involvement will increase motivation by helping the organization, this will increase job 

satisfaction and enthusiasm for achieving productivity, and also help prevent organizational problems (Unsworth et 

al., 2021). The word “green” not only saves the environment, but also refers to the impact on living things on their 

health. (Uwem et al., 2021). Therefore, employees who have awareness share information and knowledge to increase 

environmental awareness and organizational health (Yuriev et al., 2018). Employee relationships are an intangible 

and enduring asset and a source of an organization's competitive advantage. This strategy was developed by the 

organization to be implemented with employee involvement (Rahman & Saputra, 2023), this determines the success 

of innovation, knowledge and ideas of employees involved in company activities (Q. Zhang et al., 2022). So it can 

be concluded that employee green involvement has a positive effect on green business performance, in full as in the 

first hypothesis: 

 

H1: Employee green involvement has a positive and significant effect on green business performance.  

 

Green Motivation on Green Business Performance 

 

Green Motivation is an important factor in the green environmental performance sector because when 

employees are not motivated to comply with green practices, they will not be successful in implementing green 

practices, so business performance will decrease  (Sun et al., 2022). With motivation, it makes them feel proud, 

happy, and excited about contributing to providing support for company employees (Nurhayati et al., 2023). When 

employees become motivated to welcome a green approach in organizational settings, the company gains a 

competitive market advantage (Malmendier & Wachter, 2021). Emphasis is very meaningful in seeing the 

dependence of the organization on employees, this is also reinforced by literature evidence which reveals that 

motivation can improve organizational environmental performance (Roscoe et al., 2019). In companies, green 

motivation is one of the critical activities that determines the success or failure of an organization's implementation 

which can improve business performance (Saepuddin & Saputra, 2023). Therefore, when employees are motivated 

because of green HR practices, it will ultimately result in a better environment (Soewarno et al., 2019). So it can be 

concluded that green motivation has a positive effect on green business performance, in full as in the second 

hypothesis: 

 

H2: Green Motivation has a positive and significant effect on green business performance. 

 

Green Behavior on Green Business Performance 

 

Behavior is defined as a response to the environment, attitudes and personal characteristics, such as intrinsic 

motivation and personal norms that influence employee behavior, but still considering changes in behavior 

(Fawehinmi et al., 2020). This "greening" practice is an opportunity for employees to participate in the organization 

(Aggarwal & Agarwala, 2021). By planning and formulating environmental strategies that involve employees, it will 

encourage knowledge abilities to solve environmental problems directly and will also make a contribution 

(Venkatasatish & Dhanamjayulu, 2022). Environmental protection and environmentally friendly behavior are 

positive actions towards the conservation of company resources, and the evaluation of environmentally friendly 

behavior in the workplace (Sheikh et al., 2019). Therefore, it determines the impact of implementing environmentally 

friendly processes in companies, and is a key driver of sustainable societal and economic development (Soltaninezhad 

et al., 2021). Employee environmentally friendly behavior can reduce construction waste generation, thereby 

reducing company resource consumption (Jerónimo et al., 2020). Environmentally oriented forms of environmentally 

friendly behavior and the development of environmentally friendly products are beneficial in improving performance 

(Zhang et al., 2021). Based on this statement as in the third hypothesis: 
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H3: Green Behavior has a positive and significant effect on green business performance. 

 

RESEARCH METHODS  

 

This research model was adopted from Renwick et al., (2013), Green Motivation adopted from Ahmed et al., (2021), 

Green Behavior adopted from Cai et al., (2020), and Green Business Performance adopted from Yoestini et al., 

(2022). 

 

Population and Sample 

 

Population is a generalization of objects or subjects with certain qualities and characteristics determined by 

researchers to draw conclusions. (Hardani et al. 2020). 6,937 respondents is the total population, with slovin 

calculations and using α = 5%, a sample of 378 respondents is obtained. Slovin is used because the population is 

finite and in large numbers (Anokye, 2020). 

 

Method of Collecting Data  

 

The sampling method uses probability sampling with cluster sampling techniques. Cluster sampling is often 

used over large areas and is divided into homogeneous groups, making it easier to collect data. Data collection method 

using Google Form, which will be carried out February-May 2023.  

 

Data analysis method 

 

This research uses inferential statistics. Measurement with a 1-5 point Likert scale. The analytical tool is a 

validity test (inner model) with convergent validity > 0.70 (Chin, 1998), and Discriminant Validity with AVE > 0.50 

(Hair et al., 2014), Reliability test (outer model) CA method and CR > 0.7 (Werts et al., 1974), and hypothesis testing, 

as well as goodness-of-fit (Bentler & Bonett, 1980), all using structural equation models (SEM ) with SmartPLS 

version 4. 

 

Variable Operational Definitions 

 

Operational definitions of variables are needed to obtain information on how a variable should be assessed 

between research periods (Siyoto & Sodik, 2015). Details in Table 1.  

 

Table 1. Variable Operations 

Variable Operational Definition Indicators 

Employee Green 

Involvment  

(Renwick et al., 2013) 

(Matthes & 

Wonneberger, 2014) 

 

Employee green involvement is the 

application of HRM practices with 

the aim of promoting the use of 

sustainable resources, which 

prioritizes preservation. 

 

1. Vision of environmental management 

2. Green behavior and awareness 

3. Communication of green culture in the 

company 

4. Involvement on green issues 

5. Employee participation in 

environmental management 

Green Motivation  

(Mittal, 2016) 

   (Ahmed et al., 2021) 

 

 

Motivation is important for green 

environmental performance because 

if it is not motivated, then no one can 

implement an environmentally 

friendly plan successfully. 

1. Motivation to finish the job 

2. Motivate employees to carry out 

greening ideas 

3. Employee involvement in the 

development of greening ideas 

4. Recognition of employee greening 

performance 

5. Appreciation for employee greening 
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performance 

6. Compensation for employee 

environmental duties 

Green Behavior 

(Boiral & Paillé, 2012) 

(Cai et al., 2020) 

 

 

Green behavior is the behavior of 

protecting and caring for the 

environment which is carried out 

because of awareness and a sense of 

responsibility for the preservation of 

the universe.  

1. Behavior of employees' understanding 

of the concept of environmentally 

friendly 

2. Employees responsibility for 

implementing environmentally friendly 

concepts 

3. Obedience to the leadership regarding 

the concept of environmentally friendly 

4. Employee involvement in greening 

activities 

5. Employee initiatives to act 

environmentally friendly 

Green Business 

Performance 

(Liu et al., 2021) 

(Yoestini et al., 2022) 

 

 

Green business performance is the 

efforts made by the company to 

minimize the negative impacts of the 

company's economic activities on the 

local and global community, society, 

economy and environment by 

fulfilling the principles of the triple 

bottom line of business. 

1. Higher development compared to 

competitors 

2. Higher growth compared to 

competitors 

3. Adequate operating income 

4. Higher market dominance 

 

RESULT  

 

Respondent Descriptive Analysis 

 

Table 2. Respondents' Descriptive Analysis 

 

Indicators Amount Precentage (%) 

Company group     

PT Prima Sejati Sejahtera (PSS) 162 42,9 

PT PSS 1 115 30,4 

PT PSS 2 101 26,7 

Gender   

Man 114 30,2 

Woman  264 69,8 

Age   

<20  92 24,3 

20-30 164 43,4 

30-50 68 18,0 

>50 54 14,3 

Marital Statues   

Not married yet 108 28,6 

Merried 270 71,4 

Level of education   
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Senior High School 182 48,1 

Diploma 2 (D2) 90 23,8 

Diploma 3 (D3) 72 19,1 

Bachelor degree 30 7,9 

Postgraduate 4 1,1 

Employee status   

Contract employees  94 24,9 

Permanent employees 284 75,1 

Sub Division   

Production 348 92,1 

Maintenance 24 6,3 

Administration & Quality Control 6 1,6 

Length of service   

<5 89 23,6 

5-10 104 27,5 

10-25 118 31,2 

>25 67 17,7 

  

Based on Table 2, the sample of respondents was dominated by PT Prima Sejati Sejahtera 42.9%, female sex 

69.8% aged 20-30 years 43.4% married status 71.4%. Education, dominated at the SMA/SMK level 48.1%. 

Employment status as permanent employees 75.1%. the sub division is dominated by production with 92.1% with 

10-25 years of service 31.2%.  

 

Means and Outer Loading 

Table 3. Means and Outer Loading 

 

Variable Questionaire Mean Loading 

Green Business 

Performance  

(Y) 

Y1.1 The development of our company is higher than that of our 

main competitors 

3,83** 0,848 

Y1.2 The growth of our company is higher than that of our main 

competitors 

3,79 0,865 

Y1.3 Our company has sufficient operating income for the 

coming years 

3,56* 0,792 

Y1.4 Our company dominates the higher market 3,78 0,857 

Employee Green 

Involvement 

(X1) 

X1.1 The company vision is clear in guiding environmental 

management for employees 

3,85 0,793 

X1.2 The process of mutual learning fosters environmentally 

friendly awareness among employees in the company 

3,87** 0,854 
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X1.3 Green Culture has become an informal and formal 

communication in our company 

3,66* 0,833 

X1.4 Environmental problems are solved by involving employees 

to improve quality 

3,77 0,855 

X1.5 There are practices for employees in environmental 

management participation, for example group schemes, 

low carbon applications, and green response teams 

3,70 0,854 

Green Motivation 

(X2) 

X2.1 I enjoy trying to complete environmental assignments at 

work 

3,75* 0,818 

X2.2 I like to implement ideas related to greening in my work 3,84 0,764 

X2.3 I feel like I'm becoming more involved in developing 

greening ideas 

3,79 0,841 

X2.4 The environmental tasks that motivate me the most are 

recognized by the company. 

3,87** 0,728 

X2.5 Task environment drives rewards, promotions and pay. 3.84 0,855 

X2.6 I feel that I am being rewarded for my environmental duties 3,78 0,829 

Green Behavior 

(X3) 

X3.1 Environmentally friendly office tasks are completed, but 

always pay attention to and implement the concept.. 

4.02 0,793 

X3.2 The concept of being environmentally friendly is my 

responsibility at the office. 

4,12** 0,851 

X3.3 Environmentally friendly concepts are still implemented 

even though it is the task of the leadership. 

3,94 0,846 

X3.4 Environmental protection activities in my office play an 

active role. 

3,73* 0,851 

X3.5 Environmentally friendly habits as an initiative to reduce 

paper waste, save electricity and cleanliness, as well as 

other resources. 

3,93 0,735 

* Lowest mean 

** Highest mean 

 

Table 3 shows that all variable indicators are valid and therefore > 0.7. 
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Average Variance Extrancted (AVE), Cronbach's Alpha (CA), and Composite Reliability (CR) Test 

 

Table 4 shows that convergent validity is fulfilled because the Average Variance Extracted (AVE) value is 

> 0.50, so it is said to be valid, meanwhile the variable construct is also completely reliable because in the collom 3 

and 4 are > 0.70 (Sarstedt et al., 2014). 

 

Table 4. AVE, CA, and CR Test 

 

Variable AVE CA CR Result 

Employee Green Involvement (X1) 0,702 0,894 0,922 
Valid and reliable 

Green Motivation (X2) 0,651 0,892 0,918 
Valid and reliable 

Green Behavior (X3) 0,667 0,874 0,909 
Valid and reliable 

Green Business Performance (Y) 0,708 0,863 0,906 Valid and reliable 

 

Table 4, the four variables and 20 measurement indicators, there are high consistency. 

Discriminant Validity 

Table 5. Discriminant Validity (Fornell Larcker C) 

 

Variable 
Employee Green 

Involvement (X1)  

Green 

Motivation 

(X2) 

Green 

Behavior (X3) 

Green Business 

Performance (Y) 

Employee Green Involvement (X1) 0,838       

Green Motivation (X2) 0,838 0,807   

Green Behavior (X3) 0,776 0,877 0,817  

Green Business Performance (Y) 0,717 0,860 0,807 0,841 

 

Estimated discriminant construct, square root of AVE, construct > compared to the correlation of the two model 

constructs (Fornell & Larcker, 1981). 

 

Goodness of Fit (GoF) 

Table 6. Goodness of Fit 

 

Indicators Result Criteria 

SRMR 0.073 acceptable if <= 0.08 

d_ULS 1.444 acceptable if >= 0.95 

d_G 1.016 acceptable if P >= 0.05 

Chi-square 172.674 close to zero 

NFI 0.929 acceptable if >= 0.90 

 

Evaluate the suitability between the observed correlations using SMSR (Standardized Root Mean Square 

Residual). In general, SRMR <= 0.08 and the result is 0.073. The confidence intervals d_ULS and d_G are obtained 

with a "normal" bootstrap approach, between the values of d_ULS (squared Euclidean distance) and d_G (geodesic 

distance) there is a correlation. Meanwhile, the Chi-Square is good because it is very small, namely 172.674, the NFI 

value is 0.929, which is close to 1, so this model is declared a fit model and accurate in predicting. Full in Table 6. 
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Test Hypothesis 

Table  7. Hypothesis Result 

 

  
Original 

sample 

Sample 

mean 

Standard 

deviation 
T statistics P values 

X1 Employee Green Involvement -> Y1 Green 

Business Performance  
-0,044 -0,040 0,058 0,757 0,449 

X2 Green Motivation -> Y1 Green Business 

Performance  
0,688 0,687 0,070 9,849 0,008 

X3 Green Behavior -> Y1 Green Business 

Performance  
0,237 0,236 0,066 3,571 0,000 

 

Table 7 shows that Employee Green Involvement has no effect on Green Business Performance which is 

indicated by the value of original sample -0.044 and the value of t-statistic 0.757 or a probability of 0.449. Meanwhile, 

green motivation and green behavior have positive and significant values for Green Business Performance seen from 

the original sample values of 0.688 and 0.237, t-statistic values of 9.849 and 3.571 or probabilities of 0.008 and 0.000. 

 

Path Coefficients of P Values 

 

 
Figure 1. Path Coefficients of P values 

 

DISCUSSION  

 

Employee Green Involvement Does Not Affect Green Business Performance 

 

The first finding, a culture of informal and formal communication has not occurred in the company, this is 

based on questionnaire X1.3. Informal and formal communication channels have become an evergreen culture in our 

company (lowest mean), meaning that communication in the company has not yet become a green culture. This can 

have an impact on the decisions of the leadership, in this case managerial decisions are absolutely respected and 

carried out, this is because the top down of company policy lies with the leadership (Evina et al., 2024). Therefore, 

in making decisions, subordinates must also refer to superiors' decisions or in other words, must be based on the 

approval of the leadership (Amalia & Saputra, 2020). If there are suggestions from subordinates, then only as a 
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completeness with the approval of the leadership, not essentially changing the decision of the original leadership 

(Paladino et al., 2019). 

 

When leadership decisions are important in employee green involvement in order to achieve good green 

business performance, efforts must be made to hold public forums and dialogues for employees to be involved in 

environmental activities enabling participation in decision-making related to solving environmental problems, which 

contributes on the development of voluntary environmental behavior (Masri & Jaaron, 2017). companies should 

involve employees in making decisions related to solving environmental problems that arise to increase the 

willingness of employees to deal with the company's environment (Ragas et al., 2017).  

 

The dominance of active employee participation in efforts to avoid environmental problems means that more 

and more employees are becoming aware of protecting the environment as their responsibility (Saputra & Renata, 

2023), as well as improving the current environment (Arulrajah et al., 2016). This will have a positive impact in 

efforts to support a green environment on the development of work culture (Ahmed et al., 2021). Employee interest 

in protecting the environment also contributes to improving environmental management (Juliyando & Saputra, 2023). 

 

Green Motivation Has a Positive and Significant Influence on Green Business Performance 

 

 The second finding, many motivated of employees by the green environment tasks they carry out, this 

corresponds to questionnaire X2.4. The environmental tasks that motivate me the most are recognized by the company 

(highest mean). This motivation is needed in the green environmental performance sector because if motivated of 

employees to comply, then they will be successful in implementing environmentally friendly practices, so that 

performance will increase (Hasan et al., 2019). Applying environmentally friendly motivation well will determine 

the success of an organization in creating performance management (Junsheng et al., 2020). Therefore, being 

motivated by environmentally friendly HR practices will produce a green environment (Li et al., 2020). 

 

 Recipients of environmentally friendly awards for employees will grow environmentally friendly motivation 

and performance (Mittal, 2016). As such, the research will explore the tendency of the workforce to participate in 

intrinsic or extrinsic environmentally friendly activities (Gilal et al., 2019). 

 

Green Behavior Has a Positive and Significant Influence on Green Business Performance 

 

The third finding, employees have fulfilled the tasks they are responsible for, this is in accordance with 

questionnaire item X3.2. The concept of being environmentally friendly is my responsibility at the office (highest 

mean). Green behavior is very much needed in companies, considering this as a behavior that protects and maintains 

the environment which is carried out because of awareness and a sense of responsibility for the preservation of the 

universe (Krsnik et al., 2022). Awareness and a sense of responsibility and concern must exist and be owned by every 

employee (Lau et al., 2023). 

 

Improving the company's image occurs if employees care about the environment (Cai et al., 2020) because 

employees have direct contact with consumers. Involving employees in the process of formulating and planning 

environmental strategies will encourage employees' knowledge and ability to solve environmental problems 

(Chaudhary, 2019). When companies provide a green work environment, innovation will be created and always 

prioritize environmental values (Süßbauer & Schäfer, 2019). 

 

CONCLUSION 

 

This research produced three findings. The first finding, formal and informal communication has not become a culture 

in the company, second finding, many employees are motivated by the green environment tasks they carry out, third 

finding, employees have fulfilled the tasks they are responsible. 
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Suggestions for future research, developing vertical and horizontal communication in companies, so that performance 

is better, this is in accordance with the findings of the first research which were not significant. This development 

can be applied as a moderator or mediator variable. 
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