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Tentang  :   Nama–Nama Dosen Fakultas Ekonomi Dan Bisnis Universitas Budi Luhur Yang Ditugaskan 
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No. NIP NIDN Nama Dosen Program Studi 
1 210009 0301035601 Selamet Riyadi Doktor Ilmu Manajemen 

2 840002 0013116003 Setyani Dwi Lestari Doktor Ilmu Manajemen 
3 100025 0305056002 Heni Iswati Doktor Ilmu Manajemen 
4 920005 0021026601 Slamet Mudjijah Doktor Ilmu Manajemen 

5 050029 0306047502 Yugi Setyarko Doktor Ilmu Manajemen 
6 100032 0119097101 C. Zurnali Magister Manajemen 

7 160059 0302126803 Etty Susilowati Magister Manajemen 
8 180015 0508056201 Hamin Magister Manajemen 

9 120072 0304017502 Ifan Haryanto Magister Manajemen 
10 010046 9903016502 Mu’ man Nuryana Magister Manajemen 
11 100031 0304036702 Nora Andira Brabo Magister Manajemen 

12 990026 8826823420 Suhartono Magister Manajemen 
13 220009 0314046502 Sundari Soekotjo Magister Manajemen 

14 990026 8826823420 Suhartono Magister Manajemen 
15 000047 0304077102 Amir Indrabudiman Magister Akuntansi 
16 120060 0325116103 Ali Sandy Mulya Magister Akuntansi 

17 170020 0317087801 Agoestina Mappadang Magister Akuntansi 
18 840008 0327078702 Puspita Rani Magister Akuntansi 

19 230016 0329118901 Riyan Harbi Valdiansyah Magister Akuntansi 
20 980013 0331077801 Agus Sriyanto Manajemen (S1) 

21 980007 0310107404 Aris Wahyu Kuncoro Manajemen (S1) 
22 140012 0315057904 Astrid Dita Meirina Hakim Manajemen (S1) 
23 970021 0302047102 Dwi Kristanto Manajemen (S1) 

24 240035 0321067504 Deden Kurniawan Manajemen (S1) 
25 110045 0313038106 Elizabeth Manajemen (S1) 
26 180052 0317058406 Eryco Muhdaliha Manajemen (S1) 

27 170091 0313068909 Farida Ayu Avisena Nusantari Manajemen (S1) 
28 190027 0328027309 Feby Lukito Wibowo Manajemen (S1) 
29 120099 0330057401 Hakam Ali Niazi Manajemen (S1) 
30 930005 0312023001 Hari Subagio Manajemen (S1) 
31 130032 0315117204 Hasan Ipmawan Manajemen (S1) 

32 099038 0301047702 Idris Manajemen (S1) 
33 160025 0301129102 Ivo Rolanda Manajemen (S1) 

34 210028 0311079701 Justin Bongsoikrama Manajemen (S1) 
35 220059  - Julian Bongsoikrama Manajemen (S1) 

 
 
 
 
 
 
 

http://www.budiluhur.ac.id/


 

Halaman 3 dari 4 
 

KAMPUS ROXY : Pusat Niaga Roxy Mas Blok E.2 No. 38-39 Telp : 021 6328709 - 6328710, Fax : 021-6322872 
KAMPUS SALEMBA : Sentra Salemba Mas Blok S-T, Telp : 021 3928688 - 3928689, Fax : 021-3161636 

 

UNIVERSITAS BUDI LUHUR 
FAKULTAS EKONOMI DAN BISNIS – PROGRAM STUDI ILMU MANAJEMEN (S3) 

PROGRAM STUDI MANAJEMEN (S2) | AKUNTANSI (S2)   

MANAJEMEN (S1) | AKUNTANSI (S1) | SEKRETARI (D3) | MANAJAJEMEN BENCANA (S1) PARIWISATA (S1) 

Kampus Pusat: Jl. Ciledug Raya - Petukangan Utara - Jakarta Selatan 12260 
   Telp : 021-5853753 (hunting), Fax : 021-5853489, http://www.budiluhur.ac.id 

 

 
 NIP NIDN Nama Dosen Program Studi 

36 000030 8918710021 Kartini Istikomah Manajemen (S1) 
37 050024 0313037706 Koen Hendrawan Manajemen (S1) 

38 910024 0319056401 Marsin Manajemen (S1) 
39 130045 0301076603 Maulida Khiatuddin Manajemen (S1) 

40 110044 0016126606 Maruji Pakpahan Manajemen (S1) 
41 000022 0302045901 Mia Laksmiwati Manajemen (S1) 

42 120037 0316096101 Muhammad Jusman Syah Manajemen (S1) 
43 920023 0311056701 Pambuko Naryoto Manajemen (S1) 
44 180051 0307037004 Panca Maulana Manajemen (S1) 

45 130052 0308028202 Qodariah Manajemen (S1) 
46 160024 0328087904 Ravindra Safitra Hidayat Manajemen (S1) 

47 160045 0301119201 Retno Fuji Oktaviani Manajemen (S1) 
48 130046 0303098103 Rina Ayu Vildayanti Manajemen (S1) 
49 900029 0329057305 Said Manajemen (S1) 
50 030570 0309038404 Sugeng Priyanto Manajemen (S1) 
51 950022 0310076901 Syaiful Anwar Manajemen (S1) 

52 940005 0313107101 Widi Wahyudi Manajemen (S1) 
53 970009 0306067002 Yuni Kasmawati Manajemen (S1) 
54 120092 0324126804 Yuphi Handoko Manajemen (S1) 
55 000017 0325066804 Zulvia Khalid Manajemen (S1) 
56 080053 0303048501 Anissa Amalia Mulya Akuntansi (S1) 
57 090018 0302128603 Desy Anggraeni Akuntansi (S1) 

58 020029 0429118301 Desy Mariani Akuntansi (S1) 
59 030002 0329076801 Dicky Arisudhana Akuntansi (S1) 

60 870018 0303066805 Endah Sri Wahyuni Akuntansi (S1) 
61 130031 0326067801 Indah Rahayu Lestari Akuntansi (S1) 

62 120094 0324126401 Isa Ansori Akuntansi (S1) 
63 980009 0307018004 Martini Akuntansi (S1) 
64 170044 0325068202 Melan Sinaga Akuntansi (S1) 

65 000039 0301117604 Muhammad Nuur Farid Thoha Akuntansi (S1) 
66 080054 0313018601 Prita Andini Akuntansi (S1) 

67 090011 0312026907 Rachmat Arif Akuntansi (S1) 
68 960024 0303057504 Rinny Meidiyustiani Akuntansi (S1) 
69 010024 0307087706 Rismawandi Akuntansi (S1) 
70 170045 0308068801 Roza Fitriawati Akuntansi (S1) 
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No NIP NIDN Nama Dosen Program Studi 
71 090004 0302037205 Sri Rahayu Akuntansi (S1) 

72 160048 0306048903 Suryani Akuntansi (S1) 
73 150013 0301098801 Tio Prasetio Akuntansi (S1) 

74 160037 0326059401 Triana Anggraini Akuntansi (S1) 
75 020068 0305078001 Wahyumi Ekawanti Akuntansi (S1) 
76 970028 0424097802 Wuri Septi Handayani Akuntansi (S1) 

77 070013 0305098102 Didik Hariyadi Raharjo Manajemen Bencana (S1) 
78 220051 8955170023 Abdul Haris Achadi Manajemen Bencana (S1) 

79 230013 0323049701 Hayatul Khairul Rahmat Manajemen Bencana (S1) 
80 160031 0316059204 Taqwa Putra Budi Purnomo Sidi Manajemen Bencana (S1) 
81 220017 0309049502 Fathin Aulia Rahman Manajemen Bencana (S1) 
82 220044 0412058903 Ayu Wahyuningtyas Manajemen Bencana (S1) 
83 040001 0316127702 Doddy Wihardi Pariwisata (S1) 

84 240027 - Debi Rusmiati Pariwisata (S1) 

85 240033 - Gusti Panca Pariwisata (S1) 

86 240026 - Ghifary Ramadhan Pariwisata (S1) 

87 240034 - Jasmine Qur'ani Pariwisata (S1) 

88 130048 0321038301 Achmad Syarif Sekretari (D3) 

89 140042 0320086902 Fenti Sofiani Sekretari (D3) 
90 990019 0302017401 Iis Torisa Utami Sekretari (D3) 
91 070022 0318098501 Reni Hariyani Sekretari (D3) 
92 150045 0321038903 Rizky Eka Prasetya Sekretari (D3) 

 
 
Ditetapkan di : Jakarta 
pada Tanggal : 24 Februari 2025 
----------------------------------------  
Dekan Fakultas Ekonomi dan Bisnis 
Universitas Budi Luhur 
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A B S T R A C T

This research aims to present a Green Human Resource Management (GHRM) model to enhance corporate
reputation and employee job satisfaction in food and beverage companies in Indonesia by testing and analyzing
the effect of green recruitment, green training, and green rewards on corporate reputation towards employee job
satisfaction, moderated by organizational culture. We collected data from 755 respondents, who included
managers and employees from Jakarta, West Java province, and East Java province. The study uses structural
equation modeling (SEM) with partial least squares (PLS). The findings indicate that green recruitment signifi-
cantly improves corporate reputation but has no significant effect on employee job satisfaction. Green training
positively impacts both corporate reputation and employee job satisfaction, while green rewards significantly
enhance corporate reputation but do not influence employee job satisfaction. Moreover, organizational culture
does not moderate the relationship between GHRM practices and corporate reputation. The study’s originality
lies in its contextualized approach to integrating GHRM practices within the food and beverage industry,
highlighting the role of green recruitment, training, and rewards in fostering sustainability. Additionally, it
explores internal and external factors influencing GHRM adoption and the challenges organizations face in
implementing sustainable practices. These insights contribute to advancing GHRM literature and offer practical
guidance for aligning sustainability goals with organizational performance.

1. Introduction

GHRMmay be defined as the human resource policies, practices, and
systems that emphasize environmental sustainability. Some practices
covered by GHRM include the following: recruitment based on ecolog-
ical consciousness, sustainable training programs, and green career
development, aiming at increasing the sensitivity of employees toward
environmental issues and promoting eco-friendly behavior in the orga-
nizational environment (Wang et al., 2023). The main purpose of GHRM
is to integrate sustainability objectives in human resource management
for overall corporate sustainability. Sustainable Development, which
emphasizes the requirement of balance between economic, social, and

environmental needs so as to secure the well-being of both the present
and future generations, is the basis of GHRM. Corporate social re-
sponsibility (CSR) refers to a company’s obligation to work in an ethical
manner and contribute to the welfare of society and the environment
(Mittal, 2023). Strategic HRM entails the alignment of the company’s
strategic objectives and HR practices in a way that yields a competitive
advantage which, in the case of GHRM, includes environmental
sustainability.

Moreover, GHRM practices include various aspects of environmen-
tally friendly HR management, such as green recruitment, a recruitment
process that seeks candidates with environmental commitment and
awareness, as well as skills relevant to sustainability. Green training is a
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training program that educates employees about environmentally
friendly work practices and how to reduce the environmental impact of
their operations (Song et al., 2020). Green Performance Management
assesses employee contributions to the company’s environmental ob-
jectives using sustainability metrics. Green Compensation and Rewards
provide incentives and rewards to employees who exhibit environ-
mentally friendly behavior and initiatives. The company encourages
employee participation in environmental activities like waste reduction
programs and recycling initiatives through Green Employee Involve-
ment (Darabaris, 2007; Sugiarto and Huruta, 2023). However, various
countries, including Vietnam, Pakistan, and Uzbekistan, have widely
implemented GHRM practices, demonstrating a significant increase in
the adoption of sustainable business strategies. In Vietnam, large com-
panies, especially in the manufacturing and technology sectors, are
starting to look for candidates with a commitment to sustainability
through green recruitment, holding green training programs that focus
on energy efficiency and waste management, and including environ-
mental performance indicators in employee evaluations through green
performance management (Le Ha et al., 2021). In Pakistan, although
still in its infancy, several multinational companies in the energy and
telecommunications sectors emphasize the importance of environmental
awareness in the recruitment process, introduce sustainable training
programs, and provide incentives to employees who demonstrate envi-
ronmentally friendly initiatives through green compensation and re-
wards (Qurtuba et al., 2023). Meanwhile, in Uzbekistan, GHRM
practices are gaining more attention in efforts to improve sustainability
and energy efficiency, with companies in the energy and agriculture
sectors recruiting employees knowledgeable about sustainable prac-
tices, conducting training on energy efficiency and natural resource
management, and offering viable career development pathways. The
focus is on clean technology and environmental management.

The implementation of GHRM in Indonesia is on the rise, coinciding
with a growing awareness of environmental and sustainability issues.
Some prominent practices in Indonesia include green recruitment,
where several multinational and large companies in Indonesia are
starting to prioritize candidates who have an understanding of sustain-
ability and experience in environmental projects; green training, where
companies in the manufacturing and energy sectors often hold training
on energy efficiency, waste management, and other environmentally
friendly work practices; and green career development, where large
companies such as those in the oil and gas and mining sectors are
starting to include green career development pathways with a focus on
clean technology and environmental management. Implementation of
GHRM in Indonesia faces several challenges, including limited re-
sources, especially in SMEs, which have limited resources to implement
GHRM practices comprehensively; lack of awareness, which, although
increasing, is still not evenly distributed across all industrial sectors; and
a work culture that does not fully support green initiatives, which can be
an obstacle in implementing GHRM (Ari et al., 2020). However, there
exist significant opportunities to enhance GHRM practices in Indonesia.
These include the government’s recent introduction of regulations that
promote sustainable business practices, which can facilitate GHRM
implementation; international support through collaboration with
sustainability-focused international organizations, which can accelerate
GHRM adoption; and heightened environmental awareness among
Indonesian consumers, which incentivizes companies to adopt more
sustainable practices. By adopting GHRM, companies in Indonesia can
not only improve their reputation and employee satisfaction but also
contribute to broader environmental sustainability.

The food and beverage sector has seen increased adoption of GHRM
practices as pressure increases from consumers and other stakeholders
to run more sustainable operations. Companies in this sector face sig-
nificant challenges regarding the environmental impact of product
production, packaging, and distribution. Therefore, implementing
GHRM is becoming increasingly important to reduce the environmental
footprint and meet the expectations of more environmentally conscious

consumers. In green hiring practices, companies in the food and
beverage sector look for candidates who have an awareness of and
commitment to environmental issues. Green training involves devel-
oping training programs that focus on environmentally friendly work
practices, such as waste management and energy efficiency. Green
career development includes career paths that enable employees to
continue developing their skills in the field of sustainability (Faeni et al.,
2023). Consequently, effective implementation of GHRM can contribute
significantly to a company’s reputation. In the food and beverage sector,
a good reputation associated with environmental practices can attract
environmentally conscious consumers and increase customer loyalty
(Yong and Mohd-Yusoff, 2016). Companies that demonstrate a
commitment to sustainability tend to be more respected by society and
gain recognition as leaders in environmental sustainability. GHRM
practices also influence employee satisfaction. Employees who work at
companies with green policies tend to feel more proud and satisfied with
their jobs. Employees perceive that their work positively impacts the
environment and society, enhancing their motivation and engagement.
Furthermore, green training and development programs offer opportu-
nities for employees to acquire new skills and improve their career
prospects (Hastuti and Muafi, 2022). Organizational culture is crucial
for the successful implementation of GHRM. A culture that supports
sustainability and innovation facilitates the adoption of green practices
and ensures employee engagement. Conversely, a culture resistant to
change can hinder the implementation of GHRM. Therefore, under-
standing and managing organizational culture is key to maximizing the
benefits of GHRM practices (Fang et al., 2022).

In this research, we will explore how GHRM influences corporate
reputation and employee satisfaction in the food and beverage sector, as
well as how organizational culture moderates this relationship. Despite
the existence of research on GHRM, a comprehensive understanding of
the simultaneous influence of green recruitment, green training, and
green career development on corporate reputation and employee job
satisfaction remains lacking, as many studies tend to concentrate on one
or two aspects of GHRM, rarely examining these three aspects collec-
tively. ResearchersGhouri et al., 2020) have combined these three as-
pects into a single integrative model. Even though organizational culture
is known to be an important factor in many management situations
(Hastuti and Muafi, 2022) there is still not a lot of research that looks
directly at how it affects the relationship between GHRM practices and
things like a company’s reputation and employee job satisfaction.
Existing research often views organizational culture as a control variable
or just part of the theoretical background. Research on GHRM has pri-
marily focused on the manufacturing or technology sectors in developed
countries but has not extensively explored the implementation of GHRM
practices in specific sectors like food and beverages or in developing
countries like Indonesia, Vietnam, Pakistan, and Uzbekistan. Further
research is necessary to understand the impact of local context, such as
government regulations, social pressures, and economic conditions, on
GHRM implementation and outcomes (Abdelhamied et al., 2023).

This study points out the significant literature gaps on GHRM,
especially within the F&B industry and in developing countries such as
Indonesia. Most research is concentrated on the implementation of
GHRM within the manufacturing and technology industries of devel-
oped countries, whereas very few studies have explored the F&B sector.
Moreover, research tends to focus on single aspects of GHRM, like green
recruitment or green training, rather than look at their combined effects
on organizational outcomes like corporate reputation and employee
satisfaction. This gap underlines the need for a more integrated
approach. More importantly, although we acknowledge organizational
culture as influential, too often we treat it as a background factor and not
a direct moderator of GHRM outcomes. Similarly, existing studies
underrepresent green career development and its potential contribution
to sustainability. Also, at the same level, difficulties with GHRM
implementation remain underinvestigated, especially for listed national
companies that have fewer resources. Other significant lacunae refer to
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the lack of a focused orientation toward outcomes centered on em-
ployees, such as job satisfaction and well-being, when compared to
environmental and organizational benefits. Addressing these areas, the
current research can add more comprehensive insights into the adoption
and effectiveness of GHRM practices in diverse contexts. These gaps
provide an avenue to further explore organizational culture as a
moderator of the effect of GHRM on performance. However, The aim of
this study is to develop an integrative GHRM framework, specifically
tailored for the food and beverage sector in Indonesia, to enhance
corporate reputation and employee wellbeing and to investigate the
effect of GHRM practices, namely green recruitment, green training, and
green rewards, on corporate reputation and employee job satisfaction
and the moderating role of organizational culture.

This research offers a comprehensive model by including green
recruitment, green training, and green career development as indepen-
dent variables and looking at their impact simultaneously on corporate
reputation and employee job satisfaction, providing a holistic view of
how various aspects of GHRM interact and contribute to outcomes that
matter to the company. This research specifically explores the role of
organizational culture as a moderating variable, shedding light on how
organizational culture can either strengthen or weaken the relationship
between GHRM practices and desired outcomes, a topic not extensively
explored in previous literature. This research, which focuses on the food
and beverage sector in various developing countries, provides fresh
perspectives on the implementation and operation of GHRM practices in
diverse industrial and geographic contexts, thereby bridging knowledge
gaps. Additionally, this research specifically highlights the impact of
GHRM practices on employee job satisfaction, providing new insights
into how environmental sustainability can contribute to humanistic
aspects and employee well-being. Additionally, this research contributes
empirical data from underrepresented developing countries in the
GHRM literature, enhancing the global literature with fresh perspectives
and insights from diverse economic and social contexts. Thus, this
research not only fills an important gap in the GHRM literature but also
offers a significant and novel contribution with its comprehensive
approach and specific contextual focus.

2. Review of literature

2.1. Theoretical foundation

This study is guided through the lens of the twomost strongly related
theories, resource-based view (RBV) and social exchange theory, as a
background in examining Green Human Resource Management and
Sustainable Practices on Corporate Reputation and Employee Well-
being Model for Indonesia’s food and beverage sector.

Resource-Based View (RBV): Resource-based view RBV keeps the
belief that a business is treated as a collection of tangible as well as
intangible assets, and this basis enables the business to compete with
other businesses (Mweru and Muya, 2015). This means that these assets
become important and are actually the critical source of sustainable
competitive advantages and better performance. Basically, HR practi-
tioners started to realize that the RBV theory provides a convincing
explanation for why green HR practices yield competitive advantages
(Wright et al., 2001). Madhani (2010) has documented the essential role
of the RBV in the conceptual and theoretical development of the green
HRM literature. It’s also possible that the above research and the crea-
tion of the RBV have something to do with how a strategy could gain a
long-term competitive edge through implementing green HRM using the
resources and skills of the organization. Malik et al. (2020) also sup-
ported the choice of the theory because it could be used in green HRM
initiatives that would improve the organization’s performance, credi-
bility, eco-innovation, and environmental impact. Different researchers,
like Yusliza et al. (2019), Sobaih et al. (2020), and Haldorai et al. (2022),
used the RBV theory to look at Green HRM and try to figure out how key
HRM practices at the organizational level affect how well the

organization does with the environment. The RBV claimed GHRM rep-
resents one such sustainable practice, which is a strategic resource.
These practices build corporate reputation through developing distinc-
tive, valuable, and hard-to-imitate organizational capabilities. The
specific focus of green hiring, training, and rewards in this study
matches up directly with RBV because it shows how such practices allow
a company to distinguish itself competitively, improve its reputation,
and make employees happier about their jobs.

Social Exchange Theory: Social Exchange Theory explains the rela-
tional dynamics between employees and organizations. In particular,
this theory can be related to the effects of green training and rewards on
employees’ job satisfaction. The employees see green HRM initiatives as
an investment in their well-being and thus respond with satisfaction and
loyalty. Social exchange theory (Blau, 1964) provides the theoretical
explanation for the relationship between green HRM and employee
green behavior. This theory argues that social exchange happens when
“an individual is attracted to another if he expects associating with him
to be in some way rewarding for himself, and his interest in the expected
social rewards draws him to the other” (Blau, 1964). Employees develop
a relationship with their organization because of this social exchange
(Cropanzano and Mitchell, 2005). The chances of developing a trusting
relationship between employees and their organization are very high if
both abide by the exchange rules (Sabokro et al., 2021; Yong et al.,
2020). According to social exchange theory, when employees are
obliged by their organizations to pursue environmental sustainability
through different green HRM initiatives, including green goals, green
recruitment, green training, and performance management, they
respond with green behavior. In this case, the green initiatives create an
obligation for employees to display green behavior. Thus, employees
engage in behaviors to protect and benefit the environment in exchange
for the organization’s investment in green HRM initiatives. According to
the theory, green HRM may influence employee green behavior and
consequently help improve an employee’s predispositions toward the
environment. These two theories give us a strong way to think about and
understand the current study’s two main topics: corporate reputation
(external organizational outcomes) and employee well-being (internal
human outcomes).

2.2. Employee job satisfaction

Employee job satisfaction is a measure of how satisfied or pleased
employees are with their jobs. It covers various aspects of the work
experience, including tasks performed, work environment, relationships
with coworkers and superiors, compensation, career development op-
portunities, and work-life balance (Sugiarto and Huruta, 2023). Job
satisfaction is an important factor that influences employee perfor-
mance, retention, and overall well-being. Aspects of job satisfaction
include various elements such as job content, which involves satisfaction
from the challenge, variety, and use of skills in the job itself; working
conditions, which include comfort, safety and physical facilities in the
workplace; salary and benefits, which include financial and
non-financial compensation; relationships with coworkers and supe-
riors, focusing on the quality of social interactions in the workplace;
career development opportunities, which include opportunities for
promotion, training, and professional development; recognition and
appreciation for employees’ hard work and contributions; and work-life
balance, which reflects employees’ ability to manage time between their
work and personal lives (Opoku Mensah et al., 2021). Job satisfaction
has a wide range of implications for organizations. These include
enhanced performance, as satisfied employees tend to be more pro-
ductive and high-performing; improved employee retention, as high
levels of job satisfaction reduce turnover rates; increased employee
motivation and commitment to the organization; improved health and
wellbeing, as satisfied employees tend to have better mental and phys-
ical wellbeing; and fostering a positive and collaborative work culture.
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2.3. Green Human Resource Management

GHRM is a human resource management approach that integrates
sustainability and environmentally friendly principles in HR practices
(Yong et al., 2020). GHRM’s main goal is to reduce the company’s
negative impact on the environment while maintaining employee pro-
ductivity and well-being. It involves a variety of initiatives designed to
save resources, reduce waste, and promote sustainable business prac-
tices. GHRM brings a number of significant benefits to companies. First,
GHRM can improve a company’s reputation by raising its image as a
socially and environmentally responsible entity, attracting interest from
stakeholders who pay attention to sustainability. In addition, GHRM
helps reduce operational costs by efficiently managing resources and
waste, supporting the company’s financial sustainability. It also in-
creases employee engagement and morale, as participation in green
initiatives strengthens the sense of ownership and motivation. Further-
more, GHRM can provide a competitive advantage by attracting envi-
ronmentally concerned customers and investors, as well as helping
companies comply with increasingly stringent environmental regula-
tions and ensuring consistent and ongoing compliance.

2.4. Green recruitment

Green recruitment is a practice in GHRM that aims to recruit em-
ployees who have awareness and commitment to sustainable practices
and the environment. The relationship between green recruitment and
corporate reputation is very close (Khateeb and Nabi, 2023). First,
through green recruitment, companies can demonstrate their commit-
ment to environmental sustainability to the wider community and
stakeholders. By recruiting employees who care about the environment,
companies can strengthen their image as socially and environmentally
responsible entities. Employees selected against these criteria can also
contribute positively to a sustainable corporate culture, helping to
strengthen sustainability values and practices within the organization.
Furthermore, employees who participate in green initiatives can become
internal brand ambassadors who promote a positive company image
within their own communities and outside the company. Thus, green
recruitment not only affects the company’s reputation externally but
also strengthens organizational culture and employee involvement in
the company’s sustainability mission.

Furthermore, strong green recruitment practices can positively
contribute to the company’s image as a socially and environmentally
responsible entity, according to research on the influence of green
recruitment on corporate reputation. This is based on the belief that
prospective employees and other stakeholders are likely to add positive
value to companies that demonstrate a commitment to sustainability.
The existence of organizational culture plays an important role in
strengthening or weakening the relationship between green recruitment
and corporate reputation (Fang et al., 2022; Le Ha et al., 2021). Sup-
porting the values of sustainability and social responsibility within the
organizational culture can enhance the positive impact of green
recruitment on the company’s reputation. Conversely, if the organiza-
tional culture fails to uphold these values, the positive impact of green
recruitment on the company’s reputation may diminish or even vanish.
Based on the discussion above the following hypotheses are formulated:

H1. Green recruitment contributes to corporate reputation

H2. Organizational culture can moderate the influence of green
recruitment on its contribution to corporate reputation

Moreover, green recruitment and employee job satisfaction can be
understood through several aspects that influence employees’ experi-
ences and perceptions of their work environment. First, green recruit-
ment allows companies to attract and select employees who have values
and commitment to environmental sustainability. Employees who
choose to work for companies that have green hiring practices usually

have an awareness of environmental issues and may feel more aligned
with the company’s values. This can lead to increased job satisfaction
due to the congruence of values between employees and the company. In
addition, green recruitment often reflects the company’s commitment to
social and environmental responsibility, which can build a positive
image of the company in the eyes of employees. Employees who are
proud to work for a company with a good reputation for sustainability
and social responsibility tend to feel more satisfied with their jobs
(Hastuti and Muafi, 2022). They feel involved in a larger mission and
can feel that their contributions are having a positive impact on the
environment and society. Overall, green recruitment is not only a
strategy to strengthen a company’s reputation in external eyes, but can
also have a positive impact on employee job satisfaction (Qurtuba et al.,
2023). This is because green hiring practices create a work environment
that is more consistent with employees’ values and concern for envi-
ronmental issues, as well as offering them the opportunity to be involved
in initiatives that are bigger and more meaningful to them. Therfore, the
authors proposed the following hypothesis in light of the arguments
previously discussed:

H3. Green recruitment contributes to employee job satisfaction

2.5. Green training

Green training is a company effort to increase employee awareness
and skills regarding sustainable and environmental practices. This
training not only provides new knowledge to employees, but also
communicates the company’s commitment to sustainability to all
members of the organization (Ari et al., 2020). The direct impact of
green training on a company’s reputation lies in the company’s image as
a socially and environmentally responsible entity. By training employees
to adopt environmentally friendly practices, companies demonstrate
dedication to sustainable values to the wider community, customers and
other stakeholders. This can enhance a company’s image as a leader in
social and environmental responsibility in their industry. In addition,
green training can strengthen an organizational culture that supports
sustainability (Abdelhamied et al., 2023). Employees who are well
trained in green practices tend to be more engaged and motivated,
which in turn can create a work culture that is more positive and pro-
active towards environmental issues. A strong organizational culture of
sustainability helps maintain a company’s reputation as a caring and
responsible workplace. Overall, green training plays an important role
in building and maintaining a company’s reputation as a pioneer in
sustainability and social responsibility. This not only influences external
perceptions of the company, but also creates an internal environment
that supports innovation, sustainability and greater employee
engagement.

Green training on corporate reputation reflects the belief that
effective green training can positively influence a company’s reputation
in terms of sustainability and social responsibility. By providing
adequate training to employees on green practices, companies can
improve external and internal perceptions of their commitment to the
environment. This can improve the company’s image as a socially and
environmentally responsible entity in the eyes of stakeholders (Hastuti
and Muafi, 2022). By proposing that organizational culture acts as a
moderating variable that can strengthen or weaken the relationship
between green training and corporate reputation. If the organizational
culture supports sustainability and environmentally friendly values, the
positive effect of green training on the company’s reputation can be
strengthened. On the other hand, if the organizational culture does not
support or even conflicts with these values, then the positive impact of
green training on the company’s reputation can be reduced or lost (Faeni
et al., 2019). However, based on the arguments earlier here, the authors
formulated the hypotheses:

H4. Green training contributes to corporate reputation
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H5. Organizational culture can moderate the influence of green
training on its contribution to corporate reputation

Green training provides an opportunity for employees to increase
their knowledge of sustainable practices and the environment. This
training not only increases employees’ competence and skills in adopt-
ing green behavior, but also increases their awareness of environmental
issues relevant to their work (Schultheiss and Backes-Gellner, 2024).
Employees who take part in green training tend to feel more involved
and motivated because they feel the company pays attention to and
supports sustainability. This can increase job satisfaction because em-
ployees feel their values and interests are recognized and supported by
the company. They can feel prouder and more connected to their or-
ganization, which in turn increases overall satisfaction levels. Apart
from that, green training also creates opportunities for employees to
participate in larger and more meaningful initiatives for the environ-
ment. This can provide a greater sense of accomplishment and provide
intrinsic motivation that increases job satisfaction. Additionally, the
adoption of sustainable practices learned in training can lead to
increased employee engagement in the company’s efforts to become
more environmentally friendly (Darabaris, 2007). Overall, green
training plays an important role in increasing employee job satisfaction
by increasing their knowledge, involvement and motivation towards
environmental and sustainability issues. This creates a more positive and
progressive work environment, where employees feel more connected to
the company’s values and shared goals of achieving sustainable success.
Based on the previously discussed arguments, the authors proposed the
following hypothesis:

H6. Green training contributes to employee job satisfaction

2.6. Green rewards

Green rewards are a strategy to provide recognition and appreciation
to employees who participate in sustainable practices or achieve certain
environmental goals. Implementing green rewards, companies can
improve their image as organizations that care about the environment.
This provides a positive signal to internal (employees) and external
(consumers, investors and society) stakeholders that the company is not
only talking about sustainability, but also acting in real ways and
rewarding those who contribute (Ghouri et al., 2020). Green rewards
can increase employee motivation and involvement in sustainability
practices. Employees who receive additional rewards or incentives for
participating in green initiatives are likely to feel appreciated and more
involved in the company’s efforts to achieve sustainability goals. This
creates a positive work environment where employees feel supported to
actively contribute to creating positive change (Mittal, 2023; Sugiarto
and Huruta, 2023).

The influence of Green Rewards on Corporate Reputation assumes
that green rewards, as a form of incentive or appreciation for employees
who contribute to sustainable practices, can improve a company’s
corporate reputation. Companies that provide green rewards can be seen
as organizations committed to social and environmental responsibility,
which can improve their image in the eyes of stakeholders (Mittal,
2023). This means that organizational culture can moderate the rela-
tionship between green rewards and corporate reputation. An organi-
zational culture that supports sustainability values and pays attention to
sustainable practices can strengthen the positive influence of green re-
wards on company reputation. On the other hand, an organizational
culture that does not support or even inhibits sustainable practices can
weaken or reduce the impact of green rewards on corporate reputation.
However, based on the arguments discussed previously, the authors
formulated the following hypotheses:

H7. Green rewards contribute to corporate reputation

H8. Organizational culture can moderate the influence of green

rewards on corporate reputation

Green rewards, as a form of incentive or appreciation for employees
who participate in sustainable practices, have great potential to increase
employee job satisfaction. Green rewards recognize employees for their
contributions to sustainable practices. This can increase feelings of being
valued and recognized by the company, which in turn can increase
employee job satisfaction(Hastuti and Muafi, 2022). Involvement in
sustainability initiatives, often rewarded through green rewards, can
increase employees’ sense of ownership and involvement in the com-
pany and organizational goals (Abdelhamied et al., 2023; Sugiarto and
Huruta, 2023). Employees who feel actively engaged in sustainability
practices may be more likely to feel satisfied with their jobs because they
can see the positive impact of their efforts. Based on the previously
discussed arguments, the authors formulated the following hypothesis:

H9. Green rewards contribute to employee job satisfaction

2.7. Corporate reputation

Corporate reputation is the collective perception of a company by
various stakeholders, including customers, employees, investors, busi-
ness partners, media and the general public. Corporate reputation re-
flects how a company is rated based on factors such as product or service
quality, business ethics, social responsibility, financial performance,
innovation, and leadership (Opoku Mensah et al., 2021). A company’s
reputation can be influenced by product and service quality, which re-
flects the reliability, innovation and quality of the products or services
offered; business ethics and integrity, including honesty, transparency,
and compliance with ethical and legal standards; corporate social re-
sponsibility (CSR), which demonstrates a commitment to sustainable
business practices and positive contributions to society and the envi-
ronment; financial performance, which includes financial stability,
profitability and shareholder value; innovation, which includes a com-
pany’s ability to innovate and lead the market with new products or
services; leadership and management, which reflects the quality and
effectiveness of management and company leadership; employee expe-
rience, including working conditions, well-being and employee satis-
faction; and stakeholder relationships, which involve how a company
interacts and communicates with customers, suppliers, communities and
other stakeholders (Wang et al., 2023). A good company reputation can
provide various benefits, including competitive advantages that make it
easier for companies to attract and retain customers, employees and
investors; customer loyalty who are more likely to remain loyal and
recommend companies with a good reputation; easier access to capital
as investors are more likely to invest in companies with a strong repu-
tation; the ability to charge premium prices for their products or ser-
vices; as well as lower risk because companies with a good reputation
are more resilient to crises and can recover more quickly from reputa-
tion problems.

Corporate reputation reflects external and internal perceptions of the
company’s image as a socially responsible entity, which can have a
positive influence on employee job satisfaction. A positive perception of
a company’s reputation can create a stable, confident work environment
and give employees a sense of pride (Chaudhary, 2021). Employee job
satisfaction, which includes aspects such as satisfaction with the job it-
self, relationships with superiors and colleagues, and work-life balance,
is influenced by the company’s reputation. Employees who believe in a
company’s positive reputation tend to feel more valued, more engaged,
and more satisfied with their jobs. The authors developed the following
hypothesis based on the arguments previously discussed (Fig. 1):

H10. Corporate reputation contributes to employee job satisfaction

3. Methodology

Researchers chose companies in the food and beverage sector as
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research subjects for relevant Green Human Resource Management
(GHRM) practices for several related reasons. First, the food and
beverage industry has significant environmental impacts, such as
intensive water use, complex waste management, and the use of sus-
tainable raw materials (Ghouri et al., 2020). Implementing GHRM in
this sector can reduce negative environmental impacts by encouraging
practices such as better waste management, efficient use of energy, and
organic or sustainable raw materials. Second, increasing consumer
awareness of sustainability forces companies to become more respon-
sible towards the environment and society, which can improve their
reputation and sales (Opoku Mensah et al., 2021; Song et al., 2020).
Third, in competitive markets, a company’s reputation and image have a
major influence on success, and adopting GHRM can help companies
differentiate themselves, attract top talent, and improve overall per-
formance. Finally, strict regulations in the industry, especially related to
food safety and the environment, encourage companies to adhere to
higher standards, which can be strengthened through the implementa-
tion of GHRM. With a focus on food and beverage, GHRM research can
uncover best practices and unique challenges, providing valuable insight
into how companies can achieve sustainability goals while improving
overall organizational performance.

The population in this study the food and beverage sector that pro-
moted Green Human Resource Management (GHRM) practices in
Indonesia and produced instant noodles, snacks, dairy products, candy,
biscuits, wafers, and chocolate, Milk, yogurt, and cheese. The Indonesia
Stock Exchange (IDX) consistently listed 24 companies in this sector
until 2024. However, only 11 of these companies were identified as
actively implementing GHRM practices, based on direct interviews with
stakeholders located in Jakarta, West Java, and East Java. The research
involved distributing questionnaires to employees and managers of
these companies via Google Forms, shared online. The data collection
process spanned from January 2024 to August 2024. Since the exact
sample size could not be determined, the study employed a non-
probability sampling technique, specifically snowball sampling. We
asked the initial respondents to recommend additional participants until
we achieved the desired sample size. We deemed 755 of the 920
completed questionnaires suitable for the research.

The research approach utilized Structural Equation Modeling (SEM)

with Partial Least Squares (PLS), a method well-suited for this study due
to its ability to handle large sample sizes and its lack of strict normality
assumptions, making it ideal for questionnaire-based data. PLS-SEM is
effective in analyzing complex models with multiple latent variables and
indicators, focusing on exploring and predicting relationships between
variables, which is relevant for identifying influences among employees
and managers. This method is flexible with ordinal or interval data
scales commonly used in questionnaires and can manage data hetero-
geneity (Oktaviani, 2024). Additionally, PLS-SEM allows for
multi-group analysis, such as comparing results between employees and
managers, and provides in-depth estimations of relationships between
latent variables. With its focus on practical applications, PLS-SEM de-
livers insights that can be directly applied to managerial
decision-making or workflow improvements, making it an efficient and
ideal tool for this research (Oktaviani and Meidiyustiani, 2025)
(Table 1).

4. Results

The test results show that the indicators for each question item in the
questionnaire meet the standard criteria for testing the outer model,
namely 0.7, so they can be said to be valid question indicators and can

Fig. 1. Research model.

Table 1
Description of respondents.

Statistical Characteristics Category Frequency Valid Percentage

Gender Man 330 44 %
​ Female 425 56 %
Age 17–25 103 14 %
​ 26–35 252 33 %
​ 36–45 194 26 %
​ Above 45 206 27 %
Education High School 96 13 %
​ College 430 57 %
​ Postgraduate 198 26 %
​ Other 31 4 %
Tenure < 1 year 132 17 %
​ > 1 - 5 years 295 39 %
​ > 5 - 10 years 173 23 %
​ > 10 years 155 21 %
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describe the research variables (Table 2).
Methods for measuring construct validity in confirmatory factor

analysis (CFA) or structural equation modeling (SEM). AVE measures
howwell a construct represents existing indicators. From the test results,
all research construct variables, namely corporate reputation, employee
job satisfaction, green recruitment, green reward, green training and
organizational culture, have high AVE values above 0.6, thus helping
researchers to understand whether the selected indicators are in accor-
dance with the construct. want to be measured, as well as to carry out
more accurate statistical analysis (Table 3).

HTMT (Heterotrait-Monotrait Ratio) is a method used to test
discriminant validity between constructs in confirmatory factor analysis
or structural equation modeling (SEM). The HTMT value is used to
evaluate how well a construct can be differentiated from other con-
structs in the model. From the test results of all research construct var-
iables, namely corporate reputation, employee job satisfaction, green
recruitment, green reward, green training and organizational culture, it
shows that the construct has good discriminant validity, meaning that
the construct can be differentiated well from other constructs (Table 4).

The results of the determination test are shown by an adjusted R
square value of 0.803, meaning that corporate reputation is influenced
by green recruitment, green reward, green training by 80.3 %, while the
adjusted R square value is 0.862, meaning that employee job satisfaction
is influenced by green recruitment, green reward, green training. and
corporate reputation of 86.2 % (Table 5).

Hypothesis testing is a statistical process used to make decisions
about whether a statistical hypothesis can be accepted or rejected based
on empirical evidence gathered from data. Hypothesis testing is often
used in various scientific disciplines to draw conclusions about a pop-
ulation based on samples taken from that population. The results of
hypothesis testing are shown in Table 6.

The hypothesis testing criteria indicate that a p-value< 0.05 signifies
hypothesis acceptance, while a p-value > 0.05 leads to its rejection. The
results reveal that green recruitment significantly impacts corporate
reputation (H1 accepted) but does not affect employee job satisfaction
(H3 rejected), suggesting that while it enhances external perceptions, it
does not directly influence internal satisfaction. Green training posi-
tively affects both corporate reputation and employee job satisfaction
(H4 and H6 accepted), indicating its dual benefits in improving orga-
nizational image and empowering employees. Similarly, green rewards
significantly influence corporate reputation (H7 accepted) but do not
impact job satisfaction (H9 rejected), implying that intrinsic factors may
hold more weight for employee contentment. Organizational culture
shows no significant impact on corporate reputation or moderation ef-
fects on GHRM and reputation (H2, H5, and H8 rejected), highlighting
the need for better alignment between culture and sustainability values.
Finally, corporate reputation significantly enhances employee job
satisfaction (H10 accepted), underscoring the role of a strong external
image in boosting internal morale. These findings emphasize that while
GHRM practices like green recruitment, training, and rewards improve
corporate reputation, their integration with organizational culture and
employee-centric strategies is crucial to maximizing both external and
internal benefits (Fig. 2).

5. Discussion

The findings of this study is green recruitment has a significant in-
fluence on corporate reputation in the context of food and beverage
companies for several main reasons. First, green recruitment practices
demonstrate a company’s commitment to sustainability and social re-
sponsibility (Chaudhary, 2021). In the food and beverage industry,
where environmental issues such as water management, waste and use
of raw materials are critical, companies adopting green recruitment are
seen as pioneers in addressing these challenges. This can improve the
company’s image in the eyes of consumers, investors and the general
public who are increasingly concerned about environmental issues.

Table 2
Outer loading test.

Variables Items Outer
Loading

Information

Corporate Reputation
(Opoku Mensah et al.,
2021; Wang et al.,
2023)

The company is widely
recognized for its
commitment to high-quality
products and services

0.886 Valid

The company has a strong
reputation for treating its
employees fairly and
ethically

0.861 Valid

The company demonstrates
responsibility and care for
environmental
sustainability

0.890 Valid

The company is perceived as
a leader in the food and
beverage industry

0.917 Valid

The company actively
engages in social
responsibility initiatives
that benefit the community

0.887 Valid

Employee Job
Satisfaction (Hastuti
and Muafi, 2022;
Meng and Berger,
2019)

I am satisfied with the
opportunities for
professional development
provided by the company

0.916 Valid

I feel valued and recognized
for my contributions at
work

0.928 Valid

I feel that my work-life
balance is adequately
supported by the company

0.926 Valid

The work environment is
conducive to performing my
job effectively

0.899 Valid

Green Recruitment (Le
Ha et al., 2021;
Opoku Mensah et al.,
2021)

The company actively
promotes environmentally
sustainable practices during
the recruitment process

0.874 Valid

Environmental
considerations are included
as part of the criteria when
selecting candidates for
roles in the company

0.914 Valid

I believe the company
prioritizes hiring
individuals who are
committed to sustainability
and environmental
responsibility

0.941 Valid

Green Reward (
Abdelhamied et al.,
2023; Le Ha et al.,
2021)

The company recognizes
and rewards employees who
contribute to sustainability
and environmental
initiatives

0.925 Valid

I feel that my efforts towards
environmental
responsibility are
acknowledged and
rewarded by the company

0.939 Valid

The company offers
incentives or rewards for
implementing eco-friendly
practices in my daily work

0.932 Valid

Environmental
achievements are included
in performance appraisals
and recognition programs at
the company

0.903 Valid

Green Training (
Abdelhamied et al.,
2023; Opoku Mensah
et al., 2021)

The company provides
training programs that focus
on environmentally
sustainable practices in our
industry

0.778 Valid

I have received training on
how to reduce the

0.880 Valid

(continued on next page)
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However, green recruitment does not always have a direct impact on
employee job satisfaction in this industry. The main reason is that
employee job satisfaction is influenced by various factors, including
working conditions, recognition, compensation, and opportunities for

career development. Although green recruitment conveys positive
values regarding sustainability, this may not directly affect job satis-
faction if core aspects such as work environment and compensation are
not met properly (Khateeb and Nabi, 2023; Yong et al., 2020). Thus,
while green recruiting can improve a company’s overall image, its
impact on employee job satisfaction may be more limited compared to
other factors that directly influence their day-to-day work experience
(Faeni, 2024).

Moreover, green training has a significant influence on corporate
reputation in the food and beverage industry due to several key factors.
First, green training shows a company’s commitment to sustainability
and environmentally friendly practices. In this industry, where envi-
ronmental issues such as waste management, energy use, and sustain-
ability of raw materials are critical, companies that invest time and
resources in green training will be considered leaders in environmental
protection efforts. Apart from that, green training can also increase
employee competency in sustainable practices (Opoku Mensah et al.,
2021). Employees who are well trained in waste management, energy
efficiency, or sustainable use of raw materials will be better able to
contribute to the company’s sustainability goals. This can have a posi-
tive impact on the company’s operational performance and reduce
negative impacts on the environment. As a result, the company’s repu-
tation as a socially and environmentally responsible entity will improve,
strengthening the company’s position in the eyes of consumers, in-
vestors and the general public (Le Ha et al., 2021).

On the other hand, green training can also contribute to increasing
employee job satisfaction. When employees are given the opportunity to
develop new skills in an environmentally supportive context, they tend
to feel valued and recognized for their contributions to the company’s
sustainability goals. Employees who feel involved in ongoing initiatives
and given opportunities for development typically have higher levels of
job satisfaction (Fang et al., 2022). They can feel the positive impact
their work has on the environment, which increases their intrinsic
motivation and sense of ownership of the company. Overall, green
training not only helps improve a company’s reputation for sustain-
ability, but also has the potential to increase employee job satisfaction

Table 2 (continued )
Variables Items Outer

Loading
Information

environmental impact of my
work
The company regularly
offers workshops or
seminars on sustainability
and green initiatives

0.892 Valid

I feel that the green training
I have received helps me
make more environmentally
responsible decisions at
work

0.898 Valid

The company encourages
employees to stay informed
about environmental trends
and best practices through
training

0.806 Valid

Organization Culture (
Faeni et al., 2019;
Hastuti and Muafi,
2022)

The company fosters a
culture of collaboration and
teamwork among
employees

0.960 Valid

There is a strong sense of
shared values and goals
within the organization

0.950 Valid

The company encourages
open communication at all
levels

0.922 Valid

The organizational culture
promotes a positive work
environment where
employees feel supported

0.890 Valid

Table 3
Reliability and validity test.

Cronbach’s alpha Composite reliability AVE

Corporate reputation 0.933 0.934 0.789
Employee job satisfaction 0.937 0.938 0.841
Green recruitment 0.896 0.903 0.828
Green rewards 0.943 0.943 0.855
Green training 0.905 0.909 0.726
Organizational culture 0.954 1170 0.867

Table 4
HTMT test.

Heterotrait-monotrait ratio
(HTMT)

Employee job satisfaction <-> Corporate
reputation

0.807

Green recruitment <-> Corporate reputation 0.836
Green recruitment <-> Employee job
satisfaction

0.801

Green reward <-> Corporate reputation 0.743
Green reward <-> Employee job satisfaction 0.897
Green reward <-> Green recruitment 0.853
Green training <-> Corporate reputation 0.898
Green training <-> Employee job satisfaction 0.877
Green training <-> Green recruitment 0.884
Green training <-> Green reward 0.835
Organizational culture<-> Corporate reputation 0.051
Organizational culture <-> Employee job
satisfaction

0.041

Organizational culture <-> Green recruitment 0.073
Organizational culture <-> Green reward 0.034
Organizational culture <-> Green training 0.076

Table 5
R square test.

R-square R-square adjusted

Corporate reputation 0.805 0.803
Employee job satisfaction 0.863 0.862

Table 6
Hypothesis test.

T statistics
(STDEV)

P
values

Information

Corporate reputation -> Employee job
satisfaction

18,046 0,000 ​

Green recruitment -> Corporate
reputation

2753 0.006 H1 accepted

Green recruitment -> Employee job
satisfaction

0.272 0.786 H3 rejected

Green reward -> Corporate reputation 14,104 0,000 H7 accepted
Green reward -> Employee job
satisfaction

0.923 0.356 H9 rejected

Green training -> Corporate reputation 3877 0,000 H4 accepted
Green training -> Employee job
satisfaction

2914 0.004 H6 accepted

Organizational culture -> Corporate
reputation

0.625 0.532 H10 rejected

Organizational culture x Green
recruitment -> Corporate reputation

0.181 0.856 H2 rejected

Organizational culture x Green training
-> Corporate reputation

0.963 0.336 H5 rejected

Organizational culture x Green reward
-> Corporate reputation

1314 0.189 H8 rejected
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by providing them with the skills and opportunities to contribute posi-
tively to the company’s sustainability goals (Faeni, 2023).

In addition, green rewards have a significant influence on corporate
reputation in the food and beverage industry for several main reasons.
First, green rewards reflect a company’s commitment to sustainability
and social responsibility. In a context that is increasingly concerned
about environmental issues, companies that adopt green reward prac-
tices demonstrate that they are not only oriented towards profitability
but also pay attention to their impact on the environment and society.
Green rewards can also improve a company’s image in the eyes of
consumers, investors and the general public (Abdelhamied et al., 2023).
Consumers tend to prefer products from companies known for sustain-
able practices, while investors are often more interested in investing in
companies that have a positive track record of social and environmental
responsibility. By strengthening a company’s reputation as a leader in
sustainability, green rewards can help differentiate a company from its
competitors in an increasingly competitive marketplace.

However, green rewards do not always directly affect employee job
satisfaction in the food and beverage industry. While it is important to
encourage sustainable behavior in the workplace, employee job satis-
faction is influenced by a variety of factors, including work environ-
ment, compensation, opportunities for career development, and work-
life balance. Green rewards may be considered one aspect of a broader
compensation package, but its impact on employee job satisfaction may
be more limited compared to these factors (Elshaer et al., 2023; Yong

andMohd-Yusoff, 2016). Thus, while green rewards can be significant in
strengthening a company’s reputation for sustainability and social re-
sponsibility, their impact on employee job satisfaction may not be as
great as other factors that directly influence their daily work experience.

6. Conclusion

The implementation of GHRM in food and beverage companies
significantly improves their corporate reputation. Practices such as
green recruitment, green training, and green rewards help strengthen
the company’s image as a socially and environmentally responsible
entity. This not only increases the company’s attractiveness in the eyes
of consumers who are increasingly concerned about environmental is-
sues, but can also increase the confidence of investors and the general
public. Although GHRM contributes positively to corporate reputation,
its impact on employee job satisfaction in the food and beverage in-
dustry may be more limited. Factors such as working conditions,
compensation, and career development opportunities remain the main
factors influencing employee job satisfaction. Although green initiatives
such as green training and green rewards can provide added value, their
impact on employee job satisfaction is not always as great as expected.

Overall, GHRM provides a great opportunity for food and beverage
companies to strengthen their image as agents of positive change in
sustainability. However, to achieve optimal results, it is important for
companies to properly integrate GHRM practices in their overall

Fig. 2. Research Model Results.
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strategy, while keeping in mind the factors that influence employee job
satisfaction. Thus, companies can strike a good balance between
enhancing their reputation and increasing the satisfaction and well-
being of their employees.

This study contributes novel insights into the field of environmental
management by presenting a Green Human Resource Management
(GHRM) model tailored to the food and beverage sector in Indonesia,
which has been underexplored in the literature. The originality of this
work lies in its contextualized approach, examining specific industry-
related GHRM dynamics and highlighting the nuanced impacts of
green initiatives on reputation and employee outcomes, particularly
within an organizational culture framework. By establishing that green
practices notably enhance corporate reputation while their effects on job
satisfaction remain limited, this research identifies essential factors and
challenges that shape the adoption of GHRM practices. The findings are
relevant and essential, as they guide companies in leveraging GHRM not
only to foster corporate reputation but also to strategically align these
practices with broader sustainability goals. This research holds broader
implications for practitioners and policymakers aiming to implement
GHRM strategies that resonate beyond the food and beverage industry,
thereby advancing sustainability agendas across various sectors.

This paper adds novelty to environmental management studies by
developing a GHRM model specifically tailored for the Indonesian food
and beverage industry, a topic not extensively explored in previous
literature. Therefore, this study’s uniqueness lies in its contextual
approach, which assesses specific GHRM dynamics within a specific
industry and focuses on the nuances that may exist with the impact of
green initiatives on reputation and employee outcomes, particularly in
relation to organizational culture. Based on the findings that green
practices effectively enhance corporate reputation but have limited ef-
fects on job satisfaction, the study identified the key factors and chal-
lenges that influence the adoption of GHRM practices. These findings are
timely and important, as they help companies understand how to use
GHRM to build corporate reputation and align these practices with other
broader goals of sustainability. The study also contains broader impli-
cations for practitioners and policymakers who want to use GHRM
strategies outside the food and beverage industry but can be helpful in
sustainability agendas within different business sectors.

7. Theoretical implications, practical implications, and
limitations

The theoretical Implications: This research makes notable implica-
tions for the theoretical framework of Green Human Resource Man-
agement (GHRM) by contextualizing its application in the food and
beverage (F&B) industry within a developing country setting. It ad-
dresses the underrepresentation in the existing body of literature,
especially for sector-specific studies in industries such as food and
beverages that have very particular problems regarding sustainability,
and therefore expands the existing body of literature. The study con-
tributes a holistic view by integrating green recruitment, green training,
and green rewards into one framework, which enriches our under-
standing of how these practices collectively influence corporate repu-
tation and employee job satisfaction. This research also identifies
organizational culture as a moderating variable that may magnify or
weaken the effectiveness of GHRM practices. This theoretical addition
underlines the need for further investigation of the cultural dynamics of
sustainability-oriented human resource practices. The focus on
Indonesia also reduces the geographical bias of GHRM literature, which
so far has predominantly focused on developed economies. The study of
GHRM in a developing country context provides insights into how local
factors, such as regulatory frameworks, economic conditions, and soci-
etal pressures, influence the adoption and outcomes of sustainable HR
practices. These contributions fill critical gaps in the literature and pave
the way for future research to explore GHRM in diverse industrial and
geographic contexts.

Practical implications: The findings of this study offer actionable
insights for practitioners and policymakers aiming to enhance corporate
reputation and employee well-being through effective GHRM practices
in the F&B industry. First, firms should develop green recruitment
strategies by incorporating ecological criteria into their recruitment
process to attract environmentally sensitive applicants. While green
recruitment alone significantly enhances corporate reputation, it can
further improve job satisfaction of employees by improving workplace
factors such as compensation and career development. Green training
programs, which positively influence corporate reputation and
employee satisfaction, should focus on practical skills in sustainable
practices, enabling employees to feel valued and aligned with the
company’s sustainability goals. Similarly, green rewards may improve
an organization’s image as a leader in sustainability but have a greater
impact on job satisfaction when they are part of a holistic system of
rewards that meets the diversity of employee needs. On the other hand,
such a sustainability-oriented organizational culture is a prerequisite for
effective GHRM practice implementation. The leaders should embed the
green values in policies and everyday practices to ensure employee
engagement and cultural alignment with the sustainability objectives. In
addition, policymakers can provide further incentives for GHRM adop-
tion and facilitate collaboration between companies and sustainability-
focused organizations. Lastly, the food and beverage industry faces
unique problems in areas like managing waste and finding sustainable
sources of materials. These problems need special GHRM solutions to
keep the environment as safe as possible and please customers who are
becoming more eco-conscious. This research fills in the gaps between
theoretical progress and real-world applications. It shows how GHRM
can change the way organizations work to meet sustainability goals and
gives future researchers and businesses a plan for what they should do.

However, While this research provides valuable insights into the
adoption of GHRM practices and their impact on corporate reputation
and employees’ welfare in Indonesia’s F&B industry, a few limitations
must be conceded. First, sectoral focus: We cannot generalize the find-
ings of the present study to other industries because it exclusively fo-
cuses on the F&B sector. While the food and beverage industry faces
unique challenges in terms of sustainability issues, the dynamics of
GHRM practice implementation may vary for other industries. Second, it
is a geographical scope; the study focuses on Indonesia. While the
country provides important insights into the context of a developing
country, it may not fully represent other developing economies due to
different cultural, regulatory, and economic conditions.
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