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ABSTRACT
This study aims to explore the positive influence of green human resource management (GHRM) and corporate social
responsibility (CSR) implementations on carbon emission reduction as an environmental control strategy in the transportation
industry. This study is descriptive in nature and employs a quantitative approach. We derived the study’s data from a literature
analysis and collected primary data from 1080 CSR employees in the transportation industry using questionnaires. The results
suggest that the application of the GHRM concept in the transportation sector contributes to a paradigm shift among employees
toward ecological sustainability. To emphasize the environmental conservation and management approach, CSR initiatives
include planting trees and mangroves, implementing 3R, water villages, community empowerment, renewable energy, and other
initiatives. To reduce plastic use and improve waste segregation, COVID-19 compelled all enterprises to implement a paperless
policy and embrace the green transportation concept, thereby mitigating environmental impact. Maintaining a green culture at
work is oneway to recognize and thank staffmemberswho consistently contribute to solving environmental problems, particularly
those related to reducing carbon emissions.Moreover, the novelty of this study is that a holistic approach—combining greenHRM,
CSR, and operational changes—can foster a sustainable workforce and achieve environmental goals in the transportation sector.
This research provides valuable insights for policymakers, managers, and academics interested in driving ecological sustainability
through strategic human resource management and CSR initiatives.

1 Introduction

The COVID-19 pandemic has profoundly affected numerous
industries financially, shaping the execution of corporate social
responsibility (CSR) initiatives, especially regarding carbon emis-
sion reduction (Lenart-Gansiniec et al. 2023). The pandemic has

exacerbated numerous social and economic challenges, leading
to sustainability becoming a priority for companies globally.
Following the COVID-19 pandemic, several social and economic
problems have surfaced. Sustainability has consequently become
a crucial concern for companies all around the world. The
creation of a circular economy that is both resource-efficient and
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self-sustaining hinges on the adoption of sustainable practices by
organizations (Ababneh 2021). The global scholarly community
has demonstrated significant interest in green human resource
management (GHRM) practices and sustainable environmental
management, primarily due to the heightened awareness of
environmental consequences following the COVID-19 pandemic
(Chen et al. 2020). Organizations recognize human resourceman-
agement for its strategic policy development and its facilitation
of environmentally friendly transformation. This, in turn, has
a broader impact on society and the economy. The emphasis
on sustainability and environmental consciousness has grown
significantly over the past 20 years (AlKetbi and Rice 2024). This
exemplifies the genesis of the pioneering concept of GHRM prac-
tices. Researchers have extensively studied the global economy,
energy, and the impact of rising carbon emissions due to the
COVID-19 pandemic. Here we outline a potential strategy for
restoring the structure of sustainable environmental and energy
development. The review finishes by providing a perceptive
overview that addresses the obstacles and prospects of sustainable
development goals. This study will aid researchers in assessing
global environmental and energy-related impacts.

“In Indonesia, these circumstances have led to several
instances of employment termination by certain organiza-
tions.”

In Indonesia, these circumstances have led to several instances
of employment termination by certain organizations. CSR ini-
tiatives in Indonesia have stalled since the country’s financial
woes worsened during the COVID-19 pandemic (Alhan 2022).
Conversely, during the crisis caused by the COVID-19 epidemic,
the deteriorating economic and social conditions, particularly
in relation to environmental issues, resulted (Faeni et al. 2023).
Despite the government’s efforts to implement methods for man-
aging and reducing the impact of the COVID-19 crisis during the
past 2 years, the involvement of various parties and stakeholders,
including the commercial and industrial sectors, is crucial. The
business and industrial sectors play a crucial role in enhancing
the well-being of the community and are also impacted by social
investment initiatives, known as CSR programs (Chen et al.
2021). However, for some Indonesian businesses, the COVID-19
outbreak has meant a drop in revenue, leading to a debate among
certain organizationswith reduced income over the application of
CSR during the epidemic. Corporate CSR funds can significantly
aid the government in managing and alleviating the COVID-
19 pandemic crisis (Taamneh et al. 2024). Amidst the current
pandemic, firms may have difficulties in innovating their CSR
activities. Even if the COVID-19 epidemic is still going strong,
environmental deterioration is still a problem. It has brought
about new environmental concerns due to the dramatic increase
in the use of masks and other medical equipment (Khan and
Muktar 2021; Peccei and Van De Voorde 2019).

“The investigation focused on several transportation
industries in Indonesia, where companies specializing in
public transportation services adopted GHRM practices.”

The investigation focused on several transportation industries
in Indonesia, where companies specializing in public trans-
portation services adopted GHRM practices. These companies

have continued to engage in CSR initiatives within the com-
munity amidst the ongoing COVID-19 pandemic. Companies
regularly conduct these CSR activities, some of which have
undergone adaptations to cater to the specific needs arising
from the pandemic. Based on the 2020 annual report, some
transportation industries have implemented CSR initiatives in
three provinces where the company operates. The Indonesian
companies specifically design the CSR program to benefit and
allocate a budget for it. They allocated a budget of IDR 972.93
billion for CSR activities in 2020 and provided an average of IDR
963.15 billion in assistance. In 2020, and prioritized providing
CSR activities for carbon emission reduction, which amounted to
IDR 645.31 billion. Several companies have prioritized efforts to
manage carbon emission reduction post-COVID-19, both within
the company and in the community. This study is to shed light
on howGHRM relates to CSR initiatives within the framework of
sustainable environmental management. This research is crucial
for implementing solutions to diverse environmental issues, as it
examines the role of GHRM in environmental CSR implementa-
tion (Xie and Lau 2023; Laporan TahunanOJK 2022). Researchers
have conducted several studies on GHRM, specifically focusing
on its role in corporate management development (Zaid and
Jaaron 2023; Rubel et al. 2023; Nekhili et al. 2021). Therefore, this
study deviates from previous studies by emphasizing howGHRM
affects other aspects, such as CSR practices. This study explores
this link further, considering the importance of CSR practices for
reducing carbon emissions following the COVID-19 pandemic.
The authors formulated the following research questions based
on the introduction and research focus:

RQ.1 What is the impact of GHRM practices on carbon
emission reduction in Indonesia’s transportation industry
following the COVID-19 pandemic?

RQ.2 DoGHRMpractices influence the implementation of CSR
initiatives in Indonesia’s transportation industry?

RQ.3 What is the relationship between sustainable environ-
mental management and carbon emission reduction in
Indonesia’s transportation industry?

RQ.4 Does sustainable environmental management affect the
implementation of CSR initiatives in the transportation
industry?

RQ.5 Does the COVID-19 pandemic affect the implementation
of CSR initiatives in Indonesia’s transportation industry?

RQ.6 What is the role of CSR implementation in achieving
carbon emission reduction in Indonesia’s transportation
industry?

The main objectives of this study are to answer the questions
above and to investigate the intersection of GHRM, CSR, and
environmental sustainability, with a particular focus on the
transportation sector’s response to the challenges posed by the
COVID-19 pandemic. The purpose is to provide practical insights
for integrating GHRM, CSR, and sustainable practices to achieve
environmental sustainability in the transportation industry. Fur-
thermore, this study makes both practical and theoretical contri-
butions to the intersection of GHRM, CSR, and environmental
sustainability. On a practical level, the research offers action-
able insights for policymakers and managers by demonstrating
how GHRM strategies—such as green recruitment, training,
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and reward systems—can foster eco-conscious behavior among
employees, leading to tangible reductions in carbon emissions.
Additionally, it highlights the role of CSR activities, such as tree
planting, community empowerment, and waste management,
in supporting these goals, while post-COVID-19 adaptations,
such as telecommuting and paperless policies, further reduce
environmental impact. The study’s emphasis on integrating green
practices into operations provides a framework for businesses to
balance economic and environmental objectives, enhancing their
competitive edge and sustainability. Theoretically, the research
contributes to the existing literature by proposing a holistic
model that combines GHRM, CSR, and operational changes to
create sustainable workforces in the transportation sector. This
model bridges a gap by demonstrating how the collaboration
of HR and CSR can achieve environmental goals. Overall, the
findings underscore the strategic importance of aligning human
resource policies with environmental goals to drive long-term
sustainability in the transportation industry.

2 Literature Review and Research Model

2.1 Theoretical Framework

“Resource-based view (RBV) theory is one of the most
widely used conceptual frameworks in modern human
resource management research.”

Resource-based view (RBV) theory is one of the most widely used
conceptual frameworks inmodern human resourcemanagement
research (Barney 1991). He articulates how the RBV, as an
economic tool of organizational performance, leverages business
strategy and strategic management as its bases. Through this the-
ory, organizations utilize strategic internal resources, capabilities,
and essential competencies to achieve long-term market compet-
itiveness. We have used the RBV theory to explore the impact of
GHRM and environmental performance in the public transporta-
tion industry of Jakarta, Indonesia. RBV broadly conceptualizes
enterprises or organizations as collections of resources (Pereira
and Bamel 2021). These resources, whether tangible or intangible,
possess the potential to create a competitive advantage. We’ve
built on the RBV view to concentrate on specific resources,
like knowledge and intangible assets, which enable a firm to
achieve a competitive advantage. In this regard, these resources
are no different from others. So far, firms have mainly used
the RBV to account for their involvement in interorganizational
alliances. As Ozdemir et al. (2023) say, the RBV theory says that
combining GHRM and CSR to cut down on carbon emissions
could make practices more sustainable. Using GHRM strategies
helps companies find and keep employees who care a lot about
the environment, which lets them make valuable contributions
to the company’s overall environmental performance (Aftab
et al. 2022). Employees are an important internal resource for
businesses. Equipping employees with proper green training,
therefore, enhances the human capital base, which is rare, costly,
and difficult to replace for any business. In the business world,
green innovation, as an important aspect of the RBV, allows
companies to develop new technologies and manufacturing
processes that reduce waste, lower energy consumption, and
promote cleaner production methods. Concurrently, attaining

a competitive advantage empowers enterprises to surpass their
rivals in terms of environmental performance. GHRM and green
innovation work together to give companies a green competitive
edge bymaking their employeesmore eco-friendly and comingup
with new ways to do things. In the context of environmental per-
formance, combining resources and talent can offer enterprises a
lasting competitive edge (Kim et al. 2023).

Besides that, green behavior theory suggests that companies can
adopt eco-friendly practices and initiatives to reduce environmen-
tal negative impacts (Naz et al. 2023; Ojo, Tan, and Alias 2022).
By incorporating sustainability principles into their business
decisions, companies can ensure that they are making environ-
mentally responsible choices. This can include implementing
sustainable manufacturing processes, using renewable energy
sources, reducing waste and emissions, and encouraging recy-
cling and conservation within organizations. Besides integrating
sustainability principles, companies can also provide environ-
mentally friendly products or services that replace demand
for nongreen alternatives. Companies can also make a long-
term commitment to environmental principles by continuously
striving to improve their sustainability efforts and practices. In
doing so, the company contributes to ecological conservation,
positions itself as socially responsible, and attracts environmen-
tally conscious consumers. Companies can implement green
behavior through a variety of strategies. Companies can show
green behavior by evaluating the environment, setting clear
goals, incorporating sustainability into their mission, values, and
culture, investing in eco-friendly technologies, starting recycling
and waste management programs, getting employees involved,
forming partnerships with environmentally conscious suppliers
and vendors, making eco-friendly purchasing policies, and work-
ing with stakeholders to stress how important it is to promote
sustainable practices.

Moreover, it is also critical for organizations to periodically
measure and evaluate their environmental performance, identify
areas for improvement, and communicate their eco-friendly
initiatives to stakeholders. One important area for the imple-
mentation of green behavior in the company is GHRM practices.
GHRM has emerged as an essential business strategy for orga-
nizations that look to integrate environmental and sustainability
management practices into their operations. This approach recog-
nizes that employees play a pivotal role in driving initiative and
promoting green behavior within an organization. Organizations
can create an environmental awareness culture and facilitate
sustainable employee behavior by incorporating green principles
into HRM practices. Green HRM encompasses a wide range
of practices, such as environmentally friendly recruitment and
selection, ecologically friendly training and development, and
eco-friendly rewards, all aimed at fostering sustainable behavior
among employees (Rawashdeh 2018). One of the main ways
in which Green HRM influences green behavior is through
environmentally friendly recruitment and selection practices
(Chaudhary 2020; Dumont, Shen, and Deng 2017). In this way,
organizations that incorporate sustainability and environmental
values into the recruitment and selection process are likely to
attract candidates who are already environmentally sensitive or
willing to learn and engage in green behaviors. This will be
possible through the inclusion of questions on sustainability
and attitudes toward the environment in the interview stage,
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in addition to evaluating the candidate’s past experience and
knowledge of eco-friendly practices. Additionally, companies
can pay attention to work engagement in maintaining and
implementing green behavior practices. GHRM practices aim
to integrate environmental concerns into HRM processes and
motivate employees to engage in green behavior. Research in
the area of green HRM shows that applying eco-friendly prac-
tices is beneficial for the environment and positively influences
the behavior of employees (Ababneh 2021; Aboramadan 2022).
Recently, workplace engagement has been an important area of
study in the mediation of green behavior. Employees who are
engaged in their work and have a sense of meaningfulness in
their job in an environmentally aware organization exhibit green
behavior both within and outside the workplace.

“Employees who are engaged in their work and have a
sense of meaningfulness in their job in an environmentally
aware organization exhibit green behavior bothwithin and
outside the workplace.”

However, this research used RBV, which, out of all the theories
discussed, demonstrates the strongest correlation with GHRM
andCSR’s ability to reduce carbon emissions. This is because RBV
is based on developing internally important resources, like the
workforce, to achieve the mission of sustainability. Regardless,
green behavior theory adds to RBV by focusing on the part of
outside factors that can encourage people to behave and do things
that are beneficial for the environment. It has demonstrated
the way GHRM assists organizations in meeting stakeholders’
demands for environmental concerns. Together, these theories
provide a comprehensive framework for understanding how
GHRM, CSR, and carbon emission reduction intersect.

2.2 GHRM Practices and Carbon Emission
Reduction

“GHRM businesses use GHRM practices as a tactical
approach to reduce carbon emissions and promote envi-
ronmental responsibility and sustainability.”

GHRM businesses use GHRM practices as a tactical approach
to reduce carbon emissions and promote environmental respon-
sibility and sustainability. By incorporating green practices into
their strategic processes for reducing carbon emissions, organiza-
tions can use GHRM techniques to achieve their environmental
goals. The development of GHRM has reinforced the gener-
ally acknowledged understanding of its revolutionary idea. The
term “GHRM” refers to socially and economically balanced
activities that support sustainability. These actions have long-
term advantages and help businesses fulfill their sustainability
commitments, which include reducing carbon emissions using
CSR (Jabbour, Santos, and Nagano 2010; Awain, Al-Ansi, and
Jaboob 2023). Preserving a balanced and sustainable use and
repair of natural resources is the major goal of GHRM’s envi-
ronmental component. Moreover, the organization’s emphasis on
safeguarding and promoting social connections and resources
within the communities it operates in is what we refer to as the
social component. The economic dimension of GHRM pertains
to the organization’s culture of creating value and its endeavor

to maintain a sustainable balance between profit and loss in
the production and distribution of products and services (Pham,
Hoang, and Phan 2020).

In addition, companies provide a simple explanation of common
green HRM practices and recommend GHRM activities. A large
portion of the time and effort invested in researching this concept
can be attributed to the growing fascination with sustainable
development and environmental management among people
all over the globe (Faeni et al. 2023). Therefore, it is crucial
to acknowledge this fact by utilizing GHRM approaches, as
the literature has highlighted the adoption of environmental
practices as a significant objective for corporate performance
(Faeni 2024). An efficient system for managing the environment
arises when a company’s environmental plans and objectives
align with its long-term growth ambitions. Organizations need to
find a productive way to balance the goals of industry develop-
ment and environmental preservation. This is because empirical
data demonstrates that businesses can increase their financial
profits by implementing ecologically sustainable practices. An
organization’s HR function is essential to promoting a sustainable
culture. The degree to which various firms adopt environmental
policies is closely associatedwith the efficacy ofGHRMprograms.
Recent scholars have greatly increased research and knowledge
on GHRM. Establishing distinct patterns of environmentally con-
scious decisions and actions is one of the most crucial things HR
managers can do to assist GHRM. According to Shafaei, Nejati,
and Mohd Yusoff (2020), Zahrani (2024), He and Wang (2023),
Faisal (2023), and Faeni (2024), establishing distinct patterns of
environmentally conscious decisions and actions is crucial.

These general assumptions are based on current research and
established principles in the field of human resource man-
agement. One of them states that, like conventional HRM
practices, GHRM incorporates elements that are environmen-
tally conscious, such as “green training and development,”
“green recruitment and selection,” compensation, performance
evaluation, and so forth. For instance, “green human resource
management” strategies center on hiring people who support
and show enthusiasm for environmental causes. This helps to
create a greener recruiting and selection process (Al-Ansi et al.
2023). Emissions of carbon dioxide have devastating effects on
ecosystems. To address this issue, several nations have begun to
take alternative approaches. GHRM is a component of a compre-
hensive strategy to address this issue. Businesses should prioritize
hiring high-quality employees if they care about reducing their
environmental impact through energy use. A high level of envi-
ronmental consciousness among workers will make it easier to
solve the carbon emission problem.When hiring new employees,
companies should keep these things in mind. It is preferable to
hire peoplewho alreadyhave a strong grasp of this understanding.
Conversely, the present employees of the businesses should get
the appropriate environmental training. This method will sim-
plify energy conservation. This will enhance the eco-conscious
consumption of energy. Solid evidence demonstrates a positive
correlation between the performance of CSR, transformational
leadership, and GHRM practices. The study demonstrates that
transformational leadership moderates the link between GHRM
and CSR, thereby enabling a leader with this style to enhance
the effectiveness of GHRM practices and improve CSR outcomes.
The results determined that all GHRM procedures significantly
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improved CSR. The transformative leadership moderates the
connection between GHRM and CSR in a positive way.

“Moreover, the strategy of reducing carbon emissions is
essential for addressing climate change, and combating
global warming is a critical environmental issue.”

Moreover, the strategy of reducing carbon emissions is essential
for addressing climate change, and combating global warming
is a critical environmental issue. The focus of this review of
the literature is on studies that address carbon emission reduc-
tion. Cutting carbon emissions is a critical component of the
global effort to mitigate climate change. This summary provides
a comprehensive understanding of the strategies, challenges,
and advancements in the effort to reduce carbon emissions.
Moreover, technological developments make the reduction of
carbon emissions contingent upon technological advancement.
The development of renewable energy sources, such as solar
and wind power, has significantly decreased the demand for
nonrenewable fossil fuels. The global importance of low-carbon
technology and sectors stems from their ability to expedite the
transition to a low-carbon economy. financing for the environ-
ment. Green finance schemes, such as carbon trading and green
bonds financially reward emissions reductions. According to a
bibliometric analysis and systematic analysis, green money plays
a vital role in financing initiatives that lower carbon emissions.
The book (Chen and Liu 2023; Prabha and Raajarajeswari 2024)
emphasizes the importance of carbon markets and financial
development in meeting emission objectives.

Instruments of policy carbon taxes and emission trading pro-
grams are two examples of policy tools that are essential for
promoting low-carbon growth. An examination of carbon trading
programs demonstrates how important it is to use market-
based strategies to successfully encourage emission reductions.
The study suggests that we need to continuously adjust policy
frameworks to effectively address changing challenges. How-
ever, it is impossible to create a low-carbon economy without
making significant adjustments in numerous areas. Jia et al.
(2018) defined the low-carbon economy research topic as the
combination of bibliometric analysis and machine learning tech-
niques. The evaluation emphasizes the importance of industrial
decarbonization, energy efficiency, and environmentally friendly
transportation in reducing emissions. The implementation of
carbon reduction methods faces significant obstacles due to
both economic restrictions and social acceptance. The exorbitant
upfront expenses associated with renewable energy technolo-
gies and the reluctance of conventional sectors to embrace
change provide significant obstacles. Technological constraints
Technical and infrastructural constraints frequently impede the
implementation of technological breakthroughs, despite their
essential nature. Ensuring the dependability and effectiveness
of renewable energy sources continues to be a formidable task.
Therefore, this study formulates the following hypotheses based
on the arguments presented above:

H1: GHRM practices have a positive effect on carbon emission
reductions in the transportation industry.

H2: GHRM practices have a positive effect on CSR implementa-
tion in the transportation industry.

2.3 Sustainable Environmental Management

“In the wake of the COVID-19 pandemic, the goals of
GHRM initiatives are to preserve the environment and
encourage sustainable corporate practices.”

In thewake of theCOVID-19 pandemic, the goals of GHRM initia-
tives are to preserve the environment and encourage sustainable
corporate practices (Jabbour, Santos, and Nagano 2010). The
application of GHRM incorporates tactics including eco-friendly
recruitment, training, pay, and performance evaluation to achieve
ecologically sustainable company goals. The creation of GHRM
addressed the sustainability demands of health, social justice, and
organizational well-being. The underlying idea of GHRM is that
it includes behaviors that support the balance of the three pillars
of sustainability: the environment, society, and economy. This
alignment provides long-term benefits. Maintaining a healthy
balance between the use and replenishment of natural resources
is another important goal of the environmental component of
GHRM. The social component is all about an organization’s
dedication to maintaining and growing its sociocultural capital.
The economic component of GHRM is the organizational concept
of producing and providing goods and services in a way that
strikes a balance between the sustainability of the business and
ecologically responsible operating principles (Fawehinmi et al.
2020; Shaban 2019).

The concept of GHRM as an essential element of sustainability
originally arose in the mid-2000s. During the time it took for
COVID-19 to emerge and start making an impact, businesses
began to see the significance of integrating environmental sus-
tainability into their HR policies and practices. Thus, businesses
have conceptualized GHRM as a method to enhance sustain-
able environmental management by promoting environmentally
friendly behaviors among employees (Shoaib et al. 2021). It’s
urgent to improve our understanding of GHRM. Their study
focused solely on the environmental aspect of sustainability in
environmental management, even though they developed an
integrated model that encompasses numerous GHRM factors
and contingencies. Ren, Tang, and Jackson (2017) analyzed the
GHRM literature thoroughly, drawing attention to the need for
more research on the idea and offering academics and business
leaders a road map for improving the GHRM area. However,
the analysis of GHRM research did not specifically aim to
reduce carbon emissions. Despite these statements, they provide
evidence for the possibility of GHRM to achieve carbon emission
reduction (Mohammad and Wasiuzzaman 2021).

However, recent researchers focus solely on the study of environ-
mental sustainability. Despite their efforts to gather significant
discoveries and advancements, GHRM and sustainable envi-
ronmental management appear to have had limited research
coverage and a narrow focus (Benevene andBuonomo 2020). Fur-
thermore, sustainable environmentalmanagement is an essential
tactic that seeks to guarantee the advancement of environmental
preservation and economic development at the same time. It
involves the employment of techniques that reduce damage
to the environment, promote resource efficiency, and ensure
the long-term viability of ecosystems. To achieve sustainability,
sustainable environmental management employs a range of
tactics and concepts. Resource efficiency entails the utilization
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of resources in a more efficient manner to minimize waste and
mitigate environmental impact. Rejeb et al. (2022) highlighted
the significance of resource efficiency in promoting the circular
economy, a fundamental aspect of sustainable environmental
management.

“Consequently, businesses must adopt sustainable supply
chain strategies in order to attain sustainability and lessen
their negative environmental effects.”

Consequently, businesses must adopt sustainable supply chain
strategies in order to attain sustainability and lessen their negative
environmental effects (Lăzăroiu et al. 2020). Therefore, the appli-
cation of sustainable environmentalmanagement is necessary for
both long-term environmental sustainability and the reduction of
carbon emissions. By adopting strategies like resource efficiency,
pollution prevention, and the use of renewable energy, orga-
nizations can significantly reduce their environmental impact.
Successful implementation of SEM requires overcoming two
major obstacles: fiscal constraints and regulatory concerns (Rejeb
et al. 2022; Lăzăroiu et al. 2020; Torres de Oliveira, Ghobakhloo,
and Figueira 2023). Moreover, greenhouse gas emissions, par-
ticularly carbon dioxide, have increased dramatically alongside
the rapid acceleration of industrialization, which has boosted
global economic growth (Dong et al. 2018). The increase in global
temperatures, according to Jin, Wang, Yang, et al. (2022), has
triggered a string of ecological calamities. If nations are serious
about pursuing green development, they must control their CO2
emissions. The 178-party Paris Agreement (Khan and Muktar
2021) reflects the world’s resolve to decrease carbon emissions.
For instance, according to Li et al. (2019), China, the leading car-
bon emitter and the greatest developing nation in the world, has
proposed a 60%–65%decrease in carbon intensity from 2005 levels
by 2030. Due to its central role in supporting other industries,
the transportation industry has grown substantially alongside the
rapid pace of urbanization and industrialization. Additionally,
transportation-related carbon emissions have been on the rise.
The IPCC AR6 assessment predicts that transportation carbon
emissions could rise by 65% from 2010 levels by 2050 (Gao et al.
2022). Numerous studies suggest that reducing carbon intensity
can decouple economic growth from environmental degradation
(Jin, Duan, Wang, et al. 2022). Decreases in the transportation
sector’s carbon intensity are, hence, crucial for environmentally
responsible management. Moreover, environmentally sensitive
management strategies are the focus of this study. The results
show that CSR substantially affects environmental performance.
CSR’s favorable correlation with environmental strategy and
green innovation improves environmental performance further.
What this means is that these elements are crucial in bridging
the gap between CSR and lower carbon emissions. GMs of large
manufacturing companies can use this to strengthen internal
resources, such as green innovation, environmental strategy,
and CSR, all of which contribute to improved environmental
performance. Consequently, this study posits the subsequent
hypotheses grounded in the aforementioned arguments:

H3: Sustainable environmental management positively affects
carbon emission reduction in the transportation industry.

H4: Sustainable environmental management has a positive effect
on CSR implementation in the transportation industry.

2.4 Post-COVID-19 and CSR Implementation

Since the onset of the COVID-19 outbreak, several misunder-
standings have emerged. These misconceptions underscore the
need for further exploration using various research methods,
including literature reviews, case studies, and qualitative inves-
tigations. Enhancing GHRM’s theoretical and empirical conver-
gence may be achievable through a more rigorous approach.
In their research, Khan and Muktar (2021) prioritized perfor-
mance ratings over the valuable integrative analyses, contextual
synthesis of past research, and instructive trajectories for future
scientific investigation. As concerns about the state of the
planet grow, GHRMand sustainable environmentalmanagement
have become increasingly popular topics in academia. A new
emphasis on long-term viability and ecological awareness has
emerged in HRM during the last 20 years (Sult, Wobst, and Lueg
2024). Organizations adopting environmentally friendly practices
have a ripple effect on society and the economy, with GHRM
currently serving as a tool for strategic policymaking and an
implementation mechanism to aid this. An example of this is
the introduction of the novel concept of GHRM. The COVID-19
pandemic’s global expansion has impacted environmental man-
agement strategies across a wide range of nations, highlighting
the need for sustainable approaches to combat environmental
deterioration and reduce carbon emissions. This literature study
explores the connection between mitigating carbon emissions
and sustainable environmental management in the aftermath
of the COVID-19 epidemic, drawing on numerous studies from
Scopus-indexed publications.

“The COVID-19 pandemic has brought attention to how
important it is to reduce carbon emissions through sustain-
able environmental management practices.”

The COVID-19 pandemic has brought attention to how important
it is to reduce carbon emissions through sustainable environmen-
tal management practices. By applying green energy techniques,
circular economy concepts, and strong environmental, social,
and governance (ESG) frameworks, businesses and governments
can successfully lessen their environmental effects and advance
sustainability. Research and policy development must continue
to support these initiatives and ensure a strong and long-lasting
future (Teoh et al. 2022; Faeni et al. 2023). Therefore, the COVID-
19 pandemic has led to a renewed focus on the application
of sustainable environmental management strategies to ensure
the ecosystem’s resilience and long-term health. The research
also highlighted how the circular economy could potentially
address sustainability issues that the pandemic has exacerbated.
The research determined that digitalization, sustainable supply
chain management, and waste management are crucial areas
of focus for advancing the circular economy and reducing
carbon emissions. Thus, emphasize the necessity of finding
sustainable energy solutions in the wake of the COVID-19
outbreak. Reducing carbon emissions and delaying the rate of
environmental deterioration require the use of renewable energy
sources and increased energy efficiency. We examined how ESG
performance increased after the COVID-19 epidemic. Companies
with strong ESG practices were better equipped to handle the
challenges presented by the pandemic and significantly lower
carbon emissions through sustainable activities (Tripopsakul and
Puriwat 2022). Therefore, the countrywide lockdowns brought
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EXHIBIT 1 CSR implementation according to ISO 26000. Source: ISO 26000. [Color figures can be viewed at wileyonlinelibrary.com.]

on an extraordinary economic slump, severely impacting the
transportation industry. Due to the severe and challenging
economic circumstances, numerous transportation industries
stopped implementing CSR, which led to a significant increase
in carbon emissions. The objective of these various CSR prac-
tices for transportation industries post-Covid-19 was to continue
sustainable environmental management toward carbon emission
reduction. CSR significantly impacts the environmental perfor-
mance of major transportation industries. CSR and eco-friendly
policies and practices demonstrate a positive relationship. Green
innovation and environmental strategies significantly improve
environmental performance. To reduce carbon emissions, CSR
is better implemented after COVID-19 and affects environmental
strategy, green innovation, and environmental performance.

The ISO 26000 quality standard, which focuses on seven aspects,
guides the implementation and management activities of a
sustainable CSR program. (a) Organizational governance. It
concentrates on the execution of governance, encompassing the
identification, formulation, and execution of strategic choices
to guarantee the successful application of social responsibility
principles; additionally, it addresses human rights. The imple-
mentation of CSR activities prioritizes the fulfillment of basic
human rights, particularly for all employees as stakeholders,
encompassing civil, economic, social, cultural, and political rights
(Sharma, Sakhuja, and Nijjer 2022). However, the implementa-
tion of CSR activities prioritizes fulfilling responsibilities related
to employment policies and practices while focusing on general
aspects of employment. (b) Environment: moreover, the imple-
mentation of CSR activities centers on fulfilling responsibilities
for business processes and operations that have an environmental
impact on society, particularly in the company’s immediate
vicinity; (c) promoting fair operating practices (Riyadh, Garad,
and Al-Shmam 2024): the company implements CSR activi-
ties to uphold ethical and fair commitments and interactions
with stakeholders while also addressing consumer issues (see
Exhibit 1).

The implementation of CSR activities prioritizes the fulfillment
of consumer rights related to products and services, including

fair treatment and clear information, as well as community
involvement and development. The implementation of CSR
activities centers on the relationship and interaction between
the company and the community surrounding its operational
area, as expressed by the following informant: “With GHRM,
there is a shift in mindset in managing the CSR program.”
The change in mindset is changing normal behavior into green
behavior or pro-environment employees in all activities in the
development, implementation, and systems that run according
to ISO environment in the transportation industry for reducing
carbon emissions. Along with the seven responsibilities outlined
in the ISO 26000 quality standard, the following principles
serve as a foundation for the company’s decision-making and
management policies: (a) Adherence to legal requirements; (b)
Deference to international governing bodies and instruments; (c)
Consideration of stakeholders and their interests; (d) Responsibil-
ity; (e)Openness; (f)Moral conduct in business; (g) Precautionary
measures; (h) Fundamental human rights respect. Indonesia, a
transportation service company with a core focus on sustainabil-
ity and environmental preservation, implements GHRM and sets
environmental CSR targets for general transportation. Currently,
emissions from the transportation sector are among the top three.
This paper examined the transportation sectors of Indonesia dur-
ing the early and late phases of the economic new normal using
the input-output technique, energy consumption method, and
extended structural decomposition model. This paper examines
the status of carbon emissions in Indonesia and the impact of
reducing them. The last demand impact, which led to rising
transportation-related carbon emissions, was a major factor in
the early and late stages of the new economic normal. The
paper provided a theoretical framework for controlling carbon
emissions in the transportation sector and practical suggestions
for how the sector could respond to changes in energy demand
and industrial output by reducing emission levels more precisely,
all considering the “new normal” in China’s economy. Based on
the above arguments, this study proposes the research model in
Exhibit 2 and the following hypotheses:

H5: Post-COVID-19 positivity on CSR Implementation in Trans-
portation Industry.
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EXHIBIT 2 Research model. Source: Primary data, 2024.

H6: The implementation of CSR has a positive effect on reducing
carbon emissions in the transportation industry.

3 Research Design

The GHRM practices, carbon emissions, CSR implementation,
post-COVID-19, and sustainable environment management were
the subjects of the study, which employed structural equation
modeling (SEM). The study employed a quantitative methodol-
ogy and collected data in Jakarta, the capital city of Indonesia,
using Google Form surveys. Ten80 provided a response to a
question about the level of environmental consciousness among
those whowork in public transportation. The updated surveywas
based on a tool that academics had previously developed (Randall
and Gibson 1990). Four sections made up the text. We requested a
brief biography from each respondent in the initial section of the
study. The second section assessed CSR initiatives, sustainable
environmental management, and the period following COVID-
19 using two adjusted dimensions: GHRM practices. Depending
on the tool, the third part divided the focus on reducing carbon
emissions into two parts: regulation and diffusion. We assessed
the issue using a 5-point Likert scale, where one signified
strong disagreement and five represented strong agreement. We
obtained around 1450 respondents from employees working in
different transportation industries. Three hundred employees
responded, while 370 did not complete the survey, resulting in
a final version that included 1080 responses. The questionnaire
was translated into Indonesian to facilitate understanding for
respondents whose first language is not Indonesian, and then we
carried out an SEM procedure involving data entry in SmartPLS.

3.1 Data Collection

One indicates significant disagreement, and five indicates agree-
ment on a 5-point Likert scale. This poll uses a 5-point Likert
scale (very disagree, disagree, agree, and strongly agree) to gauge
the extent to which respondents agree with the assertions. We
disseminated this digital survey through various social media
platforms from January through August of 2024. We received
1080 responses. More specifically, male respondents made up
35.3% of the total, while female respondents accounted for 64.7%.
Respondents aged 30–39 made up 49.1% of the total, those aged
39–49 accounted for 33.1%, and those aged 50 and up represented
17.8%. According to the respondents’ level of education, 53.1%
have an undergraduate degree and 46.9% have a graduate degree.
According to years of service, 45.3% of respondents had 10–15

years of experience, 54.2% had 16–21 years, and 0.5% had 22 years
or more, as illustrated in Exhibit 3.

3.2 Ethics Approval

The study obtained written approval by the ethics committee of
Management institute of transportation, Jakarta, December 2023.

In the next steps, the authors process and analyze all obtained
or collected data by interpreting the existing data and compiling
a comprehensive research report. We calculated the number of
respondents using the Slovin formula, which included 1080 out
of the total employees in the organization. We used SmartPLS
to analyze the data for statistical tests of research validation and
reliability.Wemay be able to deduce howGHRMpractices impact
the decrease of carbon emissions from public transportation
workers by investigating the interconnections of the variables
within this setting. Following the COVID-19 pandemic, themodel
integrates a range of sustainable environmental management
variables with the goal of reducing carbon emissions through the
implementation of CSR.

4 Results and Discussions

4.1 Validity Test

Discriminant and convergent validity are two parts of the
SmartPLS 4.0 validity test. For exploratory investigations to be
considered valid, a loading factor value of 0.5 suffices; however,
Exhibit 4 of the rule of thumb evaluation of the measurement
model (outer model) mandates a value exceeding 0.7 for validity.
We present an examination of each indication using factor
loading.

We assess the test’s validity and reliability through this method
of measurement. Exhibit 4 demonstrates the high validity of the
coefficient values associated with the following GHRM practices:
reducing carbon emissions, implementing CSR, post-COVID-
19, and sustainable environmental management. The coefficient
values for GHRM practices, carbon emission reduction, CSR
implementation, post-COVID-19, and sustainable environmental
management, which are 0.824, 0.807, 0.740, 0.768, and 0.730,
respectively, demonstrate a high level of reliability and are larger
than 0.8, indicating favorable results. To be considered valid, the
average variance extracted (AVE) value must exceed 0.5.

4.2 Reliability Test

It was necessary to conduct reliability tests on the data collec-
tion instrument to determine its degree of accuracy, precision,
stability, and consistency in expressing specific symptoms from
a group of patients over several administrations. The consistency
of multiple measurements of the same symptom determines the
reliability of the measuring equipment. According to the rule of
thumb evaluation of the measurement model (outer model), a
construct is considered to have adequate reliability if Cronbach’s
alpha is greater than 0.7 and composite reliability is better than
0.5. According to Exhibit 5, all the constructs in this study are
reliable because Cronbach’s alpha values are larger than 0.7 and
composite reliability values are greater than 0.5 for all variables.
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EXHIBIT 3 Data respondents.

Category Subcategory Percentage Number of respondents (out of 1080)

Gender Male 35.3% 381
Female 64.7% 699

Age group 30–39 49.1% 530
40–49 33.1% 357

50 and above 17.8% 192
Education level Undergraduate degree 53.1% 574

Graduate degree 46.9% 506
Years of service 10–15 years 45.3% 489

16–21 years 54.2% 585
22 years or more 0.5% 6

EXHIBIT 4 Validity test (SmartPLS, 2024).

Variable AVE Validity

GHRM practices 0.824 Validity
Carbon emission
reduction

0.807 Validity

CSR implementation 0.740 Validity
Post-COVID-19 0.768 Validity
Sustainable environment
management

0.730 Validity

Source: Data processed using SmartPLS 4.0, 2024.
Abbreviations: CSR, corporate social responsibility; GHRM, green human
resource management.

EXHIBIT 5 Reliability test.

Variable
Cronbach’s
alpha values Reliability

GHRM practices 0.949 Reliable
Carbon emission
reduction

0.954 Reliable

CSR implementation 0.969 Reliable
Post-COVID-19 0.959 Reliable
Sustainable environment
management

0.961 Reliable

Source: Data processed using SmartPLS 4.0, 2024.
Abbreviations: CSR, corporate social responsibility; GHRM, green human
resource management.

SmartPLS processed the data to run the SEM. The study
employed SEM to examine the relationships between GHRM
practices, SEM, andCSRadoption. The outcomes of the SmartPLS
examination of the outer model testing in Exhibit 6 prior to
bootstrapping, which aimed to seek validity and reliability among
GHRM practices, carbon emission reduction, CSR implementa-
tion, post-COVID-19, and sustainable environmentmanagement,
are displayed in Exhibit 7.

4.2.1 GHRM Practices (X1)

Exhibit 7 displays the outcomes of the SmartPLS validity of the
outer model testing following bootstrapping, which, in turn, dis-
plays the findings of the hypothesis test relating GHRM practices
to a decrease in carbon emissions. Item X1.1 to X1.11 has the highest
significance, with loading values exceeding 0.8 (Faeni 2024).

4.2.2 Post-Covid-19 (X2)

Item indicators X2.1 to X2.7 demonstrated high factor loadings,
mostly above 0.8, indicating that post-Covid-19 has a positive
effect and high significance on the latent variables.

4.2.3 Sustainable Environmental Management (X3)

Item X3.1 to X3.9 indicated high factors loadings, mostly exceeding
0.8, except forX3.4, which showed a slightly lower loading of 0.357.
This could be tested in future research.

4.2.4 CSR Implementation (Y)

Items Y1.1 to Y1.4 also indicated loadings higher than 0.8,
indicating a positive effect and significant influence toward CSR
implementation.

4.2.5 Carbon Emission Reduction (Z)

Items Z1.1 to Z1.5 determined very high factor loadings, all exceed-
ing 0.8, indicating that all factors have a very high effect and sig-
nificant influence toward carbon emission reduction measures.

4.2.6 CSR Implementation (Y)

An R-squared value of 0.824 in Exhibit 8 was determined by
the data analysis of CSR implementation. This indicates that
the endogenous variable of carbon emission reduction can be
determined by the exogenous variables of GHRM practices,
sustainable environmental management, and post-Covid-19.
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EXHIBIT 6 Outer model evaluation (measurement model).

Outer loading Standard value Conclusion

GHRM practices 0.814 0.8 Valid
0.895 0.8 Valid
0.883 0.8 Valid
0.836 0.8 Valid
0.866 0.8 Valid
0.800 0.8 Valid
0.871 0.8 Valid
0.874 0.8 Valid
0.876 0.8 Valid
0.874 0.8 Valid
0.870 0.8 Valid

Carbon emission reduction 0.897 0.8 Valid
0.902 0.8 Valid
0.883 0.8 Valid
0.917 0.8 Valid
0.891 0.8 Valid

CSR implementation 0.906 0.8 Valid
0.893 0.8 Valid
0.916 0.8 Valid
0.916 0.8 Valid

Post-COVID-19 0.875 0.8 Valid
0.843 0.8 Valid
0.862 0.8 Valid
0.884 0.8 Valid
0.920 0.8 Valid
0.878 0.8 Valid
0.871 0.8 Valid
0.875 0.8 Valid

Sustainable environment
management

0.891 0.8 Valid
0.820 0.8 Valid
0.857 0.8 Valid
0.869 0.8 Valid
0.833 0.8 Valid
0.820 0.8 Valid
0.869 0.8 Valid
0.858 0.8 Valid
0.872 0.8 Valid

Source: Data processed using SmartPLS 4.0, 2024.
Abbreviations: CSR, corporate social responsibility; GHRM, green human resource management.

4.2.7 Carbon Emission Reduction (Z)

An R2 of 0.807 indicates that 80.7% of variability in carbon emis-
sion reduction can be explained by GHRM practices, sustainable
environmental management, post-COVID-19, and CSR imple-
mentation. The coefficient of determination came up at 80.7% in

the calculations. This indicates that the exogenous variables of
GHRM practices, sustainable environmental management, post-
COVID-19, and CSR implementation can account for 80.7% of the
endogenous variables of carbon emission reduction, with other
variables accounting for the remaining 39.7%. CSR implementa-
tionmediates an 80.7% relationship between the carbon emission
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EXHIBIT 7 Outer model. Source: Data processed using SmartPLS 4.0, 2024. [Color figures can be viewed at wileyonlinelibrary.com.]

EXHIBIT 8 R-squared (R2).

R-square
R-square
adjusted

CSR implementation (Y) 0.839 0.834
Carbon emission reduction (Z) 0.840 0.835

reduction towards GHRM practices, sustainable environmental
management, and post-COVID-19.

Exhibit 9 displayed the t-statistic or p value test results for
each hypothesis. The table also displayed the observed effect
and the significance level for each variable. The study used the
bootstrapped research model to show the study’s two parts—
direct and indirect effects—as well as the significance level in the
outcomes level test. We used CSR implementation as a mediating
variable.

GHRM practices, carbon emission reduction, CSR implementa-
tion, post-COVID-19, and sustainable environment management
all have values of 0.884, 0.862, 0.869, 0.877, 0.834, and 0.872,
respectively, indicating that they are very reliable, as the coef-
ficient value is greater than 0.8 (Exhibit 9). The inner model
evaluation’s path coefficients serve as a hypothesis test.

Exhibit 10 displays the results of the inner model’s SmartPLS
analysis after bootstrapping. Here are the findings of a hypothesis
test about the relationship between GHRM practices, carbon
emission reduction, CSR implementation, and post-COVID-19
sustainability in the environment.

In Exhibit 11, the variables t-statistics, and p value GHRM
practices effect employee’s carbon emission reduction with a t-
statistic of 10.666 and a p value of 0.028; GHRM practices effect
CSR Implementationwith a t-statistic of 5.998 and a p value 0.000;
sustainable environmental management effect employee’s CSR
implementation with a t-statistic of 5.926 and a p value 0.000;
sustainable environmental management effect carbon emission
reduction with a t-statistic of 9.201 and a p value 0.000; post-
Covid-19 effect CSR implementationwith a t-statistic of 8.200 and
a p value 0.000.

The model fit test in Exhibit 12, such as SRMR and NFI,
plays a crucial role in evaluating the extent to which a research
model can represent actual empirical data. The SRMR value
(0.042) indicates that the residuals between the observed covari-
ance matrix and the predicted model are very small, meaning
the model demonstrates a good fit and that the relationships
between variables align well with the data. Meanwhile, the NFI
value (0.896), which approaches the threshold of 0.90, suggests
that the model is close to achieving optimal fit but still has
room for improvement. In this research model, which involves
exogenous variables such as GHRM practices, post-Covid-19, and
sustainable environment management, with mediation through
CSR implementation leading to the endogenous variable carbon
emission reduction, the model fit test ensures that the causal
relationships between variables are theoretically and empirically
valid. The results of the model fit test confirm that the proposed
model effectively explains the phenomenon, although further
evaluation, such as model modification analysis or improving
factor loadings on indicators, can be undertaken to refine data
representation and enhance the accuracy of causal relationships.
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EXHIBIT 9 Inner model evaluation (structural model).

Variables Path coefficients

GHRM practices→ Carbon emission reduction 0.884
GHRM practices→ CSR implementation 0.862
Sustainable environment management→ CSR implementation 0.869
Sustainable environment management→ Carbon emission reduction 0.877
Post-COVID-19→ CSR Implementation 0.834
CSR implementation→ Carbon emission reduction 0.872

Source: Data processed using SmartPLS 4.0, 2024.
Abbreviations: CSR, corporate social responsibility; GHRM, green human resource management.

EXHIBIT 10 Inner model. Source: Data processed using SmartPLS 4.0, 2024. [Color figures can be viewed at wileyonlinelibrary.com.]

EXHIBIT 11 Hypothesis test.

Variables t-statistics p values

GHRM practices 10.666 0.028
Carbon emission reduction 5.998 0.000
CSR implementation 5.926 0.000
Post-Covid-19 9.201 0.000
Sustainable environmental
management

8.200 0.000

Source: Data processed using SmartPLS 4.0, 2024.
Abbreviations: CSR, corporate social responsibility; GHRM, green human
resource management.

5 Discussion

The results of the hypothesis tests confirm significant rela-
tionships among GHRM practices, sustainable environmental

EXHIBIT 12 Model fit test.

Estimated model

SRMR 0.042
d_ULS 0.565
d_G 0.505
Chi-square 2236.595
NFI 0.896

Abbreviation: SRMR, standardized root mean square residual.

management, post-COVID-19 effects, CSR implementation, and
carbon emission reduction in the transportation industry. There-
fore, H1 demonstrates a positive and statistically significant
impact of GHRM practices on reducing carbon emissions, with
both the t-statistic and p value falling below the 0.05 significance
threshold. A t-statistic of 5.998 and a p value of 0.000 support
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H2, showing that GHRM practices have a positive effect on
CSR implementation. This shows that green employee perfor-
mance helps with CSR efforts. H3 establishes that sustainable
environmental management also plays a critical role in reducing
carbon emissions, as evidenced by a t-statistic of 5.926 and a p
value of 0.000, indicating a strong positive effect. Moreover, H4
says that sustainable environmental management has an indirect
effect on CSR implementation through factors like green pay
and employee performance. t-statistics greater than 2.005 and p
values less than 0.05 support this. Additionally, H5 reveals that
the post-COVID-19 era has introduced policies that positively
influence CSR implementation by promoting eco-consciousness
among workers, validated by a t-statistic of 9.201 and a p value of
0.000. With a t-statistic greater than 8.200 and a p value of 0.000,
H6 confirms that implementing CSR makes a big difference
in lowering carbon emissions. This shows that CSR measures
can help the environment and create long-lasting results in the
transportation industry. These findings collectively underscore
the interconnected roles of GHRM, sustainable management
practices, and CSR efforts in fostering sustainability and emission
reduction in the transportation sector.

“These findings collectively underscore the interconnected
roles of GHRM, sustainable management practices, and
CSR efforts in fostering sustainability and emission reduc-
tion in the transportation sector.”

This model shows that latent variables measured by related
indicators have a strong and significant relationship. GHRM
practices, sustainable environmental management, and the
impact of post-Covid-19 have all significantly contributed to CSR
implementation, which in turn also has a significant impact
on reducing carbon emissions. Furthermore, we can use this
model to empirically demonstrate the critical role of GHRM
practices and sustainable environmental management in driving
CSR implementation and achieving carbon emission reduction,
particularly in the post-Covid-19 pandemic context. However,
one of GHRM’s roles in sustainable business strategy is to
create environmentally friendly human resources that may pos-
itively impact and affect both financial performance and human
resource performance. Through the provision of environmental
problem-solving strategies, sustainable GHRM plays a critical
and strategic role in motivating all members of the organization,
including stakeholders, to work together hand in hand. Experts
believe that GHRM procedures are effective in instilling in
workers a sense of accountability and responsibility for upholding
a clean, unpolluted environment. GHRM procedures serve as
a plan for sustainable environmental management, aimed at
averting catastrophic actions that could destroy the earth. The
research’s conclusions highlighted these viewpoints heavily.With
the ultimate goal of enhancing the organization’s environmental
performance to reap financial and market benefits, GHRM
practices and policies indirectly influenced bonuses and incen-
tives, encouraging all members to fully support various CSR
implementations, innovations, and ideas (Faheem et al. 2024; Jia
et al. 2018; Faeni 2024; Mittal 2023; Song, Yu, and Xu 2020).

Moreover, the advent of the global pandemic has precipitated
substantial alterations in the practices of GHRM and CSR within
the transportation industry, many of which have enduring ram-

ifications. The advent of remote working and telecommuting,
accelerated by the pandemic, proved to be a pivotal factor in
the transformation of GHRM strategies. To align their practices
with sustainability goals, companies adopted digital collaboration
tools and flexiblework policies, thereby reducing their reliance on
physical office spaces and daily commuting. Furthermore, orga-
nizations promoted the implementation of energy-efficient home
office setups and provided virtual training programs with a focus
on sustainability awareness, thereby fostering a green culture
even in remote environments. These changes have resulted in the
implementation of hybrid work models that continue to facilitate
GHRM objectives by minimizing environmental impact and
promoting employee well-being. In terms of CSR, the pandemic
prompted a shift in focus toward initiatives aimed at promoting
health and well-being. This included the provision of personal
protective equipment (PPE), support for vaccination campaigns,
and assistance to local communities through the provision of
transportation services for essentialworkers and food distribution
efforts. In terms of environmental impact, many companies
adopted digital solutions, such as paperless policies, and imple-
mented green transportation initiatives, including the adoption
of electric vehicles and optimization of logistics to reduce costs
and emissions. As the pandemic recedes, these adaptations have
left a lasting legacy. The digital transformation of CSR efforts and
a commitment to sustainability, which have become permanent
features, have reinforced the centrality of health and community
well-being to CSR agendas. The pandemic has redefined GHRM
and CSR practices in the transportation industry, embedding
flexibility, digital innovation, and environmental responsibility
into their long-term strategies. The pandemic has catalyzed
a transformation in GHRM and CSR practices, forcing the
transportation industry to adapt to new challenges.

“The pandemic has catalyzed a transformation in GHRM
and CSR practices, forcing the transportation industry to
adapt to new challenges.”

The role of literature analysis in this research was pivotal in
framing the hypotheses. A comprehensive review of prior studies
helped identify gaps and theoretical inconsistencies related to
GHRM, CSR, and carbon emissions. For example, studies by
Alhan (2022) highlighted the importance of greenHR activities to
manage carbon emissions but did not consider CSR. This guided
the formulation of hypotheses to address these gaps. Moreover,
literature analysis provided a theoretical foundation, ensuring
the hypotheses aligned with established frameworks like RBV
theory and green behavior theory. This approach ensures the
hypotheses are both grounded in existing knowledge and aimed
at extending the understanding of GHRM and CSR in reducing
carbon emissions for sustainable practices. Moreover, nowadays,
companies are beginning to consider contributing to the social
and ecological environment, in addition to maximizing profits.
The company’s management system undergoes a transformation
through the application of GHRM concepts. The expected trans-
formation involves human resources or employees exhibiting
positive behavior towards the environment and participating in
environmental conservation efforts (Jia et al. 2018; Faeni 2024).
Moreover, the deployment of GHRM practices, which integrate
sustainability and environmental management, has a significant
impact on the organization. In addition to reaping the benefits
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of this concept, the company actively contributes to environ-
mental protection, boosts productivity, fosters employee welfare,
encourages creativity and behavior change, strikes a balance
between environmental protection and financial performance,
and cultivates a positive image. The company fosters loyalty and
gains a competitive edge by cutting downonnatural resource con-
sumption, pollution, and environmental degradation. They also
construct a green work environment, lower CO2, and encourage
a green culture and lifestyle in society. Finally, the study’s con-
clusions highlighted the potential connections between GHRM
and CSR practices since the former encourages employees to
adopt a more environmentally conscious lifestyle and recognizes
the significance of fostering a healthier environment through
ongoing sustainable environmental management. GHRM and
CSR implementation motivate employees to be involved in
preserving the environment for the purpose of the organization’s
sustainability. CSR implementation mitigates adverse environ-
mental impacts with innovation and environmentally friendly
acts that create incentives. Therefore, this study fills a gap in
current research by emphasizing that businessesmust implement
sustainable supply chain strategies to achieve sustainability and
reduce their adverse environmental impacts. The implementa-
tion of sustainable environmental management is essential for
achieving long-term environmental sustainability and minimiz-
ing carbon emissions. Organizations can significantly reduce
their environmental impact by implementing strategies such as
resource efficiency, pollution prevention, and the utilization of
renewable energy. The successful implementation of sustainable
environmental management necessitates addressing two primary
challenges: fiscal constraints and regulatory concerns (Rejeb et al.
2022; Lăzăroiu et al. 2020; Torres de Oliveira, Ghobakhloo, and
Figueira 2023). Furthermore, reductions in the carbon inten-
sity of the transportation sector are essential for sustainable
management practices. This study focuses on environmentally
sensitive management strategies. The findings indicate that
CSR significantly influences environmental performance. The
positive relationship between CSR, environmental strategy, and
green innovation enhances environmental performance. These
elements are essential for connecting CSR with reduced carbon
emissions. GMs of large manufacturing companies can use
this to strengthen internal resources, such as green innovation,
environmental strategy, and CSR, all of which contribute to
improved environmental performance.

6 Conclusion

The research findings summarize the correlation betweenGHRM
practices and carbon emission reduction in the following way:
first, enhanced environmental performance: GHRM practices,
such as performance management, training, and green recruit-
ment, significantly improve an organization’s environmental
performance. These policies and procedures inspire workers to
make positive changes for the environment through their actions
and ideas. Second, reduction in carbon emissions: integrating
eco-friendly policies into HR procedures can lessen a company’s
environmental impact. This includes advocating for sustainable
transportation options, trash reduction strategies, and energy-
efficient technology. Third, post-COVID-19Adaptations: Because
telecommuting eliminates the need for daily travel, it has sped
up the adoption of flexible work arrangements, which in turn

reduces carbon emissions. Fourth, sustainable environmentman-
agement: businesses that apply GHRM techniques get a competi-
tive advantage in addition to improving their environmental sus-
tainability. GHRM techniques enhance operational effectiveness
and cultivate a positive company reputation. Sixth, Long-term
Sustainability: By encouraging a culture of sustainability inside
businesses, GHRM policies guarantee a sustained dedication
to environmental objectives. By balancing economic goals with
environmental obligations, this all-encompassing strategy ben-
efits the environment and the company. In conclusion, GHRM
strategies are crucial to Indonesia’s efforts to stop climate change
and promote sustainable environmental management, especially
during the post-COVID-19 period when CSR implementation
is possible. By implementing these strategies, businesses can
preserve their operational effectiveness and competitive edge
while still meeting their environmental goals.

“By implementing these strategies, businesses can preserve
their operational effectiveness and competitive edge while
still meeting their environmental goals.”

Currently, GHRM methods are assisting in changing employee
behavior to include more environmentally friendly acts on a
global basis. Tree planting, mangrove preservation, community
empowerment through tourist villages and hydroponic villages,
and other CSR activities are examples of environmental man-
agement programs that have led to visible transformation. The
company’s leadership is committed to minimizing negative
effects on the environment and has implemented measures
such as paperless policies, reduced plastic use, and improved
trash sorting systems, as well as the idea of a “green station”
at all stations throughout Indonesia. By providing a reward
scheme to employees who continuously make contributions to
environmental management, this policy aims to foster a green
culture. The inadequacy of interview data collected during the
COVID-19 epidemic renders this study lacking in primary data.
Furthermore, this study failed to identify and quantify GHRM
practices that influence carbon emission reduction through
CSR adoption. Changing the paradigm of corporate thinking
that implements GHRM practices can achieve carbon emission
reduction. GHRM practices encourage all employees and the
surrounding environment to establish sustainable environmental
management to reduce carbon emissions. Following the COVID-
19 pandemic, there has been a surge in efforts to enhance carbon
emission reduction activities through the implementation of CSR.

7 Study Implications and Future Research

7.1 Strategic Implications for the Transportation
Industry

First, the integration of GHRM and CSR is crucial for achieving
sustainability goals. The study indicates that adoptingGHRMand
CSR practices leads to more environmentally conscious behav-
ior among employees. Transportation companies can leverage
these approaches not only for compliance with environmental
regulations but also to foster sustainable innovation. Second,
operational shifts: external factors, such as COVID-19, have
accelerated an operational transformation, as evidenced by the
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emphasis on policies such as paperless systems and green
transportation. This offers an actionable roadmap for other
companies to embed sustainable practices into core operations.

7.2 Policy Implications

First, we support green policy initiatives. Our findings suggest
that environmental initiatives, such as renewable energy and
community empowerment, yield positive outcomes. This rein-
forces the case for public policies that incentivize companies to
adopt green HRM and CSR. Second, companies can encourage
employee recognition programs by creating frameworks that
reward staff involved in sustainable activities, such as reducing
carbon emissions or promoting waste management. This aligns
individual motivation with corporate environmental objectives.

7.3 Theoretical Implications

First, contributions to sustainability theory: this study highlights
the role of GHRM in shifting employees’ mindsets toward
sustainability. This adds to the existing body of knowledge by
demonstrating how internal organizational policies, such as
GHRM, interact with external CSR initiatives to achieve environ-
mental outcomes. Second, interdisciplinary insight: your research
bridges HR management, environmental science, and corporate
responsibility, reinforcing the importance of multidisciplinary
approaches to solving sustainability challenges.

7.4 Practical Implications for Management

First, embedding green culture in theworkforce:HRdepartments
need to design continuous training programs and incentives
to maintain a green culture within the organization. This can
involve aligning KPIs with sustainability targets and recogniz-
ing employee contributions toward carbon reduction. Second,
adopting the 3R model and green concepts is crucial. Com-
panies should integrate practices such as reduce-reuse-recycle
(3R) and green transportation into everyday operations. Beyond
tree-planting campaigns, companies could explore sustainable
logistics models, such as electric fleets or shared transportation.

“Beyond tree-planting campaigns, companies could
explore sustainable logistics models, such as electric fleets
or shared transportation.”

7.5 Limitations and Future Research

The researchers speculated in the study that there could be a
potential methodological bias, which may be due to the focus
on transportation industry employees, who may not accurately
reflect generalizability, or even CSR employees, who may have a
more favorable perception of the effectiveness of GHRM and CSR
initiatives. However, the study has limitations and suggests future
research. Longitudinal studies on the long-term effects of these
strategies on carbon emissions and organizational performance
could help determine their applicability. It might also be helpful
to investigate other industries and see the direct, measurable

effect that GHRM and CSR efforts have on lowering emissions.
Future research could also explore the long-term effects of these
strategies on other sectors and examine the direct quantitative
impact of GHRM and CSR efforts on emissions reduction.
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