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ABSTRACT 
 
This study aims to examine the influence of green transformational leadership on employee green behavior, with job 

satisfaction as an intervening variable, among employees in the hotel department of PT. Farm in Surabaya. The sample 

for this research consists of 70 employees from PT. Farm in Surabaya. Data collection was conducted using 

questionnaires, and data analysis was performed using path analysis with the assistance of SmartPLS software. The 

results of this study indicate that green transformational leadership has a significant effect on employee green behavior, 

green transformational leadership has a significant effect on job satisfaction, and job satisfaction has an insignificant 

effect on employee green behavior. The variable proven to have a more dominant influence should be at least maintained, 

and, if possible, enhanced. 

 

Keywords:Green Transformational Leadership, Green Employee Behavior, Job Satisfaction 

 
INTRODUCTION 

Background 

The environment requires serious attention from humanity to maintain and preserve it, so it must recognize that nature 

provides many natural resources such as fresh air, water, and food. Human actions, such as climate change, global 

warming, environmental pollution, waste disposal, have damaged the environment. If this problem is not immediately 

addressed, then human survival will face serious consequences regarding the environment. Therefore, it is important for 

all humanity to be responsible for environmental sustainability for the future. This makes employees' eco-friendly 

behavior an important effort to protect and maintain the environment because of employee awareness of concern for 

environmental sustainability. Trimono et al., (2019) explain that basically humans have a sense of belonging and love for 

the universe. 

Employees' eco-friendly behavior refers to the actions and attitudes of employees in the work environment that 

support sustainable practices (Mauledy et al., 2023). This includes the efficient use of resources, participation in 

sustainable initiatives, and increased environmental awareness. Employees' eco-friendly behavior can be seen in each 

individual employee's daily activities within the company environment, for example, by disposing of trash properly, 

consuming healthy food, not wasting electricity and water, and so on. The focus of Employees' eco-friendly behavior is 

the moral principles of humans in imbuing behavior towards a love of the environment, which is expected to become a 

lifestyle shared by all employees (Trimono et al., 2019). 

Green transformational leadership is a type of leadership that focuses on sustainable practices and environmental 

awareness (Mauledy et al., 2023). Leaders who implement green leadership typically promote environmentally friendly 

practices, such as energy conservation, waste reduction, and the use of sustainable raw materials. Leaders can also set 

good examples by practicing green behavior in their own work. If the scope is governing a country, the concept of green 

transformational leadership is inevitable, where a country's leader, in the political input and output processes, must support 

concern for natural resources and the environment. This concept emerged as an alternative leadership character targeting 

the younger generation or millennials. The concept of sustainable employee and company performance requires leadership 

that is able to implement environmental specifics and relate to employees according to employee perceptions that 

influence environmentally friendly behavior. 

In a 2021 press release from the Ministry of Industry of the Republic of Indonesia at the launch of the 2021 

Green Industry Awards in Jakarta, Agus Gumiwang Kartasasmita, Minister of Industry of the Republic of Indonesia, 

stated that the government, through the Ministry of Industry, is committed to implementing green industry principles with 

the aim of creating environmentally friendly and internationally competitive industries. The Ministry of Industry of the 

Republic of Indonesia stated that green industry is an industry whose production processes prioritize sustainable resource 

use, and aligns with the Making Indonesia 4.0 Program. This principle is able to align industrial development with 

environmental conservation. 

This research is based on the Resource-Based View (RBV) theory, which emphasizes the importance of human 
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resources as a unique and sustainable asset in creating competitive advantage for organizations. According to this theory, 

competitive advantage is not only determined by physical or financial assets, but also by the company's internal 

capabilities that are difficult for competitors to imitate, one of which is human resources. In the context of environmental 

performance, the RBV highlights that the contribution of employees who are actively involved in environmental 

conservation efforts can be a determining factor in a company's success in achieving an environmentally based 

competitive advantage. 

The variables described based on the RBV theory are modified versions of previous research conducted by 

several researchers, highlighting the relationship between ability, motivation, and opportunity in creating effective and 

environmentally oriented work behaviors. One modification made in this study is an emphasis on employee pro-

environmental behavior linked to green entrepreneurship commitment, where environmental aspects are the primary focus 

in developing business innovation. 

Therefore, green employee behavior practices will improve ecological performance, which ultimately makes the 

organization more attentive, and employees who have a sense of job satisfaction will significantly improve 

environmentally friendly employee behavior (Fahira, 2019). Job satisfaction is a key factor in employee productivity and 

well-being (Indrasari, 2017). 

This is evident at PT. Farm in Surabaya, where job satisfaction is derived from the role of leaders who enable employees 

to feel satisfied with their work. Satisfied employees tend to be more enthusiastic and perform better within the company. 

The role of leaders at PT. Farm in Surabaya includes appropriate job placement, and consequently, when leaders 

implement actions such as environmentally friendly behavior (EGB), employees will participate in those actions. This is 

in accordance with the appeal implemented by PT. Farm in Surabaya by providing graphic guidelines as information on 

saving energy and turning off taps when not in use. 

One of the companies that implements the principles of green industry is PT. Farm in Surabaya. As stated in the 

company's vision and mission to be consistent, and trusted, safe, good quality, hygienic products. As well as being 

responsible to the community and the surrounding environment. PT. Farm in Surabaya develops Developing businesses 

in the field of protein from livestock including poultry and marine animals, Including main businesses in the fields of 

feed, livestock breeding & maintenance, vaccines and others. Quoted from the Annual Report of PT. Farm in Surabaya, 

PT. Farm in Surabaya and several subsidiaries already have programs for CSR that are responsible for social and 

environmental, and have received many recent awards in 2023. Top Business awarded the Top CSR Awards #Star 4 in 

2023 to PT. Farm in Surabaya. The Cirebon City Regional Government also awarded "Efforts to Accelerate Stunting 

Reduction; Fulfillment of Rights and Protection of Children in Cirebon City" in 2023. 

Based on research variables such as "The impact of green transformational leadership, green HRM, green 

innovation and organizational support on the sustainable business performance: evidence from China" (Wei Zhao & Lihua 

Huang, 2022-Q1) & "The Impact of Green HRM on Employees' Eco-Friendly Behavior: The Mediator Role of 

Organizational Identification" (Neuza Ribeiro 1,*, Daniel Roque Gomes 2,3, Eduardo Ortega 4, Gabriela Pedro Gomes 4 

and Ana Suzete Semedo 5, 2022-Q1) that have been described. become the basis for researchers to be interested in 

researching by choosing the title: Green transformational leadership to improve Employees' Eco-Friendly Behavior 

through Work satisfaction in PT. Farm employees in Surabaya. By using the Work satisfaction variable as an intervening 

variable, it becomes a novelty in this research. 

 

Formulation of the problem 

Based on the background description that has been described, the research problem can be formulated as follows: 

1. Whether green transformationalDoes leadership influence work satisfaction among PT. Farm employees in 

Surabaya? 

2. Does work satisfaction influence employee's eco-friendly behavior among PT. Farm employees in Surabaya? 

3. Does green transformational leadership influence employee's eco-friendly behavior at PT. Farm in Surabaya? 

4. Does work satisfaction mediate the influence of green transformational leadership and employees' eco-friendly 

behavior at PT. Farm in Surabaya? 

 

LITERATURE REVIEW 

This research is not a new research, but rather a continuation of previous research, the difference lies in the focus 

of the discussion, the object of study, the research objectives and the methods used. This research uses the Resource Based 

View theory to the green transformational approach, employees' eco-friendly behavior, and work satisfaction are strong 

approaches to creating sustainable competitive advantages through strategic human and environmental resource 

management. With the theory, it can provide a comprehensive framework to explain how companies can utilize unique 

resources (Resource-Based View) to achieve superior environmental performance. In other words, when the Resource-

Based View is applied, companies can effectively manage their human resources to support environmental performance 

through resource-based strategies and targeted employee management and can create environmental performance. 

Green transformational leadership is a behavior where the leadership style is applied to motivate its members to 

achieve environmental goals based on pro-environment and can inspire its members (Cahyadi et al., (2023). However, 

another opinion by Mauledy et al., (2023) defines it as a leader who is able to encourage innovative thinking among 

employees to stimulate out-of-the-box thinking and can empower employees to think about problems that exist in the 

organization in new ways. Green transformational leadership is a management behavior characterized by motivation, 

clear vision, encouragement, inspiration and support to achieve development in the organizational environment. 



e-ISSN: 2961-712X 

Vol. 4 Issue 2, July-December 2025 

DOI:10.55299/ijec.v4i2.1527 https://ejournal.ipinternasional.com/index.php

/ijec 

 

 

 

1263  

Previous studies have found that the majority of employee motivation is influenced by their leadership. Green 

transformational leadership is leadership that influences subordinates to care about sustainability (Khan et al., 2023). 

Continuing previous research, Sun et al. (2022) reinforce the argument that green transformational leadership influences 

human resource practices, which in turn impact innovation in sustainability. Research on the influence of green innovation 

derived from green transformational leadership has also confirmed a positive impact on sustainable competitive advantage 

(Maziri and Maramura, 2022). 

H1: Green Transformational Leadership has a significant influence on the work satisfaction of PT. Farm 

employees in Surabaya. 

 

Employee Green Behavior (EGB) is an employee action in measurable behavior carried out by employees 

related to environmental responsibility and contributing to environmental sustainability. In addition, according to Keraf 

(2014) states that basically humans have a sense of belonging and love for the nature in which they live so that humans 

should be able to learn to deal with their environment. Green behavior must be realized into actions based on values, 

norms and compassion for the universe. Meanwhile, according to Li et al., (2023) Employee Green Behavior (EGB) is 

defined as a series of policies or practices in an action that encourages environmentally friendly behavior (EGB), in 

employees to create an organization that is sensitive to environmental sustainability, resource efficient, and socially 

responsible. 

H2: Green Transformational Leadership has a significant influence on Employee's Eco-Friendly Behavior of 

PT. Farm employees in Surabaya. 

 

Work Satisfaction According to (Sugiyono et al., 2022), employees who enjoy their work will prioritize their 

work over the rewards they receive from it. Job satisfaction is defined as work that can be enjoyed in a job by getting 

results from achievements, work goals, treatment, placement, and a good work environment. Job satisfaction is a general 

attitude shown by employees in their work, employees will show a positive attitude in working when they reach a point 

of satisfaction in work (Indrasari, (2017). 

H3: Work satisfaction has a significant influence on employee's eco-friendly behavior of PT. Farm employees 

in Surabaya. 

 

Based on research variables such as "The impact of green transformational leadership, green HRM, green 

innovation and organizational support on the sustainable business performance: evidence from China" (Wei Zhao & Lihua 

Huang, 2022-Q1) & "The Impact of Green HRM on Employees' Eco-Friendly Behavior: The Mediator Role of 

Organizational Identification" (Neuza Ribeiro 1,*, Daniel Roque Gomes 2,3, Eduardo Ortega 4, Gabriela Pedro Gomes 4 

and Ana Suzete Semedo 5, 2022-Q1) that have been described. become the basis for researchers to be interested in 

researching by choosing the title: Green transformational leadership to improve Employees' Eco-Friendly Behavior 

through Work satisfaction in PT. Farm employees in Surabaya. By using the Work satisfaction variable as an intervening 

variable, it becomes a novelty in this research. 

H4: Work Satisfaction mediates the influence of Green Transformational Leadership on Employee's Eco-

Friendly Behavior of PT. Farm employees in Surabaya. 

 

Conceptual Framework 

The framework of the thinking process in this research is to describe or illustrate the thought process of theoretical 

studies in providing deductive thinking demands that analyze problems from general things towards specific things. 

A hypothesis is a temporary answer to a research problem formulated by a researcher, derived from theoretical 

foundations or theoretical studies, and its validity must be verified through scientific research. The tool used to test the 

hypothesis in this study is statistical testing. By using statistical testing, the hypothesis can be verified as a result of the 

research process. 

The conceptual framework used in this study is based on several theories from previous research that have been 

explained. In this study, there is one variable. 

The independent variable is Green Transformational Leadership, one intervening variable is Work Satisfaction, and 

one dependent variable is Employee's Eco-Friendly Behavior. The relationship between variables in this framework is 

supported by several previous studies, namely research conducted by (Sulistyawati et al., (2022) explaining that 

transformational leadership has a positive effect on employee job satisfaction. Another study conducted by Yanti et al., 

(2019) which showed that leadership does not have a significant effect on green behavior. Based on the formulation of 

the problem, review of the theoretical basis, and previous research that has been described, the conceptual framework can 

be described as follows. 

 

 

 

 

 



e-ISSN: 2961-712X 

Vol. 4 Issue 2, July-December 2025 

DOI:10.55299/ijec.v4i2.1527 https://ejournal.ipinternasional.com/index.php

/ijec 

 

 

 

1264  

Figure 1.1 

Conceptual Framework 

 

 

RESEARCH METHODS 

The type of data used in this study utilizes quantitative research methods. With the goal of obtaining data, data 

collection is the most vital step in any research. The data sources used in this study are primary data, obtained directly. 

Furthermore, this study used a sample drawn from the existing population, consisting of 60 employees. 

This study employed random sampling, which took all responses distributed through a pre-designed questionnaire. 

Furthermore, a Likert scale was used to measure the data. The Likert scale is used to measure the attitudes, traits, opinions, 

or perceptions of an individual or group of people regarding social phenomena. This scale measures the respondents' 

responses by asking them to indicate a score of 1, 2, 3, 4, and 5, representing the alternative answer choices. 

The data analysis technique used is data analysis, which is the next step after researchers obtain data to determine the 

validity of the data obtained. This study used path analysis with the assistance of data processing using the SmartPLS 4.1 

method. 

 

RESULTS AND DISCUSSION 

a. Partial Least Square (PLS) Model Scheme 

In this study, hypothesis testing uses the Partial Least Square (PLS) analysis technique with the smartPLS version 4 

program. The following is a schematic of the proposed PLS program model: 

Figure 1.2 

Partial Least Square (PLS) Model Scheme 

b. Outer Model or Measurement Model Evaluation 

In statistical analysis of data using the Smart PLS method, there are two analyses, namely the outer model and the 

inner model. 

1. Outer model analysis 

Outer model analysis is performed to ensure that the measurements used are valid and reliable. This analysis involves 

several calculations: 

a. Convergent validity is the factor loading value of a latent variable with its indicators. The expected value is > 

0.7. According to (Chin), an indicator is considered good if the factor loading value ranges from > 0.50 to 0.60. 

b. Discriminant validity is the cross-factor loading value that is useful for determining whether a construct has 

adequate discriminant power. This is done by comparing the value of the target construct to ensure it is greater 

than the value of the other constructs. 

c. Composite reliability is a measurement that if the reliability value is > 0.5 then the construct value has a high 
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reliability value. 

d. Average Variance Extracted (AVE) is the average variance that is at least 0.5. 

e. Cronbach alpha is a calculation to prove the results of composite reliability where the minimum value is > 0.60. 

 

1. Convergent Validity 

To test convergent validity, the outer loading or loading factor value is used. An indicator is considered to meet 

convergent validity in the good category if the outer loadings are > 0.50. The following are the outer loading values for 

each indicator in the research variables: 

Table 1.1  

Outer Loading 

Variables Indicator Outer Loading Note 

Green 

TransformationalLeadership 

(X) 

X1.1.1 

X1.1.2 

X1.1.3 

X1.2.1 

X1.2.2 

X1.2.3 

X1.3.1 

X1.3.2 

X1.3.3 

0.686 

0.804 

0.784 

0.718 

0.730 

0.765 

0.579 

0.650 

0.678 

Valid Valid 

Valid Valid 

Valid Valid 

Valid Valid 

Valid 

Employee's Eco- 

Friendly Behavior (Y) 

Y1.1.1 

Y1.1.2 

Y1.1.3 

Y1.2.1 

Y1.2.2 

Y1.2.3 

Y1.3.1 

Y1.3.2 

Y1.3.3 

Y1.4.1 

Y1.4.2 

Y1.4.3 

0.892 

0.866 

0.834 

0.846 

0.814 

0.760 

0.863 

0.799 

0.809 

0.876 

0.780 

0.936 

Valid Valid 

Valid Valid 

Valid Valid 

Valid Valid 

Valid Valid 

Valid 

Work Satisfaction (Z) Z1.1.1 

Z1.1.2 

Z1.1.3 

Z1.2.1 

Z1.2.2 

Z1.2.3 

Z1.3.1 

Z1.3.2 

Z1.3.3 

Z1.4.1 

Z1.4.2 

Z1.4.3 

Z1.5.1 

Z1.5.2 

Z1.5.3 

0.795 

0.536 

0.758 

0.654 

0.710 

0.818 

0.823 

0.780 

0.734 

0.767 

0.757 

0.795 

0.727 

0.729 

0.883 

Valid Valid 

Valid Valid 

Valid Valid 

Valid Valid 

Valid Valid 

Valid Valid 

Valid 

 

 

The results of the SmartPLS processing can be seen in the table above. The outer model value, or correlation 

between constructs and variables, has several indicators with values <0.7, but these values are close to the loading factor 

values, so they are still considered valid. 

 

2. DiscriminantValidity 

Discriminant Validity can be determined using the Average Variance Extracted (AVE) method for each indicator to 

have a criterion > 0.5 to be considered valid. 



e-ISSN: 2961-712X 

Vol. 4 Issue 2, July-December 2025 

DOI:10.55299/ijec.v4i2.1527 https://ejournal.ipinternasional.com/index.php

/ijec 

 

 

 

1266  

Table 1.2 Discriminant Validity 

 Average Variance Extracted 

(AVE) 

Information 

Green Transformational Leadership (X) 0.509 Valid 

Employee's Eco-Friendly Behavior (Y) 0.707 Valid 

Work Satisfaction (Z) 0.570 Valid 

 

Based on the data in table 1.2 above, it can be seen that the AVE value of the Green Transformational Leadership 

variable is > 0.5 with a value of 0.509, for the Employee's Eco-Friendly Behavior variable the value is > 0.5 with a value 

of 0.707, and for the Work Satisfaction variable is > 0.5 with a value of 0.570. This indicates that each variable has good 

discriminant validity. 

 

3. Composite Reliability Test 

Composite Reliability is the section used to test the reliability of variable indicators. A variable can be said to meet 

composite reliability if 

The composite reliability value of each variable is > 0.70. The following is the Composite Reliability value of each 

variable: 

 

Table 1.3 Composite Reliability 

 Composite Reliability Information 

Green Transformational Leadership (X) 

Employee's Eco-Friendly Behavior (Y) 

Work Satisfaction (Z) 

0.888 

0.964 

0.954 

Reliable 

Reliable 

Reliable 

 

Based on the data in table 1.3 above, it can be seen that the Composite Reliability value of the Green 

Transformational Leadership variable is > 0.7 with a value of 0.888, for the Employee's Eco-Friendly Behavior variable 

it has a value > than 0.7, namely 0.964, and for the Work Satisfaction variable it has a value > 0.7, namely 0.954. This 

shows that each variable has a Composite Reliability > 0.70, indicating that the variable is reliable. 

 

4. Cronbach's Alpha 

The Composite Reliability test above can be strengthened by using the Cronbach's Alpha value. A variable can 

be considered reliable if it has a Cronbach's Alpha > 0.70. The following are the Cronbach's Alpha values for each 

variable. 

Table 1.4 

Cronbach's Alpha 

 Cronbach's Alpha Information 

Green Transformational Leadership (X) 0.878 Reliable 

Employee's Eco-Friendly Behavior (Y) 0.962 Reliable 

Work Satisfaction (Z) 0.946 Reliable 

 

Based on the data in the table above, it can be seen that the Cronbach's Alpha value of the Green Transformational 

Leadership variable is > 0.7 with a value of 0.878, for the Employee's Eco-Friendly Behavior variable it has a value > 

0.7, namely 0.962, and for the Work Satisfaction variable it has a value > 0.7, namely 0.946. This shows that each variable 

has a Cronbach's Alpha > 0.70, indicating that the variable is reliable. 

 

c. Inner Model Evaluation 

Evaluation of this model was carried out using the Coefficient of Determination (R2) and Hypothesis Testing (Direct 

Effect and Indirect Effect), the following is the proposed PLS program model scheme: 
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Figure 1.3 Inner Model Evaluation 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

1. Coefficient Determination (R2) 

The coefficient of determination (R-square) is used to measure how much a dependent variable is influenced by other 

variables. Based on data processing using smartPLS 4, the R-square values are as follows: 

Table 1.5 Coefficient of Determination (R2) 

 

 R Square (R2) R Square 

Adjusted 

Employee's Eco-Friendly Behavior (Y) 

Work Satisfaction (Z) 
0.753 

0.563 

0.742 

0.557 

 

The R-Square table was used to examine the magnitude of the influence of the Green Transformational Leadership 

variable on Employee's Eco-Friendly Behavior, with a value of 0.753, which was stated as having a moderate value. Then, 

the R-square was used to examine the influence of the Green Transformational Leadership variable on Work Satisfaction, 

with a value of 0.563, which was stated as having a moderate value. 

 

2. Effect Size (F-Square) 

The F-Square (F2) value is used to determine the predictor variable (X) against the dependent variable (Y) and the 

connecting variable (Z). The F-Square value ranges from 0.02 ≤ F2 < 0.15 identifying that the variable has a weak 

influence, 0.15 ≤ F2 < 0.35 indicates that the variable has a moderate influence, and F2 ≥ 0.35 indicates that the variable 

has a high influence. The F-Square test value in this study is as follows: 

Table 1.6 F-Square Test 

 

 

 

Based on the results obtained, the F2 variable of Green Transformational Leadership on Work Satisfaction has a 

high influence, Work Satisfaction on Employee's Eco-Friendly Behavior has a moderate influence, Green 

Transformational Leadership on Employee's Eco-Friendly Behavior has a high influence, and Green Transformational 

Leadership on Employee's Eco-Friendly Behavior through Work Satisfaction as a mediator has a low influence. 

 

3. Predictive Relevance (Q Square) 

Predictive Relevance, or Q-Square, is used to measure how well a model produces observational values and its 

parameter estimates. A Q-square value greater than 0 (zero) indicates that the model has predictive relevance, while a Q-

square value less than 0 (zero) indicates that the model lacks predictive relevance. In the smartPLS program, predictive 

 F-Square 

Green Transformational Leadership (X)→Work Satisfaction (Z) 1,288 

Work Satisfaction (Z)  Employee's Eco-Friendly Behavior (Y) 0.186 

Green Transformational Leadership (X) Employee's Eco-Friendly 

Behavior (Y) 

0.496 

Green Transformational Leadership (X) x Work 

Satisfaction (Z)→Employee's Eco-Friendly Behavior (Y) 

0.009 
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relevance, or Q-Square, can be seen through the PLSpredict LV summary as follows: 

Table 1.7 Q-Square Test 

 Q-Square 

Employee's Eco-Friendly Behavior (Y) 

Work Satisfaction (Z) 

0.471 

0.500 

 

Based on the results obtained, it can be explained that the Q2 variable Employee's Eco-Friendly Behavior and the 

Work Satisfaction variable have a moderate influence, so it is concluded that these variables have relevant values. 

4. Hypothesis Testing 

Based on the data processing, the results can be used to answer the hypothesis in this study by examining r Statistics 

and P Values. The hypothesis is accepted if the P Value is <0.05. In this study, there are direct and indirect influences 

because there are independent variables, dependent variables, and intervening variables. In the smartPLS program, the 

results of the hypothesis test can be seen through the Path Coefficient Bootstrapping Technique as follows: 

 

Table 1.8 Hypothesis Testing 

  

Path Coefficient 

Original 

Sample 

(O) 

Sample 

Mean 

(M) 

Standard 

Deviation 

(STDEV) 

T 

Statistics 

P 

Values 

 

Information 

H1 

Green 

TransformationalLeadership 

(X)  Work Satisfaction 

(Z) 

 

 

0.750 

 

 

0.771 

 

 

0.076 

 

 

9,835 

 

 

0,000 

 

Significant 

 

H2 

Work Satisfaction 

(Z)  Employee's Eco-

Friendly Behavior (Y) 

 

0.349 

 

 

0.363 

 

 

0.212 

 

 

1,649 

 

 

0.099 

 

Not 

Significant 

 

H3 

Green 

TransformationalLeadership 

(X)  Employee's EcoFriendly 

Behavior 

(Y) 

 

 

0.833 

 

 

0.806 

 

 

0.064 

 

 

13,008 

 

 

0,000 

 

 

Significant 

 

H4 

Green 

TransformationalLeadership 

(X) x Work Satisfaction (Z)  

Employee's Eco- 

Friendly Behavior (Y) 

 

 

0.036 

 

 

0.034 

 

 

0.139 

 

 

0.257 

 

 

0.797 

 

Not 

Significant 

 

The t-statistic value of the direct influence of Green Transformational Leadership on Work Satisfaction has a P-

value <0.05 of 0.000. Therefore, it can be concluded that Green Transformational Leadership has a positive and significant 

effect on Work Satisfaction. 

The results of this study confirm that environmentally conscious transformational leadership has a positive and 

significant impact on employee pro-environmental behavior. With a positive sign on the value, it can be concluded that 

there is a unidirectional relationship between better levels of Green Transformational Leadership and increased Employee 

Green Behavior. This means that the better the level of transformational leadership that focuses on environmental 

sustainability, the more likely employees are to demonstrate behaviors that support environmental conservation efforts. 

From the test results above and in accordance with previous research results conducted by Cahyadi et al., (2023), 

Nurwahdah et al, 2022) and Gustiah et al, (2022) this study proves a positive relationship between Green Transformational 

Leadership practices and Employee Green Behavior. 

The t-statistic value of the influence of Work Satisfaction on Employee's Eco-Friendly Behavior has a P-value 

> 0.05 of 0.099. Therefore, it can be concluded that Work Satisfaction on Employee's Eco-Friendly Behavior has a 

positive and insignificant effect. 

The results of this research analysis indicate that Job Satisfaction has a positive and insignificant influence on 

Employee Green Behavior. A positive sign on the value indicates a unidirectional relationship between the level of job 

satisfaction of PT. Farm employees in Surabaya with an increase in Employee Green Behavior, however, the strength of 

green environmental employees in employees depends on how the employees agree with the way they see the situation 

in the Company. Therefore, job satisfaction is very necessary where if job satisfaction is very strong it can give rise to the 

nature of employees who have principles, attitudes, and care for the environment which results in the same understanding 

of the environment. 
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From the test results above and in accordance with previous research and discussions conducted by Trimono et 

al., (2019) Khitara et al., (2023) concluded that the job satisfaction variable has a positive effect on employee green 

behavior. 

The t-statistic value of the influence of Green Transformational Leadership on Employee's Eco-Friendly 

Behavior has a P-value <0.05 of 0.000. So it can be concluded that Green Transformational Leadership on Employee's 

Eco-Friendly Behavior has a positive and significant effect. 

The results of this research analysis indicate that the Green Transformational Leadership variable contributes 

positively and significantly to the level of Job Satisfaction. A positive sign on the value implies a unidirectional 

relationship, meaning that the better the level of Green Transformational Leadership applied to PT. Farm employees in 

Surabaya, the higher the level of job satisfaction they feel. This indicates that the adoption of environmentally conscious 

transformational leadership principles can have a positive impact on employee job satisfaction. Leaders who lead with a 

focus on environmental sustainability can create a supportive, inspiring, and motivating work environment, thereby 

increasing the level of job satisfaction within the organization. 

From the test results above and in accordance with previous researchers who are in accordance with the results 

of research conducted by Prasetyoal et al., (2021) and Supendy et al., (2012) define Green Transformational Leadership 

as having a significant effect on job satisfaction. 

The t-statistic value of the influence of Green Transformational Leadership on Employee's Eco-Friendly 

Behavior through Work Satisfaction has a P-value 

> 0.05 is 0.797. Therefore, it can be concluded that Green Transformational Leadership on Employee's Eco-

Friendly Behavior through Work Satisfaction has a positive and insignificant effect. 

The analysis of this study shows that Green Transformational Leadership has an insignificant effect on Employee 

Green Behavior through the mediation of Job Satisfaction. A positive sign on the value indicates a unidirectional 

relationship, which confirms that Green Transformational Leadership has an insignificant effect on Employee Green 

Behavior through increasing levels of Job Satisfaction. Therefore, these results do not support the hypothesis that Green 

Transformational Leadership has a significant effect on Employee Green Behavior through Job Satisfaction. 

The results of this study explain that the better, Green Transformational Leadership will increase Job Satisfaction 

ultimately impacting Employee Green Behavior, however based on the calculation of the hypothesis test obtained explains 

that the mediation role has no effect on this study. Therefore, Green Transformational Leadership can increase Employee 

Green Behavior directly, but Green Transformational Leadership will also increase Job Satisfaction and does not have a 

direct effect on increasing Employee Green Behavior. 

Based on the test results above, and in accordance with previous research by Nawangsari et al. (2019), green 

transformational leadership significantly influences job satisfaction. Meanwhile, according to Trimono et al. (2019), job 

satisfaction significantly influences employee green behavior. 

 

CONCLUSION 

From the research results and discussions that have been described, the following conclusions can be drawn: The 

improvement of Green Transformational Leadership in environmental preservation has resulted in increased Work 

Satisfaction of PT. Farm employees in Surabaya. Work Satisfaction has an insignificant effect on increasing Employee's 

Eco-Friendly Behavior of PT. Farm employees in Surabaya. The better Green Transformational Leadership in 

environmental conservation leads to an increase in Employee's Eco-Friendly Behavior of PT. Farm employees in 

Surabaya. Work Satisfaction is unable to mediate the influence of Green Transformational Leadership on Employee's 

Eco-Friendly Behavior of PT. Farm employees in Surabaya. From the research results and discussions that have been 

described, the following suggestions can be given: Green Transformational Leadership, which has been proven to have 

an impact on Work Satisfaction & Employee's Eco-Friendly Behavior, should be maintained as much as possible, and if 

possible, improved. The results of the hypothesis test which had no significant influence are recommended for further 

research by subsequent researchers. For further researchers, it is recommended to add other variables outside of this 

variable, in order to develop this research. 

 

 

REFERENCES 

Abanan, M. Z. R. (2024). Pengaruh Green Entrepreneur Orientation Terhadap Firm Performance Dengan Mediasi Green 

Innovation. Jurnal Kewirausahaan Dan Inovas, 3(2), 926–935. 

Abdullah. (2010). Komunikasi Organisasi dalam Perspektif Teori dan Praktek. Malang : UMM Press 

Agustia, D., Sawarjuwono, T., & Dianawati, W. (2019). The mediating effect of environmental management accounting 

on green innovation - Firm value relationship. International Journal of Energy Economics and Policy, 9(2), 299–

306. doi: 10.32479/ijeep.7438 

Alamsyah, V. U., Regista, C., Herry, G., & Wijaya, A. (2023). Enrichment : Journal of Management Examining the 

antecedent of green entrepreneurship intention in business university students case of Indonesia. Journal of 

Management, 13(2), 1153–1164. 

Andriyana, A. (2023). Pengaruh Budaya Organisasi, Kepuasan Kerja Dan Gaya Kepemimpinan Terhadap Kinerja 

Pegawai (Studi Pada BPJS Kesehatan Kantor Cabang Banjar). Jurnal Manajemen Dan Ekonomi Syariah, 1, 25– 

40. 

Aniqoh, N., Probosari, N., Sutanto, H., & Kunci, K. (2022). Pengaruh Green Training, Green Performance Management 



e-ISSN: 2961-712X 

Vol. 4 Issue 2, July-December 2025 

DOI:10.55299/ijec.v4i2.1527 https://ejournal.ipinternasional.com/index.php

/ijec 

 

 

 

1270  

, dan Green Employee Involvement terhadap Organizational Citizenship Behavior For Environment Pada 

Karyawan di Waroeng Pohon. Irwns, 13–14. 

Danuri, & Maisaroh, S. (2019). Metodologi penelitian. Yogyakarta : Samudra Biru Dewi, R. P., & Priyadi, M. P. (2016). 

Pengaruh free cash flow, kinerja keuangan 

terhadap earnings management dimoderasi corporate governance. Jurnal Ilmu dan Riset Akuntansi (JIRA), 5(2). 

Dewi, R., & Rahmianingsih, A. (2020). Meningkatkan Nilai Perusahaan Melalui Green Innovation Dan Eco-Effisiensi. 

Ekspansi: Jurnal Ekonomi, Keuangan, Perbankan Dan Akuntansi, 12(2), 225–243. doi: 

10.35313/ekspansi.v12i2.2241 

Du, Y., & Yan, M. (2022). Green Transformational Leadership and Employees’ Taking Charge Behavior: The Mediating 

Role of Personal Initiative and the Moderating Role of Green Organizational Identity. International Journal of 

Environmental Research and  Public Health, 19(7). https://doi.org/10.3390/ijerph19074172 

Fahmi, Irham (2014). Analisa Kinerja Keuangan. Bandung : Alfabeta 

Faiteh, A., & Mohammed, R. A. (2023). Economic value added: The best indicator for measuring value creation or just 

an illusion?. Investment Management & Financial Innovations, 20(1), 138. 

Fatoki, O. (2019). Green entrepreneurial orientation and firm performance in South Africa. Entrepreneurship and 

Sustainability Issues, 7(1), 247–262. doi: 10.9770/jesi.2019.7.1(19) 

Fitroh, M. A. A. (2019). Pengaruh Pendapatan, Harga dan Selera Masyarakat terhadap Permintaan Kartu BRIZZI 

PT.Bank Rakyat Indonesia(Studi pada Masyarakat di Kabupaten Tulungagung). 13–54. Greuning, Hennie Van. et 

al. 2013. International financial reporting standards : sebuah panduan praktis. Jakarta : Salemba Empat. 

Gupta, M., & Dharwal, M. (2022). Green Entrepreneurship and Sustainable Development: A Conceptual Framework. 

Proceedings. 49. 3603 – 3606, 49, 3603 – 3606. Retrieved from 

https://www.sciencedirect.com/science/article/abs/pii/S2214785321055863 

Gustiah, I. P., & Nurhayati, M. (2022a). The Effect of Green Transformational Leadership on Green Employee 

Performance through Green Work Engagement. Scholars Journal of Economics, Business and Management, 9(7), 

159–168. https://doi.org/10.36347/sjebm.2022.v09i07.002 

Gustiah, I. P., & Nurhayati, M. (2022b). The Effect of Green Transformational Leadership on Green Employee 

Performance through Green Work Engagement. Scholars Journal of Economics, Business and Management, 9(7), 

159–168. https://doi.org/10.36347/sjebm.2022.v09i07.002 

Hansen dan Mowen (2006). Akuntansi Manajemen, Jakarta, Penerbit Salemba Empat. 

https://sehatnegeriku.kemkes.go.id/baca/umum/20201212/0135971/pemerin tahupayakan-universal-health-

coverage-bagi-masyarakat-indonesia 

Hilman (2014). Akuntansi Biaya: Dasar dan Perkembangan. Edisi 7. Buku 1.Salemba Empat. Jakarta. 

Irfani, A. S. (2020). Manajemen Keuangan dan Bisnis: Teori dan Aplikasi. Gramedia Pustaka Utama. 

Jiang, W., Chai H., S. J., & Feng, T. (2018). Green entrepreneurial orientation for enhancing firm performance: A 

dynamic capability perspective. Journal of Cleaner Production, 198. 

Katz, I. M., Rauvola, R. S., Rudolph, C. W., & Zacher, H. (2022). Employee green behavior: A meta-analysis.  

Corporate Social Responsibility and Environmental Management, 29(5), 1146–1157. 

https://doi.org/10.1002/csr.2260 

Klein, S. A., & Rudert, S. C. (2021). If they don’t care, I won’t share: Feeling unrelated to one’s in-group increases 

selfishness instead of behavior for the greater good. European Journal of Social Psychology, 51(4–5), 773–783. 

doi: 10.1002/ejsp.2771. 

Larson, L. R., Stedman, R. C., Cooper, C. B., & Decker, D. J. (2015). Understanding the multi-dimensional structure of 

pro-environmental behavio. Journal of Environmental Psychology, 43, 112–124. doi: 

https://doi.org/10.1016/j.jenvp.2015.06.004 

Laurencia, S., & Alhazami, L. (2023). Pengaruh Strategic Supplier Partnership Dan Green Innovation Culture Terhadap 

Competitive Advantage Pada Global Supply Chain (Studi Kasus Pada Kosmetik XYZ). Indonesian Journal of 

Economy …, 3(2), 370–384. Retrieved from 

http://ijebef.escid.org/index.php/home/article/view/111%0Ahttps://ijebef.esc 

id.org/index.php/home/article/download/111/92 

Lee, D., Kang, S., & Shin, J. (2017). Determinants of pro-environmental consumption: Multicountry comparison based 

upon big data search. Sustainability (Switzerland), 9(2), 1–17. doi: 10.3390/su9020183 

Lumban Raja, V. N. (2022). Pro Environmental Behavior Intention. Bekasi: Google Cendekia.   Retrieved   from 

https://scholar.google.co.id/scholar?q=%22pro+environmental+behavior+i 

ntention%22&hl=id&as_sdt=0%2C5&authuser=1&as_ylo=2017&as_yhi= 2020 

Maharani, Z., & Sudibijo, Y. A. (2023). Pengaruh Green Innovation, Environmental Management Accounting

 Dan Environmental Strategy Terhadap Environmental Performance Dengan Code of Conduct Sebagai 

Pemoderasi. Jurnal Ekonomi Trisakti,  3(1), 1861–1870. doi: 10.25105/jet.v3i1.15580 

Mauledy, A., Sakti, S., & Kerinci, A. (2023a). The role of Green Human Resources Management as a Mediator of Green 

Transfortamtional Leadership and Green Servant Leadership Relations towards Green Creativity in Hotel and 

Tourism Services. 4(6). https://doi.org/10.31933/dijms.v4i6 

Meifany, A. (2023). Pengaruh Green Human Resource Management Terhadap Environmental Performance Dengan 

Proactive Pro-Environmental Behavior Sebagai Mediator. Skripsi. 

Notoatmodjo, Soekidjo (2003). Pendidikan dan Perilaku Kesehatan. Jakarta. Rineka Cipta. 2003 

https://doi.org/10.1002/csr.2260


e-ISSN: 2961-712X 

Vol. 4 Issue 2, July-December 2025 

DOI:10.55299/ijec.v4i2.1527 https://ejournal.ipinternasional.com/index.php

/ijec 

 

 

 

1271  

Novitasari, M., & Agustia, D. (2022). Assessing the Impact of Green Supply Chain Management, Competitive 

Advantage and Firm Performance in PROPER Companies in Indonesia. Operations and Supply Chain 

Management, 15(3), 395–409. doi: 10.31387/oscm0500355 

Oktaviani, R. F., & Pohan, H. T. (2017). Pengaruh Economic Value Added, Residual Income, Earnings, Operating Cash 

Flow Dan Operating Leverage Terhadap Return Saham Pada Perusahaan LQ 45. Jurnal Magister Akuntansi 

Trisakti, 4(1), 21-36. 

Pramudita, E. J., & Gunawan, A. W. (2023). Pengaruh Green Human Resource Management, Green Human Capital Dan 

Green Innovation Terhadap Environmental Performance Melalui Green Human Capital Dan Green Innovation 

Pada Pt Mitrakarya Cipta Gemilang. Glosains: Jurnal Sains Global Indonesia, 4(1), 21–40. doi: 

10.59784/glosains.v4i1.385 

Pronityastuti, M. (2017). The Effect Of Gender Differences on Pro Environmental Behavior In Directorate General 

Binapenta&Pkk, Ministry Of Manpower, 2016. Applied Microbiology and Biotechnology, 85(1), 21–27. 

Ramani, Rr. & Febrian, Erie (2005). Financial Value Added:Suatu Paradigma dalam Pengukuran Kinerja dan Nilai 

Tambah Perusahaan. Jurnal Akuntansi dan Keuangan, Volume 7, No.1, Mei 2005: 1-10. Universitas Kristen Petra. 

Rahayu, Armin, R., & Rudiyanto, M. A. (2023). Pengaruh Green Innovation terhadap Environmental Performance dan 

Copetitive Adventage. Bisman (Bisnis Dan Manajemen): The Journal of Business and Management, 6(2), 316–

323. Retrieved from http://www.nber.org/papers/w16019 

Rasyid, Nuraini (2013). Pengaruh Biaya Operasional Terhadap Kinerja Keuangan pada PT. Bank Negara Indonesia 

(Persero) Tbk Cabang Makassar”, 2013. 

Raiborn, C. A. dan M. R. Kinney (2011). Cost Accounting: Foundations and Evolutions. 7th Edition. Cengange 

Learning. Singapore. Terjemahan R.47 

Reeve, James. M. (2011). Pengantar Akuntansi Adaptasi Indonesia. Penerjemah Dian D. Jakarta: Salemba Empat. 

Rudianto. 2013. Akuntansi Manajemen Informasi untuk Pengambilan Keputusan Strategis. Jakarta: Erlangga. 

Sanford, R. A. (2009). The impact of activity-based costing on organizational performance. Dissertation Nova 

Southeastern University. 

Sartono, Agus (2008). Manajemen Keuangan Teori dan Aplikasi. Empat. Yogyakarta: BPFE. 

Sastrawan, I Putu & Latrini, Made Yenni (2016). Pengaruh Profitabilitas, Solvabilitas, Dan Ukuran Perusahaan Terhadap 

Audit Lag Pada Perusahaan Manufaktur. Jurnal Akuntansi Universitas Udayana, Vol 17.1, Oktober 2016, h. 312. 

Shatu, Yahya Pudin (2016). Kuasai Akuntansi Laba & Rugi, ISBN: Pustaka Ilmu Semesta. 

Sjafrizal (2008). Ekonomi Regional, Teori dan Aplikasi. Baduose Media, Cetakan Pertama. Padang. 

Steward, M. (1991). Animal Physiology. London : Thomson Litho Ltd. Subramanyam, K. R dan John J. Wild (2010). 

Analisis Laporan Keuangan. Edisi 10. Jakarta: Salemba Empat. 

Sulastomo (2007). Manajemen Kesehatan, Cetakan ketiga, PT Gramedia Pustaka Utama, Jakarta 

Sunandes, A. (2015). Pengaruh Risiko Keuangan Dan Pertumbuhan Perusahaan Terhadap Profitabilitas Dan Nilai 

Perusahaan Pertambangan Batubara Listing Di Bursa Efek Indonesia. Jurnal Kompilek, Vol. 7(No. 1 Juni 2015), 

1–16. 

Sundjaja, Inge Barlian (2003). Manajemen Keuangan. Jakarta: Literata Lintas Media Supriyono, R.A. (2001). Akuntansi 

Biaya : Pengumpulan Biaya dan Penentuan Harga Pokok. Buku Satu. Edisi Dua. Cetakan Dua Belas. Yogyakarta: 

BPFE 

Sutiman (2018). Pengaruh Biaya Operasional Terhadap Profitabilitas Studi Kasus pada PT. Gemilang Abadi. Jurnal 

Madani, Vol. 1 No. 2: 383-391. 

Tantri, S., & Yusbardini, Y. (2021). Pengaruh Economic Value Added Dan Free Cash Flow Terhadap Stock Price. Jurnal 

Manajerial Dan Kewirausahaan, 3(2), 481-490. 

Tarigan, Robinson (2005). Ekonomi Regional. Teori dan Aplikasi. Bumi Aksara. Jakarta. 

Thomas Johnson, H. (1991). Activity-based management: past, present, and future. 

The Engineering Economist, 36(3), 219-238. https://doi.org/10.1080/00137919108903046 

Turcas, M . (2011). The cashflow – Instrument for the company’s analysis and forecast. Bucharest, Academy of 

economic studies,. Bucharest: Academy of economic studies. 

Uno, M. B., Tawas, H., & Van Rate, P. (2014). Analisis kinerja keuangan, ukuran perusahaan, arus kas operasional 

pengaruhnya terhadap earning per share. Jurnal EMBA: Jurnal Riset Ekonomi, Manajemen, Bisnis dan Akuntansi, 

2(3). https://doi.org/10.35794/emba.2.3.2014.5656 

Weygandt, Kieso, Kimmel. (2010). Accounting Principles. (Seventh Edition). John United States of America: Wiley & 

Sons, Inc 

Wijaya, Harris H.. dan Lauw Tjun-Tjun. (2009). Pengaruh Economic Value Added Terhadap Tingkat Pengembalian 

Saham pada Perusahaan yang Tergabung dalam LQ-45. Jurnal Akuntansi, Vol. 1, No. 2, November; 180-200. 

Winarso, Widi (2014). Pengaruh Biaya Operasional Terhadap Profitabilitas (ROA) PT.Industri Telekomunikasi 

Indonesia”, Jurnal Ecodemica, Vol. 11, No. 2, September 2014: 261-269. 

Yam, J. H., & Taufik, R. (2021). Hipotesis Penelitian Kuantitatif. Perspektif: Jurnal Ilmu Administrasi, 3(2), 

96102.https://doi.org/10.33592/perspektif.v3i2.1540 

Yanti, & Nawangsari, L. C. (2019). Pengaruh Green Transformational Leadership dan Green Training Terhadap 

Sustainable Corporate Performance Melalui Employee Green Behaviour: Pendekatan Konsep. 219–226. 

Yoga Alfranssyah, M., Aziz Firdaus, M., Degita Aziz, A., Studi Manajemen, P., dan Bisnis, E., & Ibn Khaldun Bogor, 

U. (2023). Pengaruh Langsung dan Tidak Langsung Work Life Balance Terhadap Kinerja Karyawan Melalui 



e-ISSN: 2961-712X 

Vol. 4 Issue 2, July-December 2025 

DOI:10.55299/ijec.v4i2.1527 https://ejournal.ipinternasional.com/index.php

/ijec 

 

 

 

1272  

Kepuasan Kinerja pada Gemilang Realty Group. Indonesian Journal of Innovation Multidisipliner Research, 336 

Yunanto Adi Kusumo. (2008). Analisis Kinerja Keuangan Bank Syariah Mandiri Periode 2002-2007 (dengan 

pendekatan PBI No.9/1/PBI/2007). Jurnal Ekonomi Islam-La Riba, Vol.II, No.1, Hal: 109-130, Juli 2008. 

Zhang, B., Yang, L., Cheng, X., & Chen, F. (2021). How does employee green behavior impact employee well-being? 

An empirical analysis. International Journal of Environmental Research and Public Health, 18(4), 1–19. 

https://doi.org/10.3390/ijerph18041669y, 7(4). 

 


