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ABSTRACT 

This study investigates the impact of Green Human Resource Management (Green HRM) practices on green creativity, 
mediated by person-organization fit among employees in the adhesive industry in Surabaya, Indonesia. Data were 
collected from 130 employees of PT X using a structured questionnaire. The results indicate that Green HRM practices 
positively influence person-organization fit, which in turn significantly enhances green creativity. Although Green 
HRM practices do not have a direct effect on green creativity, they foster an environment that supports innovative 
thinking by aligning employee values with organizational goals. These findings suggest that organizations can 
enhance green innovation by implementing comprehensive Green HRM practices that strengthen person-
organization fit. This research contributes to the understanding of how Green HRM can be leveraged to promote 
sustainability and creativity within the manufacturing sector. 
 
Keywords: Green HRM Practices, Person-Organization Fit, Green Creativity 
 

INTRODUCTION 

Green creativity in green human resource management (Green HRM) focuses on the ability of 

employees to generate innovative ideas that support environmental sustainability, such as waste 

reduction and increased energy efficiency. This creativity is important for Green HRM because it 

helps organizations achieve sustainability goals while increasing competitiveness. Organizational 

factors such as leadership and the company's attitude toward ecological issues play an important 

role in fostering green creative thinking. Research on Green Creativity is increasingly urgent given 

the worsening global environmental crises, such as global warming, pollution, and biodiversity loss. 

In an era of increasing environmental awareness, companies need to balance profitability with 

nature conservation. Green HRM has emerged as a relevant approach, integrating human resource 

management practices with sustainability principles. This study aims to explore the concept of 

Green HRM, its implementation, and its impact on organizational and environmental performance. 

Green HRM emphasizes the role of employees as agents of change towards a better environment 

and will evaluate its impact in increasing employee participation in environmental sustainability, 

especially in the context of certain industries in Indonesia. 

This study specifically analyzes the implementation of Green HRM in the paint and adhesive 

industry, taking a case study at the Adhesive Industry Company in Surabaya. The aim is to measure 

the implementation of Green HRM in various aspects such as environmentally oriented 

recruitment, training, and performance evaluation, and its impact on employee creativity. This 

study also analyzes the role of Person-Organization Fit (PO Fit) as a mediating variable to 
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understand how the fit between individual and organizational values affects the relationship 

between Green HRM and green creativity. This is important considering that the paint and adhesive 

industry has great potential to contribute to environmental conservation. 

This study differentiates itself from previous studies by specifically focusing on Green 

Creativity and PO Fit in the context of manufacturing firms. Previous studies have focused on Green 

HRM aspects and their effects on employee performance or environmental aspects, with variables 

such as green leadership, quality of work life, and job satisfaction. This study uses Cognitive-

Affective Theory as a theoretical basis to understand the psychological mechanisms underlying the 

effects of Green HRM practices on Green Creativity, and focuses on the manufacturing industry, 

which has not been widely studied from this perspective. 

This study is motivated by the pressing global environmental crisis and highlights the 

important role of human resources in creating green innovation. By understanding the factors that 

influence Green Creativity and developing strategies to enhance it, this study is expected to 

contribute to the development of innovative solutions to environmental problems, improve 

organizational performance, and support sustainable development. This study also aims to fill the 

gap in the literature by examining the role of PO Fit as a mediator between Green HRM practices 

and Green Creativity, particularly in the manufacturing context. 

 

THEORETICAL REVIEW 

A. Green Human Resources Management Practices 

Green Human Resource Management is defined as all activities involved in developing, 

implementing, and maintaining systems to foster environmentally friendly behavior among employees 

of an organization (Romadhania et al., 2023). 

B. Person Organization Fit 

Donald and Pandey (2007), as cited by Astuti (2010) and Ayu (2017), define person-organization 

fit as the alignment between individuals and organizations, which exists when: a) there is at least a desire 

to meet the needs of the other party, or b) they have comparable basic characteristics. 

C. Green Creativity 

Green Creativity is the ability to generate innovative ideas that take into account environmental 

implications (Endang Sukarya et al., 2023). 

 

CONCEPTUAL FRAMEWORK 

The following conceptual framework was developed based on the theoretical foundations established 

by previous research, which serves as a guide for constructing the research model: 

H1: Implementation of Green HRM Practices has a positive influence on Person-Organization Fit. 

Figure 1 Conceptual Framework 
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H2: Person-Organization Fit has a positive influence on employees' Green Creativity in Adhesive Industry 

Companies in Surabaya. 

H3: Implementation of Green HRM Practices has a positive influence on employees' Green Creativity in 

Adhesive Industry Companies in Surabaya. 

H4: Green HRM practices mediate the relationship between Person-Organization Fit and employees' Green 

Creativity. 

 

RESEARCH METHODS 

A. Types of research 

A quantitative approach was adopted for this study that investigated the impact of Green HRM 

practices on green creativity through person-organization fit. This approach allows for the collection 

and statistical analysis of numerical data. Variables such as Green HRM practices, green creativity, and 

person-organization fit were measured quantitatively using valid and reliable scales. 

B. Population 

Employees of the Production Division at an Adhesive Industry Company in Surabaya are the 

population for this study. Using a saturated sampling technique, which includes all members of the 

population in the sample, this study surveyed all 130 employees of the division. 

C. Data collection 

Data for this study were collected using a self-designed questionnaire, a technique described by 

Sugiyono (2011) as providing written questions or statements to be answered by respondents. The 

scoring of the answers was done using a Likert scale, which, according to Sugiyono (2011), is used to 

measure the attitudes, opinions, and perceptions of individuals or groups regarding social phenomena. 

D. Data analysis 

The data analysis method used in this study is a quantitative analysis method using statistical 

analysis of structural equation models or SEM PLS (Structural Equation Model Partial Least Square). 

- Path Analysis:To test H2 (which, based on your previous input, I assume was intended to test a 

mediation effect, not just an indirect effect), the researchers used path analysis to examine the 

indirect effect of Green HRM on Green Creativity through Person-Organization Fit. 

- Interpretation of Results: 

a. If the regression coefficient for Green HRM practices in the multiple linear regression model is 

statistically significant and positive, then H1 is supported. 

b. If the indirect path from Green HRM to Green Creativity through Person-Organization Fit is 

statistically significant, then H2 (mediation hypothesis) is supported. 

 

RESULTS AND DISCUSSION  

A. Evaluation of Measurement Model / Outer Model 

Item validity was assessed using corrected item-total correlations to determine how well each 

item measures its intended variable. Convergent validity was then evaluated based on outer loadings. 

Although a threshold of 0.7 is preferred, outer loadings greater than 0.50 – 0.60 are considered 

acceptable to demonstrate convergent validity (Chin, 1998; as cited in Hock and Ringle, 2006: 195). SEM 

PLS 4 software was used to conduct the validity test. Details of the instrument testing results are 

presented below: 
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Table 1 Convergent Validity Test – Outer Loading 

Variables Item Corrected Correlation r Table Caption 

Green HRM Practices (X) 

X1.1.1 0.601 > 0.5 Valid 

X1.1.2 0.797 > 0.5 Valid 

X1.1.3 0.753 > 0.5 Valid 

X1.2.1 0.685 > 0.5 Valid 

X1.2.2 0.749 > 0.5 Valid 

X1.2.3 0.754 > 0.5 Valid 

X1.3.1 0.522 > 0.5 Valid 

X1.3.2 0.656 > 0.5 Valid 

X1.3.3 0.633 > 0.5 Valid 

X1.4.1 0.879 > 0.5 Valid 

X1.4.2 0.818 > 0.5 Valid 

X1.4.3 0.882 > 0.5 Valid 

Green Creativity (Y) 

Y1.1.1 0.848 > 0.5 Valid 

Y1.1.2 0.809 > 0.5 Valid 

Y1.1.3 0.758 > 0.5 Valid 

Y1.2.1 0.792 > 0.5 Valid 

Y1.2.2 0.788 > 0.5 Valid 

Y1.2.3 0.811 > 0.5 Valid 

Y1.3.1 0.864 > 0.5 Valid 

Y1.3.2 0.787 > 0.5 Valid 

Y1.3.3 0.911 > 0.5 Valid 

Y1.4.1 0.755 > 0.5 Valid 

Y1.4.2 0.685 > 0.5 Valid 

Y1.4.3 0.554 > 0.5 Valid 

Person Organization Fit (Z) 

Z1.1.1 0.762 > 0.5 Valid 

Z1.1.2 0.683 > 0.5 Valid 

Z1.1.3 0.678 > 0.5 Valid 

Z1.2.1 0.829 > 0.5 Valid 

Z1.2.2 0.832 > 0.5 Valid 

Z1.2.3 0.791 > 0.5 Valid 

Z1.3.1 0.724 > 0.5 Valid 

Z1.3.2 0.746 > 0.5 Valid 

Z1.3.3 0.795 > 0.5 Valid 

Z1.3.4 0.793 > 0.5 Valid 

Z1.4.1 0.761 > 0.5 Valid 

Z1.4.2 0.886 > 0.5 Valid 

Z1.4.3 0.780 > 0.5 Valid 

Source : Data processed by Smart-PLS 

The results presented confirm the validity of all items used to measure the three key variables in 

this study. Specifically, the corrected item-total correlations for all 12 items measuring Green HRM 

Practices, Green Creativity, and Person-Organization Fit were found to be greater than the r-table value 

of 0.5. This provides strong evidence that the questionnaire items effectively measure the intended 

constructs. 

Table 2 Convergent Validity Test – Average Variant Extracted (AVE) 

Variables Average Variance Extracted (AVE) Information 

Green HRM Practices (X) 0.617 Valid 

Green Creativity (Y) 0.602 Valid 

Person Organization Fit (Z) 0.540 Valid 

Source : Data processed by Smart-PLS 

The Average Variance Extracted (AVE) results (see table) show that all variables have 

discriminant validity above 0.50. Green HRM Practices has an AVE of 0.617, Green Creativity has an AVE 
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of 0.602, and Person-Organization Fit has an AVE of 0.540. Therefore, all variables are considered valid. 

Furthermore, reliability testing is carried out on all variables in this study. 

Table 3 Composite Reliability Test 

Variables Composite Reliability Information 

Green HRM Practices (X) 0.933 Reliable 

Green Creativity (Y) 0.946 Reliable 

Person Organization Fit (Z) 0.953 Reliable 

Source : Data processed by Smart-PLS 

The results of the table above confirm the high reliability of all variables, with composite 

reliability values well above the commonly accepted threshold of 0.7. Green HRM Practices achieved a 

composite reliability of 0.933, Green Creativity achieved 0.946, and Person-Organization Fit obtained 

0.953. 

Table 4 Cronbach's Alpha 

Variables Cronbach's Alpha Critical Value Information 

Green HRM Practices(X) 0.920 > 0.60 Reliable 

Green Creativity(Y) 0.942 > 0.60 Reliable 

Person Organization Fit(Z) 0.945 > 0.60 Reliable 

Source : Data processed by Smart-PLS 

As presented in Table 4, the Cronbach's alpha coefficient for each variable exceeded the 

commonly accepted threshold of 0.70, indicating satisfactory internal consistency. Specifically, Green 

HRM Practices (X) yielded a Cronbach's alpha of 0.920, Green Creativity (Z) yielded 0.953, and Person-

Organization Fit (Y) yielded 0.933. These findings confirm that the questionnaire items designed to 

measure each variable are reliable and suitable for further analysis. 

B. Evaluation of Structural Model / Inner Model 

In analyzing the structural model (inner model), the coefficient of determination (R²), which 

measures the proportion of variance in the dependent variable explained by the independent variables, 

will be presented. The R² value ranges from 0 to 1, with the following interpretation criteria: 

- 1 – 0.75  : Substantial/Strong 

- 0.74 – 0.5  : Moderate/Currently 

- 0.49 – 0.25 :Weak 

Figure 2 Inner Model 
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The results of this study are as follows: 

Table 5 R-Square 

Variables R Square R Square Adjusted 

Green Creativity (Y) 0.808 0.803 

Person Organization Fit (Z) 0.518 0.514 

Source : Data processed by Smart-PLS 

The coefficient of determination (R²) reveals the predictive power of the research construct as 

follows: 

a. Green HRM Practices and Person-Organization Fit predict 80.8% (R² = 0.808) of the variance in 

Green Creativity. The remaining 19.2% of the variance is predicted by other unmeasured variables. 

b. Green HRM practices predict 51.8% (R² = 0.518) of the variance in Person-Organization Fit. 

The remaining 48.2% of the variance is attributed to other variables not included in the model. 

In path analysis, F-square (F²) is used as a measure of effect size to determine the substantive 

impact of a variable. The magnitude of the effect is interpreted based on the F² value, with the following 

guidelines: 

- 0.02 ≤ F² < 0.15 represents a small effect 

- 0.15 ≤ F² < 0.35 represents a moderate effect. 

- F² ≥ 0.35 represents a large effect 

Table 6 Path Coefficient – Direct Effect 

 F-Square 

Green HRM Practices (X) -> Person Organization Fit (Z) 1,074 

Person Organization Fit (Z) -> Green Creativity (Y) 0.164 

Green HRM Practices (X) -> Green Creativity (Y) 1,094 

Green HRM Practices (X) x Person Organization Fit (Y) -> Green Creativity (Y) 0.003 

Source : Data processed by Smart-PLS 

As shown in the table above, the F² value indicates the following interpretation of effect sizes: the 

impact of Green HRM Practices (X) on Person-Organization Fit (Z) is substantial (large effect); the impact 

of Person-Organization Fit (Z) on Green Creativity (Y) is moderate (medium effect); the direct impact of 

Green HRM Practices (X) on Green Creativity (Y) is also substantial (large effect); and the interaction 

between Green HRM Practices (X) and Person-Organization Fit (Y) has a small effect on Green Creativity 

(Y). 

Table 7 Q-Square 

 Q-Square 

Green Creativity (Y) 0.660 

Person Organization Fit (Z) 0.482 

Source : Data processed by Smart-PLS 

The results obtained from the above-mentioned data lead to the conclusion that Q2, which relates 

to the variables Green Creativity and Person-Organization Fit, shows a substantial influence, thus 

confirming the relevance of these variables. The following is an in-depth analysis of the influence 

between the variables according to the proposed hypothesis: 

H1 : Implementation of Green HRM Practices has a positive influence on Person-Organization Fit. 

 

Hypothesis testing revealed a significance level of 0.000, which is lower than the set alpha level of 0.05. 

Consequently, the null hypothesis (H0) is rejected, and the alternative hypothesis (H1) is supported, 

indicating a statistically significant positive effect of Green HRM Practices on Person-Organization Fit. Green 

HRM Practices encompass human resource management strategies that prioritize environmental 

considerations. These practices include initiatives such as providing training to employees on environmental 
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issues, implementing energy conservation programs, using environmentally sustainable raw materials, and 

engaging in socially responsible activities. The ultimate goal is to foster a sustainable and socially responsible 

work environment. Consequently, effective implementation of Green HRM Practices has the potential to 

enhance the fit between individual and organizational values (Person-Organization Fit). Individuals with 

strong environmental values are more likely to be attracted to organizations that demonstrate similar 

commitments. In addition, well-implemented Green HRM Practices can contribute to increased employee 

motivation, engagement, and improved quality of work life. Furthermore, a positive organizational 

reputation associated with Green HRM can attract talented individuals and strengthen employee 

commitment to the organization. The findings of this study provide strong evidence to support the assertion 

that Green HRM Practices can positively influence Person-Organization Fit, thereby contributing to improved 

employee well-being and organizational performance. 

 

H2 : Person-Organization Fit has a positive influence on employees' Green Creativity in Adhesive 

Industry Companies in Surabaya. 

 

Hypothesis testing yielded a significance level of 0.000, which is lower than the predetermined alpha 

level of 0.05. Consequently, the null hypothesis (H0) is rejected, and the alternative hypothesis (H1) is 

supported, confirming the statistically significant effect of Person-Organization Fit on Green Creativity. A 

strong sense of person-organization fit can serve as an important catalyst for fostering green creativity in an 

organizational environment. When employees perceive a fit between their individual values and those 

espoused by the organization, particularly regarding environmental sustainability, they are more likely to be 

motivated to contribute to environmentally conscious innovation. Therefore, person-organization fit fosters 

an environment conducive to the development of green creativity. Employees who experience a strong 

connection with the organization and its values demonstrate increased proactivity in seeking innovative 

solutions to environmental challenges. In short, person-organization fit is a fundamental foundation for 

building an innovative and sustainable organizational culture. 

 

H3 : The implementation of Green HRM Practices has a positive influence on the Green Creativity of 

employees in Adhesive Industry Companies in Surabaya. 

 

The hypothesis testing yielded a significance level of 0.019, which is lower than the predetermined 

alpha level of 0.05. Consequently, the null hypothesis (H0) is rejected, and the alternative hypothesis (H1) is 

supported, confirming the statistically significant effect of Green HRM Practices on Green Creativity. Well-

implemented Green HRM Practices can serve as a catalyst for the development of green creativity in 

organizations. When employees perceive a fit between their individual values and the values of an 

environmentally focused organization, they are more likely to be motivated to pursue innovative solutions 

that minimize environmental impacts. Green HRM practices can foster a work environment that is conducive 

to the development of green creativity. By providing employees with opportunities to participate, offering 

support for their ideas, and recognizing and rewarding their initiatives, organizations can effectively 

maximize the creative potential of their workforce in addressing environmental challenges through 

innovative solutions. 

 

H4 : Green HRM practices mediate the relationship between Person-Organization Fit and employees' 

Green Creativity. 

 

Hypothesis testing yielded a significance level of 0.848, which exceeded the set alpha level of 0.05. 

Consequently, the null hypothesis (H0) was retained, and the alternative hypothesis (H1) was rejected, 
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indicating that Green HRM Practices do not have a statistically significant effect on both Person-Organization 

Fit and Green Creativity. Although the theoretical framework suggests a positive relationship between Green 

HRM Practices and both Person-Organization Fit and Green Creativity, empirical evidence does not always 

support this relationship. Some potential explanations for this finding include inconsistencies in 

implementation, variations in employee perceptions, and contextual factors such as organizational culture, 

organizational structure, and prevailing market conditions. These findings suggest that the interaction 

between Green HRM Practices, Person-Organization Fit, and Green Creativity is multifaceted and dependent 

on a variety of variables. Despite the recognized potential of Green HRM Practices to improve organizational 

performance and promote environmental sustainability, successful implementation is highly dependent on 

the specific organizational context and the way these practices are implemented. 

 

CONCLUSION 

This study investigates the impact of Green HRM practices on green creativity, mediated by person-

organization fit. The findings reveal a significant positive relationship between Green HRM practices and 

person-organization fit, indicating that organizational efforts to adopt environmentally friendly practices 

effectively enhance employee alignment with organizational values. This suggests that when companies 

prioritize and implement green initiatives in their human resource management, employees are more likely 

to perceive a fit between their personal values and organizational values. 

Furthermore, a significant positive relationship was found between person-organization fit and green 

creativity. This suggests that employees who feel a strong fit with the organization are more likely to generate 

innovative and environmentally conscious ideas. This highlights the importance of fostering a sense of 

belonging and shared values within the organization, as it directly contributes to employees’ willingness and 

ability to contribute to green initiatives through creative solutions. 

Although the direct effect of Green HRM practices on green creativity was not supported in this 

particular context, this study established an indirect positive effect of Green HRM practices on green 

creativity through the mediating role of person-organization fit. This key finding suggests that although Green 

HRM practices may not directly enhance employees’ green creativity, they indirectly foster it by enhancing 

person-organization fit. Therefore, for optimal results in promoting green creativity, organizations should 

focus on a combined approach of implementing comprehensive Green HRM practices along with strategies to 

enhance person-organization fit. This integrated approach is essential to maximize employee engagement in 

environmental sustainability efforts. 

 

RECOMMENDATION 

Based on the analysis and discussion that has been conducted, the researcher provides several suggestions 

that can contribute to the company and further research, so that they can be additional references as empirical 

evidence, especially on variables with similarities. 

1. The results of this study can be used as a reference for further research in exploring the relationship 

between Green HRM Practices, Person-Organization Fit, and Green Creativity by considering other 

moderating or mediating variables. 

2. Strengthen the Implementation of Green HRM Practices by conducting open and transparent 

communication regarding the objectives and benefits of Green HRM Practices. This is essential to building 

employee support. Also, conduct regular evaluations of the effectiveness of the Green HRM Practices 

program and make improvements if necessary. 

3. Improve Person-Organization Fit by conducting effective socialization to introduce new employees to the 

organization’s culture and values. Focus on Green Creativity by creating an organizational culture that 

encourages employees to continuously innovate and find creative solutions to environmental problems. 
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