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Citizenship Behavior organizational commitment and green organizational culture on organizational

citizenship behavior. The third is to analyze the effect of green organizational
culture and green rewards on organizational citizenship behavior through
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2022 organizational citizenship behavior, the higher the organizational commitment, the

higher the organizational citizenship behavior. The results of further hypothesis

testing showed that green organizational culture and green rewards have a positive

effect on organizational citizenship behavior through organizational commitment.
INTRODUCTION

Green Human Resources Management (GHRM), known as "environmental” human
resource management, is considered an essential tool for the successful implications of
organizational sustainable development strategies (Renwick, Redman, & Maguire, 2013).
The pursuit of GHRM can be found on a global scale. Because it not only benefits
organizations in terms of environmental performance (Kim, Kim, Choi, & Phetvaroon,
2019) and sustainable performance (Zaid, Jaaron, & Talib Bon, 2018), but it also stimulates
employees to engage in green activities and produce green ideas, particularly in the
workplace (Emilisa & Lunarindiah, 2020).

One of the impacts of GHRM is organizational commitment (Pham, Tuc¢kové, & Phan,
2019). Organizational commitment is a psychologically-based relationship between an
employee and the organization that entails a commitment to stay with the company.
Employees have an emotional link to the organization, which leads to their willingness to
persist and continue to create social interactions within the organization. This loyalty is
referred to as commitment. By establishing a psychological relationship between the
organization and its employees, the existing GHRM will influence employee attitudes and
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behavior. Companies can grow their employees' commitment to utilize GHRM. It can
stimulate employee behavior and abilities to increase the corporate's competitive advantage
(Emilisa & Lunarindiah, 2020).

GHRM, in addition to organizational commitment, affects organizational citizenship
behavior (Pham, Tuckova, & Chiappetta Jabbour, 2019). Hence, organizational citizenship
behavior can be defined as "individual and discretionary social activity that is not explicitly
acknowledged by the formal incentive system but contributes to the organization's more
successful environmental management™ (Boiral, 2009). Discretionary conduct is not
described in job descriptions, yet it contributes to the sustainability of businesses and
society by combining the efforts of individual employees (Lamm, Tosti-Kharas, &
Williams, 2013).

The role of OCB is also critical in the service industry, such as hotels to improve
employee performance can also improve customer happiness. At the hotel royal
ambarrukmo, GHRM behavior is being implemented to reduce plastic waste, food waste,
waste, and air pollution. Food waste is processed into fertilizer for vegetables planted in the
hotel's yard, and the produce from these plants is used as raw material for dishes in one
tangible form. The impact of green human resources management, which includes green
organizational culture and green rewards, on organizational commitment and organizational
citizenship behavior at Hotel Royal Ambarukmo Yogyakarta is redeveloped based on the
above description.

The purpose of this study were to analyze first the effect of green organizational culture
and green rewards on organizational commitment. The second is to analyze the effect of
organizational commitment and green organizational culture on organizational citizenship
behavior. The third is to analyze the effect of green organizational culture and green
rewards on organizational citizenship behavior through organizational commitment.

Many scholars have researched green human resource management; Ahmad (2015), for
example, explored GRHM policies and practices. Masri & Jaaron (2017), evaluated GRHM
techniques in the Palestinian manufacturing sector. This study adds value by identifying,
prioritizing, and validating GHRM practices that influence EP in manufacturing firms. The
approach described here provides significant insights into how manufacturing companies
can strategically link their HR activities to support their EP, which is required for
competitive advantage. Kodua et al., (2022), on the other hand, investigated the challenges
of GHRM implementation in developing countries. Their study looked into the major
roadblocks to green human resource management (GHRM) implementation in Ghanaian
businesses. Seventeen barriers were discovered and grouped into five major categories. By
studying and assessing GHRM implementation challenges in a developing country scenario,
their paper adds to the current green human resource management literature. Their research
equips policymakers and practitioners with the knowledge they need to develop effective
policies to address environmental innovation barriers and encourage GHRM adoption in
Ghana and other similar economies.
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This research will be beneficial for the development of green human resources
management since this study will focus on analyzing GHRM through green orgnizational
culture, green reward, organzational citizenship behavior and organizational commitment at
corporation.

Literature Review

Social Exchange Theory

According to this notion, employees establish high-quality relationships as a result
of whom they interact with, how they interact, and what they encounter (Cropanzano &
Mitchell, 2005). Social Exchange Theory (SET) is the most important conceptual
framework in organizational behavior. Exchange rules and norms, resource exchange,
and emerging relationships are the core concepts of the SET framework. Investing in
HRM strategies and systems helps employees feel better about the company. Employees
and their organizations form strong psychological bonds as a result of high-performing
and compliant HRM practices. The process of social interaction is critical for people and
communities to deepen their bonds (Cropanzano & Mitchell, 2005).

Green Human Resources Management

One of the responsibilities of a human resources professional is to get support from
employees to implement environmentally friendly initiatives (Mishra, 2017). Ahmad
(2015) emphasizes the role of human resources in engaging employees and promoting
practices such as carpooling, recycling, and energy conservation.

Green Organizational Culture

Environmentally friendly culture, pro-environmental culture, green consciousness,
sustainability culture, Triple Bottom Line (TBL), sustainability culture, and broadly
corporate social responsibility are terms used to describe green workplace culture (Tahir,
et al., 2015). Green organizational culture refers to a combination of beliefs, symbols,
assumptions, and organizational artifacts that reflect an organization's commitment or
desire to be environmentally conscious (Harris & Crane, 2002).

Green Compensation Reward System

Employees are rewarded for their performance through the strategic HRM procedure
of compensation and reward. This HRM approach is the most effective way of
integrating individual and corporate goals (Mandago, 2018). Employees' attention in the
workplace can be influenced by rewards and incentives, which can inspire them to put up
their best efforts to fulfill company goals.

Organizational Commitment

Organizational Commitment by Robbins & Judge (2014) is defined as the condition
of employees in siding with one company and taking sides with the company's goals and
the employee's desire to remain as members of the company. On the other hand, Kreitner
& Kinicki (2014) defined organizational commitment as an employee's recognition of the
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company and dedication to its goals. Additionally, organizational commitment is a
behavioral dimension that can be used to assess employee tendencies, identify relatively
strong company involvement, and determine the employee's desire to remain a member
of the company. In addition, be willing to work hard to achieve the company's goals and
accept official company norms.

Organizational Citizenship Behavior

Organizational Citizenship Behavior (OCB) is behavior that does not aim to fulfill
one's interests but always prioritizes the interests of others to create welfare for others.
Good organizational citizens as employees who perform numerous behaviors that lead to
the formation of effective functions inside the company. These actions are not explicitly
requested or volunteered, and they are not publicly compensated.

Hypotheses Development

Green Human Resource Management is generally defined as the HRM aspect of
environmental management (EM) (Renwick et al., 2013). At the same time, GHRM can
be seen as new research that aims to understand environmental management through the
placement of HRM practices within organizations (Jabbour et al., 2013). In the context of
GHRM, Ren et al. (2018) argue that GHRM practices can increase environmental
commitment at the employee level. The development of an environmentally oriented
cultural system can stimulate employees to undertake green projects. Several studies
have proven that green organizational culture affects organizational commitment, such as
Ren et al. (2018) (Pham, Tuckova, & Phan, 2019). These results are supported by
research (Emilisa & Lunarindiah, 2020) and Zee et al. (2012). Based on the description
above, then:
H1: green organizational culture has a positive effect on organizational commitment

Reinholt et al. (2011) found an interactive effect of HRM practices on organizational
performance, particularly HRM outcomes. A study conducted by Forman & Jrgensen
(2001) on the importance of employee participation in environmental programs observed
that employees' commitment to environmental management programs increased when
they were offered compensation for taking on tasks concerning environmental
responsibilities. HRM aims to encourage employees through a green reward policy,
which is considered as an extrinsic component that influences employee intrinsic
motivation favorably (Bos-Nehles et al., 2013). When a company focuses on green-
oriented management, it provides possibilities for employees to participate in
environmental activities and establish green systems (Renwick et al., 2013) (e.qg. training,
appraisal, rewards, etc.). Several studies have shown that green rewards affect
organizational commitment, such as Ren et al. (2018), (Pham, Tuckova, & Phan, 2019),
(Rawashdeh, 2018). Based on the description above, then:

H2: green reward has a positive effect on organizational commitment

Audi Norma Sari Putri, Zainal Mustafa E. Q | http;/devotion.greenvest.co.id



[The Effect of Green Organizational Culture and Green Reward on

Organizational Citizenship Behavior with Organizational

N0 BN PR TR bk Commitment as Intervening Variables |

The importance of developing organizational citizenship behavior (OCB) is
inextricably linked to employees' commitment to the company. One of the characteristics
that influence Organizational Citizenship Behavior (OCB) is organizational commitment
(Gautam et al., 2005). OCB can arise from various circumstances in the organization,
including commitment (Robbins & Judge, 2014). In the context of GHRM basically,
irresponsible human activities in the work environment can contribute to environmental
damage around the organization (Ones & Dilchert, 2012). GHRM can be used as an
approach to create behavior and responsibility from employees in conserving nature and
the environment (Cherian & Jacob, 2012). The results of the research (Pham, Tuckova,
& Chiappetta Jabbour, 2019) and (Pham, Tuckova, & Phan, 2019) there is a relationship
between commitment and OCB in the GHRM framework. Meanwhile (Jehanzeb, 2020)
proves organizational commitment affects OCB. Based on the description above, then:
H3: organizational commitment has a positive effect on organizational citizenship
behavior

Green Organizational Culture is a set of values, symbols, assumptions, and
organizational artifacts that reflect the obligation or desire to try to be an
environmentally friendly organization (Harris & Crane, 2002). Employee-owned
organizational citizenship behavior (OCB) develops in tandem with the process of
socializing the organization's values when employees can have the company's values,
and then the employee has service values, resulting in the appearance of OCB on the
employee. A strong organizational culture can support the sense of belonging creation
among employees, which must be matched by organizational commitment for the culture
to persist.

H4: green organizational culture affects organizational citizenship behavior through
organizational commitment

According to Ramus (2002), rewards and compensation can influence employees'
attention maximally in the workplace and motivate them to exert maximum efforts on
their part to achieve organizational goals. Likewise, OCB is a deep individual
contribution that exceeds the demands of the role in the organization and is rewarded by
the company. OCB involves several behaviors including helping others, volunteering for
extra tasks, obeying the rules and procedures that apply in the company.

H5: green rewards affect organizational citizenship behavior through organizational
commitment
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Figure 1. Framework of Hyphotesis Development
Sources: Renetal. (2018), Jehanzeb, (2020), Ramus (2002)

METHOD RESEARCH
Population and Research Sample

The populations in this study were all employees who worked at the Hotel Royal
Ambarrukmo Yogyakarta, amounting to 160 people. The purposive sampling method was
used, which included Royal Ambarrukmo hotel employees in all departments who had
worked for at least one year or more because the experience possessed by the employees
was sufficient for an evaluation of the employee's green behavior and OCB behavior. The
number of samples in this study used 105 respondents to meet the number of samples using
the calculation of 5 variables multiplied by 21 statement items on the questionnaire with a
scale of 105: 1287 = 0.082. The consideration for taking the sample is that the number of
samples used in factor analysis is 5 times the number of indicators used by Hair Jr et al.
(2010).

Research variable
Green Organizational Culture Variable (X1)

Green Organizational Culture is a set of values, symbols, assumptions, and
organizational artifacts that reflect the obligation or desire to try to be an
environmentally friendly organization. Hotels prioritize Environmental performance,
environmentally sound vision, and mission. Corporate provides employees insights into
environmental management ideals. There is a risk if top management does not comply
with environmental management, and top management supports environmental practices
are all characteristics of a green corporate culture.

Green Reward Variable (X2)

The green reward is a method that motivates people to engage in environmental
management activities that help them reach their environmental goals. Green reward
indicators are employees are rewarded for innovative environmental performance,
employees are given monetary rewards based on environmental performance, and the
hotel's environmental performance is publicly recognized.
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Organizational Commitment Variable (Y1)

Organizational commitment is the condition of employees in siding with one
company and in favor of the company goals and the desire of employees to survive as the
company members. There are several indicators of organizational commitment
assessment with the GHRM approach, namely the level of employee concern for hotel
environmental problems. Second, if hotel employees do not support environmental
efforts, they feel guilty. The third is the meaning of hotel environmental care for
employees. Fourth is an obligation to support hotel environmental efforts. The fifth is the
belief that the issue with the hotel atmosphere is due to the personnel. Sixth is to feel that
employees are personally bound by concern for the hotel environment. Seventh is
appreciating the efforts of the hotel environment.

Organizational Citizenship Behavior (Y2) Variable

Organizational Citizenship Behavior (OCB) is behavior that does not aim to fulfill
one's interests but always prioritizes the interests of others to create welfare for others.
There are several indicators of OCB with the GHRM approach, first encouraging other
employees to adopt more environmentally conscious behavior. Second is employees
volunteering for projects or activities that deal with hotel environmental problems. The
third is to improve information about the hotel's environmental efforts. Fourth,
employees make new policy recommendations that can help improve hotel
environmental performance and protection. Fifth, employees volunteer their time to
assist colleagues in taking environmental actions that benefit the hotel's image.

Research Instrument Test

Two tests were performed in this study to test the research instrument: the validity test
and the reliability test. The validity test shows the extent to which the score/value/
measurement obtained states the observation results to be measured. A validity test is used
to measure the validity or validity of the questionnaire used on the indicators that make up
the construct of the research variables. If the questions on a questionnaire can reveal
something that will be measured by the questionnaire, it is said to be valid. Validity test
using Pearson correlation test. If the significance value is <0.05, the questionnaire is
declared valid.

A reliability test is a tool to measure a questionnaire, which is an indicator of a variable
or construct. It is used to measure the consistency of the instrument sequentially. Reliability
shows the accuracy, consistency, and accuracy of a measuring instrument in measurement.
Each measuring device must have the ability to provide relatively consistent measurement
results over time, so the questionnaire is stated reliably. Cronbach's Alpha can be used to
assess a construct's dependability; if the Cronbach alpha value is more than 0.6, the
construct is considered dependable (Ghozali & Latan, 2012).
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Data Analysis Method
Descriptive Statistical Analysis
Descriptive statistical analysis techniques are statistics used to analyze data by
describing or describing the data that has been collected as it is without intending to
make generally accepted conclusions or generalizations (Sugiyono, 2019). This analysis
is a description that explains the identity of the respondent.

Path Analysis
Path analysis is a technique to measure the influence of independent variables and/or
moderating variables on the dependent variable in this study. The models in this path
analysis are:
Y1 = b1X1 + b2X2
Y2 = b4X1 + b5X2 + b3Y1

Where:

b = path coefficient of the variables X and Y
X1 = Green Organizational Culture

Xa = Green Reward

Y1 = Organizational Commitment

Y, = Organizational Citizhenship Behavior

e = error

T-test

Hypothesis testing uses path analysis coefficient testing using a t-test. The t-test test
to test the variable coefficients in path analysis is
1. Determining Hoand H ;
Ho: bl = 0: there is no influence of the independent variable on the dependent
variable.
H 1: b1 0: there is an effect of the independent variable on the dependent variable

2. Determining the Level of significant (a)
The level of significance (o) was determined by the researcher himself based on the
difficulty level of data collection. The real level used is usually 5% (0.05).

3. Define test criteria
H o is accepted if the significance > 0.05
H o is rejected if the significance of 0.05

4. Statistical test value test

5. Making conclusions
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Coefficient of Determination Test (R ?)

The coefficient of determination depicts the percentage of independent factors'
influence on the dependent variable's value. The magnitude of the coefficient of
determination is from 0 to 1. The effect is smaller the closer the independent variable is
to zero; on the other hand, the closer the independent variable is to one, the larger the
influence of the independent variable on the dependent variable.

Hypothesis Testing with Simultaneous Test (F Test)
The F test is used to determine whether or not a model meets the model's feasibility.
The statistical test procedure is as follows:
1. Determining the formulation of the hypothesis
H o: the model does not meet the feasibility of the model
H 1: the model meets the feasibility of the model

2. Determining the level of significance (a) and the level of significance used is
usually 5%.

3. Determining the test statistic value
Statistical test using F-test

4. Define test criteria
H o is accepted if Sig. F 0.05 or 5%
H o is rejected if Sig. F < 0.05 or 5%

Indirect Influence
The indirect impact is a method for assessing causal links in path analysis where the
independent variable influences the dependent variable both directly and indirectly
(Sunyoto, 2012). This study uses a two-way analysis model. The two-way analysis
model involves two dependent variables, namely X (organizational commitment) and Y
(organizational citizenship behavior).
The following measures will be taken to prove the mediation hypothesis in this
study:
1. The influence of Green Organizational Culture on Organizational Citizenship
Behavior through indirect Organizational Commitment and the total influence can
be formulated as follows:

Indirect effect: X 1toY1toY 2 = b1xb3
Total: X1toY1toY2 = (bl1xb3) + b4

2. The effect of green rewards on Organizational Citizenship Behavior through
indirect Organizational Commitment and the total effect can be formulated as
follows:

Indirect ef fect X2toY1toY2 = b2 x b3
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Total: X2toY1ltoY2 = (b1xb3) + b5

RESULT AND DISCUSSION
Result

Testing the validity of the research variable instrument from all respondents obtained a
significance value of <0.05 so that the test results show that all items of the information
technology convenience variable instrument are valid. Reliability testing with Cronbach's
Alpha value for each variable is more than 0.600 so it can be concluded that the instruments
in this study have good reliability. From the results of testing the validity and reliability, it
can be concluded that the questionnaire used is appropriate to be used as a research
instrument.

Analysis model 1 using multiple regression test is used to test the effect of the variable
Green Organizational Culture (X1) Green Reward (X2) and on organizational commitment
(Y1) with IBM SPSS 21 software test tool.

Table 1. Regression Analysis Test Results

Regression Regression Beta t p-

Coefficient Coefficient | Coefficient | count | value | Description
(Constant) 0.545 1,953 | 0.054

Green 0.340 0.362 3.839 | 0.000
Organizational Significant
Culture (X1)

Green 0.459 0.457 4.845 | 0.000 Significant
Rewards (X2)

R Square 0.583

Adjusted R 0.575

Square

F count 71.344

Sig-F 0.000

Source: processed data by SPSS

Based on the table above, the regression coefficient for green organizational culture is
0.340. At the level of sig.t 0.0 00 <0.05, it can be concluded that green organizational culture
significant positive effect on organizational commitment. This result means the first
Hypothesis is accepted. Based on the table above, the green reward regression coefficient is
0.459. At the level of sig.t 0.0 00 < 0.05, it can be concluded that the green reward has a
significant positive effect on organizational commitment. This result means both Hypotheses
are accepted. The value of Adjusted R 2 has a value of 0.575. This means that 57.5 % of
organizational commitment can be explained by independent variables, namely green
organizational culture and green reward while the rest (100% - 57, 5% = 42, 5%) is explained
by other variables outside this study. Based on the table above, the calculated F value is 71,
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344 and the significance value of all independent variables is 0.000 below the value of (0.05),
so it can be concluded that the model meets the feasibility.

Table 2. Multiple Regression Analysis Test Results

. - Regression Beta t - .
Regression Coefficient Cogfficient Coefficient | count v;ue Description
(Constant) 0.272 1.212 | 0.228
Green Organizational 0.274 0.287 3,662 | 0.000 Significant
Culture (X1)

Green Rewards (X2) 0.283 0.278 3,420 | 0.001 | Significant
Organizational 0.402 0.396 5.145 | 0.000 Significant
Commitment (Y1)

R Square 0.751

Adjusted R Square 0.744

F count 101.528

Sig-F 0.000

Source: processed data by SPSS

Based on the table above, the regression coefficient for organizational commitment is
0.402. At the level of sig.t 0.0 00 <0.05, it can be concluded that organizational commitment
significant positive effect on organizational citizenship behavior. This result means
Hypothesis third accepted. The value of Adjusted R 2 has a value of 0.744. This means that
74.4 % of organizational citizenship behavior can be explained by independent variables,
while the rest (100% - 74.4 % = 25.6 %) is explained by other variables outside this study.
Based on the table above, the calculated F value is 101, 528 and the significance value of all
independent variables is 0.000 below the value of (0.05), so it can be concluded that the
model meets the feasibility.

Path Coefficient Analysis

The indirect effect of Green Organizational Culture (X1) on Organizational
Citizenship Behavior (Y2) through Organizational Commitment (Y1) (0.143) is lower than
the direct effect of Green Organizational Culture (X1) on Organizational Citizenship
Behavior (Y2) (0, 2 87) so that can be concluded Organizational Commitment does not
mediate Green Organizational Culture on Organizational Citizenship Behavior. The
indirect effect of Green Reward (X2) on Organizational Citizenship Behavior (Y2)
through Organizational Commitment (Y1) (0, 1 81) is lower than the direct effect of Green
Reward (X2) on Organizational Citizenship Behavior (Y2) (0, 2 78) so that it can be
concluded that Organizational Commitment does not mediate Green Reward on
Organizational Citizenship Behavior. Because this is the case, Sobel is needed a test. The
results of the Sobel test, which is a significant level of 5%, relationship is significant
because the p-value is 0.008 <0.05, so it can be concluded that green organizational
culture affects organizational citizenship behavior through organizational commitment that
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the fourth hypothesis is accepted. At the 5% significance level, the relationship is
significant because the p-value is 0.0 00 <0.05, so it can be concluded that green rewards
have an effect on organizational citizenship behavior through organizational commitment,
so the fifth hypothesis is accepted.

Discussion

The path analysis test shows that the variable green organizational culture has a
significant value of 0.0 0 0 below the value of (0.05), indicating that the hypothesis that green
organizational culture has a positive effect on organizational commitment can be accepted.
Employees' emotional interest in the company has increased as a result of the company's
ability to provide consistent rules, clear directions, goals, and objectives, such as the green
team implemented by the hotel management Royal Ambarrukmo Yogyakarta. The results of
the path analysis test show that there is a significant value for the green reward variable of 0.0
0 0 below the value of (0.05), as a result, the premise that green rewards have a favorable
impact on organizational commitment can be accepted. This may be seen in the increased
motivation of employees to participate since the Royal Ambarrukmo Hotel Yogyakarta offers
incentives to employees who contribute new ideas or innovations to the development of
environmental performance programs at the hotel.

Path analysis test shows there is a significant value for the organizational commitment
variable of 0.0 00 below the value of (0.05), so the hypothesis which states that
organizational commitment positive effect on organizational citizenship behavior is
acceptable. This can be identified with employees who have a high commitment, trust, care,
and commitment to the Royal Ambarrukmo Hotel so that they can improve organizational
citizenship behavior or create an extra role in doing work outside the main job. At the 5%
significance level, the relationship is significant because the p-value is 0.0 0 8 < 0.05, so it
can be concluded that green organizational culture affects organizational citizenship behavior
through organizational commitment. Furthermore, the Royal Ambarrukmo Hotel's constancy
in applying the regulations and being able to react to the evolution of environmental
performance supports the green organizational culture, increasing employees' desire to do
work outside of their primary employment. Green rewards that influence organizational
citizenship behavior through organizational commitment are also demonstrated by employees
becoming more involved in providing ideas, inventions, or serving as role models for other
employees. So that hotel environmental performance always develops because Hotel Royal
Ambarrukmo Yogyakarta rewards employees for ideas, innovations, or behavior.

CONCLUSION

Employees' emotional interest in the company has increased as a result of the company's
ability to provide consistent rules, clear directions, goals, and objectives, such as the green
team implemented by the hotel management Royal Ambarrukmo Yogyakarta. The increased
motivation of employees to participate since the Royal Ambarrukmo Hotel Yogyakarta offers
incentives to employees who contribute new ideas or innovations to the development of
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environmental performance programs at the hotel. Employees who have a high commitment,
trust, care, and commitment to the Royal Ambarrukmo Hotel so that they can improve
organizational citizenship behavior or create an extra role in doing work outside the main job.
Furthermore, the Royal Ambarrukmo Hotel's constancy in applying the regulations and being
able to react to the evolution of environmental performance supports the green organizational
culture, increasing employees' desire to do work outside of their primary employment. Green
rewards that influence organizational citizenship behavior through organizational
commitment are also demonstrated by employees becoming more involved in providing
ideas, inventions, or serving as role models for other employees. So that hotel environmental
performance always develops because Hotel Royal Ambarrukmo Yogyakarta rewards
employees for ideas, innovations, or behavior.

REFERENCES

Ahmad, Shoeb. (2015). Green human resource management: Policies and practices. Cogent Business
& Management, 2(1), 1030817.

Boiral, Olivier. (2009). Greening the Corporation Through Organizational Citizenship Behaviors.
Journal of Business Ethics, 87(2), 221-236. https://doi.org/10.1007/s10551-008-9881-2

Bos-Nehles, Anna C., Van Riemsdijk, Maarten J., & Kees Looise, Jan. (2013). Employee perceptions
of line management performance: applying the AMO theory to explain the effectiveness of line
managers’ HRM implementation. Human Resource Management, 52(6), 861-877.

Cherian, Jacob, & Jacob, Jolly. (2012). A study of green HR practices and its effective
implementation in the organization: A review. International Journal of Business and
Management, 7(21), 25.

Cropanzano, Russell, & Mitchell, Marie S. (2005). Social exchange theory: An interdisciplinary
review. Journal of Management, 31(6), 874-900.

Emilisa, N., & Lunarindiah, G. (2020). Concequences of Green Human Resource Management:
Perspective of Professional Event Organizer Employees in Jakarta. Review of Integrative
Business and ..., 9(1), 361-372.

Forman, M., & Jrgensen, M. S. (2001). The social shaping of the participation of employees in
environmental work within enterprises - Experiences from a Danish context. Technology
Analysis and Strategic Management, 13(1), 71-90. https://doi.org/10.1080/09537320120040455

Gautam, Thaneswor, Van Dick, Rolf, Wagner, Ulrich, Upadhyay, Narottam, & Davis, Ann J. (2005).
Organizational citizenship behavior and organizational commitment in Nepal. Asian Journal of
Social Psychology, 8(3), 305-314.

Ghozali, Imam, & Latan, Hengki. (2012). Partial Least Square “Konsep, Teknik dan Aplikasi”
SmartPLS 2.0 M3. Semarang: Universitas Diponegoro.

Hair Jr, Joseph F., Black, William C., Babin, Barry J., & Anderson, Rolph E. (2010). Multivariate
Data Analysis (Seventh Ed). England: Pearson Education Limited.

Harris, Lloyd C., & Crane, Andrew. (2002). The greening of organizational culture: Management
views on the depth, degree and diffusion of change. Journal of Organizational Change
Management.

http://devotion.greenvest.co.id | Audi Norma Sari Putri, Zainal Mustafa E. Q



[The Effect of Green Organizational Culture and Green Reward on

Organizational Citizenship Behavior with Organizational

Commitment as Intervening Variables] F\/0Ee/NE February 2022

Jabbour, Charbel José Chiappetta, de Sousa Jabbour, Ana Beatriz Lopes, Govindan, Kannan, Teixeira,
Adriano Alves, & de Souza Freitas, Wesley Ricardo. (2013). Environmental management and
operational performance in automotive companies in Brazil: the role of human resource
management and lean manufacturing. Journal of Cleaner Production, 47, 129-140.

Jehanzeb, Khawaja. (2020). Does perceived organizational support and employee development
influence organizational citizenship behavior?: Person—organization fit as moderator. European
Journal of Training and Development. https://doi.org/10.1108/EJTD-02-2020-0032

Kim, Yong Joong, Kim, Woo Gon, Choi, Hyung Min, & Phetvaroon, Kullada. (2019). The effect of
green human resource management on hotel employees’ eco-friendly behavior and
environmental performance. International Journal of Hospitality Management, 76, 83-93.
https://doi.org/10.1016/j.ijhm.2018.04.007

Kodua, Lois Tweneboa, Xiao, Yuchun, Adjei, Nana Osae, Asante, Dennis, Ofosu, Bright Okyere, &
Amankona, David. (2022). Barriers to green human resources management (GHRM)
implementation in developing countries. Evidence from Ghana. Journal of Cleaner Production,
130671.

Kreitner, Robert, & Kinicki, Angelo. (2014). Organizational Behaviour (5th ed.). Boston: McGraw-
Hill.

Lamm, Eric, Tosti-Kharas, Jennifer, & Williams, Eric G. (2013). Read this article, but don’t print it:
Organizational citizenship behavior toward the environment. Group & Organization
Management, 38(2), 163-197.

Mandago, Rael Jeruto. (2018). Influence of Green Reward and Compensation Practice on
Environmental Sustainability in Selected Service Based State Corporations in Kenya. European
Journal of Business and Strategic Management, 3(6), 1-12.

Masri, Hiba A., & Jaaron, Ayham A. M. (2017). Assessing green human resources management
practices in Palestinian manufacturing context: An empirical study. Journal of Cleaner
Production, 143, 474-489.

Mishra, Pavitra. (2017). Framework for Sustainable Organizational Development in an Emerging
Economy. International Journal of  Organizational  Analysis, 25, No 5.
https://doi.org/http://dx.doi.org/10.1108/MRR-09-2015-0216

Ones, Deniz S., & Dilchert, Stephan. (2012). Environmental Sustainability at Work: A Call to Action.
Industrial and Organizational Psychology, 5(4), 444-466. https://doi.org/10.1111/j.1754-
9434.2012.01478.x

Pham, Nhat Tan, Tuckova, Zuzana, & Chiappetta Jabbour, Charbel José. (2019). Greening the
hospitality industry: How do green human resource management practices influence
organizational citizenship behavior in hotels? A mixed-methods study. Tourism Management,
72(August 2018), 386-399. https://doi.org/10.1016/j.tourman.2018.12.008

Pham, Nhat Tan, Tuckova, Zuzana, & Phan, Quyen Phu Thi. (2019). Greening human resource
management and employee commitment towards the environment: An interaction model.
Journal of Business Economics and Management, 20(3), 446-465.
https://doi.org/10.3846/jbem.2019.9659

Ramus, Catherine A. (2002). Encouraging innovative environmental actions: What companies and
managers must do. Journal of World Business, 37(2), 151-164. https://doi.org/10.1016/S1090-

Audi Norma Sari Putri, Zainal Mustafa E. Q | http;/devotion.greenvest.co.id



[The Effect of Green Organizational Culture and Green Reward on

Organizational Citizenship Behavior with Organizational

VLRSS R vkl Commitment as Intervening Variables)|

9516(02)00074-3

Rawashdeh, Adnan M. (2018). The impact of green human resource management on organizational
environmental performance in Jordanian health service organizations. Management Science
Letters, 8(10), 1049-1058. https://doi.org/10.5267/j.msl.2018.7.006

Reinholt, Mia, Pedersen, Torben, & Foss, Nicolai J. (2011). Why a central network position isn’t
enough: The role of motivation and ability for knowledge sharing in employee networks.
Academy of Management Journal, 54(6), 1277-1297. https://doi.org/10.5465/amj.2009.0007

Ren, Shuang, Tang, Guiyao, & E. Jackson, Susan. (2018). Green human resource management
research in emergence: A review and future directions. Asia Pacific Journal of Management,
35(3), 769-803. https://doi.org/10.1007/s10490-017-9532-1

Renwick, Douglas W. S., Redman, Tom, & Maguire, Stuart. (2013). Green Human Resource
Management: A Review and Research Agenda*. International Journal of Management Reviews,
15(1), 1-14. https://doi.org/10.1111/j.1468-2370.2011.00328.x

Robbins, Stephen P., & Judge, Timothy. (2014). Organizational Behaviour. Boston: Pearson.
Sugiyono. (2019). Metode Penelitian Kuantitatif Kualitatif dan R&D. Bandung: Alfabeta.
Sunyoto. (2012). Model Analisis Jalur Untuk Riset Ekonomi. Bandung: CV. Yrama Widya.

Tahir, Rubab, Athar, Muhammad Razzaq, Faisal, Farida, Shahani, Noor un Nissa, & Solangi, Banazir.
(2015). Green Organizational Culture: A Review of Literature and Future Research Agenda. In
The Psychology of Green Organizations (Pp. 322-348). Oxford Univeristy Press., 23-38.
https://doi.org/10.33166/acdmhr.2019.01.004

Zaid, Ahmed A., Jaaron, Ayham A. M., & Talib Bon, Abdul. (2018). The impact of green human
resource management and green supply chain management practices on sustainable
performance: An empirical study. Journal of Cleaner Production, 204, 965-979.
https://doi.org/10.1016/j.jclepro.2018.09.062

Zee, Susan M., Hartman, Sandra, & Fok, Lillian. (2012). Commitment to the Green Movement by
Organizations and Individuals, Impacts of Organizational Culture, and Perceptions of Impacts
Upon Outcomes. International Journal of Applied Management and Technology, 7(1).

Copyright holder:
Audi Norma Sari Putri, Zainal Mustafa E. Q. (2022)

First publication right:
Devotion - Journal of Community Service

This article is licensed under:

http://devotion.greenvest.co.id | Audi Norma Sari Putri, Zainal Mustafa E. Q


https://creativecommons.org/licenses/by-sa/4.0/

