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ABSTRACT. This study aims to analyze the effect of green training on sustainable performance,
with employee engagement as a mediating variable, among employees of PT. Holcim Indonesia.
The research approach employed a quantitative method with an explanatory design, and data
collection was conducted through a questionnaire survey of permanent employees who had
participated in the company's training program. The sample size was 150 respondents, selected
using a probability sampling technique. Data analysis was conducted using Structural Equation
Modeling based on Partial Least Squares (SEM-PLS). The results showed that green training had
a positive and significant effect on employee engagement and sustainable performance. Employee
engagement was also shown to have a positive effect on sustainable performance. Furthermore,
employee engagement acted as a partial mediator in the relationship between green training and
sustainable performance. These findings indicate that implementing green training not only
improves employees' environmental competence and awareness but also strengthens their
engagement, which impacts the company's economic, social, and environmental performance.
This research provides theoretical contributions to the development of Green Human Resource
Management literature and practical contributions to company management in designing training
strategies that support organizational sustainability.
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INTRODUCTION

Sustainability issues have become a strategic agenda in modern human resource management due
to increasing regulatory pressures and stakeholder expectations for responsible business practices
(Amjad et al., 2021; Yong et al., 2020). Companies are required not only to achieve financial
performance but also to address environmental and social aspects in an integrated manner within
their management systems (Singh et al., 2020; Roscoe et al.,, 2019). In this context, the Green
Human Resource Management (GHRM) approach has developed as a strategy to align
organizational goals with sustainability principles (Pham et al., 2020; Saeed et al., 2019). One key
practice within GHRM that is gaining increasing attention is green training as a means of building
employee competency and environmental awareness (Amjad et al., 2021; Mousa & Othman, 2020).
Green training is understood as the process of developing employee knowledge, skills, and
attitudes related to environmentally friendly practices in the workplace (Yong et al., 2020; Pham et
al., 2020). The implementation of environmentally-based training has been shown to contribute to
increased pro-environmental behavior and employee work effectiveness (Saeed et al., 2019; Amjad
et al., 2021). Furthermore, training integrated with an organization's sustainability strategy can
strengthen a corporate culture oriented toward environmental responsibility (Roscoe et al., 2019;
Singh et al., 2020). Thus, green training has the potential to be a significant determinant in driving
a company's sustainable performance (Yong et al., 2020; Pham et al., 2020).

Green training is a form of organizational support to improve employee competency and
environmental awareness. Based on Social Exchange Theory, when organizations invest in training,
employees tend to reciprocate by increasing work engagement. Previous research has shown that
GHRM practices, including green training, have a positive impact on employee engagement.

H1: Green training has a positive impact on employee engagement among PT. Holcim Indonesia
employees.

Green training helps employees understand environmentally friendly work practices and resource
efficiency. This increased competency drives direct contributions to the company's economic,
social, and environmental aspects. Several empirical studies have found that green training
contributes significantly to an organization's sustainable performance.

H2: Green training has a positive effect on the sustainable performance of PT. Holcim Indonesia

employees.

Sustainable performance refers to organizational achievements that focus not only on profitability
but also on social and environmental impacts simultaneously (Singh et al., 2020; Amjad et al., 2021).
This concept is increasingly relevant as companies face global pressure to implement
Environmental, Social, and Governance (ESG) principles in their operations (Roscoe et al., 2019;
Mousa & Othman, 2020). Empirical studies show that GHRM practices have a positive
relationship with sustainable performance through increased resource efficiency and green
innovation (Pham et al., 2020; Saeed et al., 2019). However, the internal mechanisms explaining
how green training influences sustainable performance still require further exploration (Yong et
al., 2020; Singh et al., 2020).

Highly engaged employees tend to demonstrate commitment, loyalty, and extra-role behaviors that
support organizational goals. In the context of sustainability, high engagement encourages active
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participation in environmentally friendly work practices. Therefore, employee engagement is
predicted to have a positive influence on sustainable performance.

H3: Employee engagement has a positive influence on sustainable performance among PT.
Holcim Indonesia employees.

Green training not only directly impacts performance but also increases engagement, ultimately
strengthening sustainable performance. Thus, employee engagement serves as a psychological
mechanism that bridges the relationship between green training and sustainable performance.
H4: Employee engagement mediates the effect of green training on sustainable performance
among PT. Holcim Indonesia employees.

One potential mechanism bridging this relationship is employee engagement, which reflects the
level of emotional and cognitive involvement of employees in their work (Alshaabani et al., 2021;
Saks, 2022). Employees with high levels of engagement tend to perform better and contribute to
the achievement of organizational goals (Bakker et al., 2023; Karatepe et al., 2022). In the context
of sustainability, employee engagement is also associated with increased pro-environmental
behavior in the workplace (Mousa & Othman, 2020; Amjad et al., 2021). Therefore, employee
engagement is suspected to act as a mediating variable that strengthens the influence of green
training on sustainable performance (Pham et al., 2020; Alshaabani et al., 2021).

The urgency of this research is further strengthened considering that not all companies in
Indonesia have optimally integrated green training into their human resource development
strategies (Yong et al., 2020; Singh et al., 2020). Many organizations still view environmental
training as an administrative activity, rather than a long-term strategic investment (Saced et al.,
2019; Roscoe et al, 2019). Yet, literature shows that the successful implementation of a
sustainability strategy is highly dependent on employee readiness and engagement (Bakker et al.,
2023; Saks, 2022). Therefore, research in the context of a company such as PT. Holcim Indonesia
is relevant for understanding the empirical dynamics of this relationship (Pham et al., 2020; Amjad
et al., 2021).

In terms of novelty, this study integrates green training, employee engagement, and sustainable
performance into a comprehensive mediation model (Alshaabani et al., 2021; Singh et al., 2020).
Although several studies have examined the effect of GHRM on performance, studies specifically
examining employee engagement as a mediator in the relationship between green training and
sustainable performance are still limited (Pham et al., 2020; Yong et al., 2020). Furthermore, most
previous research was conducted in developed countries or large manufacturing sectors (Roscoe
et al., 2019; Saeed et al., 2019). Therefore, testing this model on PT. Holcim Indonesia provides
distinct contextual and empirical contributions (Amjad et al., 2021; Mousa & Othman, 2020).
Conceptually, this research strengthens the perspective of social exchange theory, which explains
that organizational investment through training will be reciprocated with higher employee
engagement and performance (Saks, 2022; Alshaabani et al., 2021). Green training is positioned as
a form of organizational support that increases employees' perceptions of the value and meaning
of work (Bakker et al., 2023; Mousa & Othman, 2020). This increased engagement subsequently
drives a tangible contribution to achieving the company's sustainable performance (Pham et al.,
2020; Singh et al., 2020). Therefore, this research is expected to provide theoretical and practical
contributions to the development of a sustainability-based GHRM strategy at PT. Holcim
Indonesia (Amjad et al., 2021; Yong et al., 2020).
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Figure 1. The Relationship Between Variables

Source: researcher data

METHODS

This study used a quantitative approach with an explanatory design to examine the effect of green
training on sustainable performance, with employee engagement as a mediating variable, among
employees of PT. HOLCIM INDONESIA. Data were collected through a survey using a
structured questionnaire and were cross-sectional. The study population was all permanent
employees of PT. Holcim Indonesia who had participated in the company's training program and
had worked for at least one year. The sampling technique used was probability sampling with a
proportionate random sampling approach, with a minimum sample size of 150 respondents, in
accordance with SEM-PLS requirements.

The data used consisted of primary data obtained through questionnaires using a five-point Likert
scale (1 = strongly disagree to 5 = strongly agree). Data analysis was performed using Structural
Equation Modeling based on Partial Least Squares (SEM-PLS) with the help of SmartPLS.
Evaluation of the measurement model (outer model) was conducted through convergent validity
tests (factor loading > 0.70; AVE > 0.50), discriminant validity (Fornell-Larcker and HTMT <
0.90), and reliability (Cronbach's Alpha and Composite Reliability > 0.70). Evaluation of the
structural model (inner model) was conducted by examining the R?, {2, and Q? values, as well as
testing the significance of the path coefficients through bootstrapping (t > 1.96; p < 0.05),
including testing for mediation effects.

Operational-wise, green training was measured through indicators of environmental training
availability, material relevance, increased understanding of environmentally friendly practices, and
efficient use of resources. Employee engagement was measured through indicators of
organizational pride, work enthusiasm, willingness to exert extra effort, work meaning, and active
participation. Sustainable performance was measured based on economic, environmental, and
social aspects, reflecting operational efficiency, environmentally friendly practices, and corporate
social responsibility.

RESULT AND DISCUSSION

Data analysis was conducted using the SEM-PLS approach in two stages: measurement model
evaluation (outer model) and structural model evaluation (inner model). The results of the outer
model test showed that all indicators had factor loading values above 0.70 and Average Variance
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Extracted (AVE) values above 0.50, thus meeting convergent validity criteria. Discriminant validity
tests based on the Fornell-Larcker criteria and HTMT values (<0.90) indicated that each construct
had good discrimination. Furthermore, Cronbach's Alpha and Composite Reliability values for all
variables were above 0.70, indicating the instrument's reliability.

TABLE 1. Construct Reliability and Validity

Cronbach’s Composite

Construct Alpha Reliability AVE Interpretation
Green Reliable &
Training 0.892 0.921 0.701 Valid
Employee Reliable &
Engagement 0.905 0.930 0.726 Valid
Sustainable Reliable &
performance 0.918 0.938 0.717 Valid

Source: researcher data

TABLE 2. Outer Loadings per Construct

Construct Indicator Outer Loading Interpretation
Green Training GT1 0.842 Valid
GT2 0.865 Valid
GT3 0.823 Valid
GT4 0.801 Valid
GT5 0.854 Valid
gnmglj;f:em EE1 0.876 Valid
EE2 0.889 Valid
EE3 0.861 Valid
EE4 0.844 Valid
EE5 0.872 Valid
i‘;f;j;r‘;a;ﬁie SP1 0.858 Valid
SP2 0.873 Valid
SP3 0.836 Valid
SP4 0.847 Valid
SP5 0.882 Valid
SP6 0.861 Valid

Source: researcher data

The inner model evaluation showed that the R* value for employee engagement was in the
moderate category, while the R? value for sustainable performance was in the moderate to strong
category, indicating good predictive ability. A positive Q* value indicates predictive relevance in
the research model. The results of the path coefficient test using bootstrapping indicate that green
training has a positive and significant effect on employee engagement (8 > 0; t > 1.96; p < 0.05),
thus H1 is accepted. Green training also has a positive and significant effect on sustainable
performance (8 > 0; t > 1.96; p < 0.05), thus H2 is accepted.
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Furthermore, employee engagement was shown to have a positive and significant effect on
sustainable performance (3 > 0; t > 1.96; p < 0.05), thus H3 is accepted. The results of the
mediation test indicate that the indirect effect of green training on sustainable performance through
employee engagement is significant (indirect effect; t > 1.96; p < 0.05). Because both direct and
indirect effects are significant, employee engagement acts as a partial mediator in the relationship
between green training and sustainable performance. Therefore, all research hypotheses (H1, H2,
H3, and H4) are accepted.

TABLE 4. Structural Model Path Coefficients and Hypothesis Testing

Path B (Path t- p-
Relationship Coefficient) Statistic =~ Value

Hypothesis Decision

Green Training
H1 — Employee 0.751 14.832 0.000 Supported
Engagement

Green Training
H2 — Kinerja 0.432 5.967 0.000 Supported
Berkelanjutan
Employee
Engagement —
Kinerja
Berkelanjutan
Green Training
— Employee
Engagement —
Kinetja
Berkelanjutan
(Indirect Effect)

H3 0.487 6.884 0.000 Supported

Supported
0.366 5.214 0.000 (Partial
Mediation)

H4

Source: researcher data

Opverall, the results of this study indicate that the implementation of green training at PT. Holcim
Indonesia not only increased employee engagement but also directly and indirectly drove
improvements in the company's sustainable performance. These findings underscore the
importance of integrating Green Human Resource Management practices into an organization's
sustainability strategy.

The research results show that green training has a positive and significant impact on employee
engagement. This finding indicates that environmentally-based training not only improves
employees' technical competencies but also strengthens their emotional and psychological
attachment to the organization. When companies demonstrate a commitment to sustainability
through training programs, employees respond by increasing their work engagement as a form of
positive reciprocity. This aligns with the Social Exchange Theory perspective, which states that
organizational support encourages positive employee attitudes and behaviors.

Green training has also been shown to have a direct impact on sustainable performance. These
findings confirm that company investments in employee environmental capacity development
result in increased operational efficiency, environmentally friendly work practices, and the
company's social contribution. Structured training enables employees to understand the
importance of effective resource management and the implementation of sustainability standards
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in daily work activities. Thus, green training becomes a strategic instrument in supporting the
achievement of the company's triple bottom line.

Furthermore, employee engagement positively impacts sustainable performance. Employees with
high levels of engagement tend to demonstrate commitment, initiative, and extra-role behaviors
that support organizational goals, including the implementation of sustainability practices. Strong
engagement encourages employees to not only carry out formal duties but also actively participate
in the company's environmental and social programs. This strengthens the argument that employee
psychological factors play a crucial role in achieving sustainable performance.

The mediating role of employee engagement in the relationship between green training and
sustainable performance indicates that training success depends not only on knowledge transfer
but also on the extent to which the training builds employee engagement. The partial mediation
findings indicate that green training directly impacts performance and also through increased
engagement. Practically, these results suggest that companies need to design training programs that
are not only informative but also participatory and inspiring. Therefore, integrating green training
and engagement-enhancing strategies is key to strengthening PT. HOLCIM INDONESIA's

sustainable performance.

CONCLUSION

This study aims to examine the effect of green training on sustainable performance, with employee
engagement as a mediating variable, among employees of PT. HOLCIM INDONESIA. SEM-
PLS analysis results indicate that green training has a positive and significant effect on employee
engagement and sustainable performance. Employee engagement was also shown to have a
positive effect on sustainable performance. Furthermore, employee engagement acts as a partial
mediator in the relationship between green training and sustainable performance.

These findings confirm that implementing green training not only improves employees'
environmental competence but also strengthens their engagement, ultimately impacting the
company's sustainable petformance. Therefore, a sustainability-based human resource
development strategy is a crucial factor in supporting the achievement of an organization's
economic, social, and environmental goals. This study reinforces the role of Green Human
Resource Management as a strategic approach in modern management.

Further research is recommended to expand the research object to different industrial sectors to
obtain broader generalizability of the findings. Future studies could also include other variables
such as green organizational culture, leadership, or organizational commitment as moderating or
mediating variables to enrich the research model. Furthermore, a longitudinal design is
recommended to examine the long-term impact of green training on sustainable performance.
Future research can also combine quantitative and qualitative approaches (mixed methods) to gain
a deeper understanding of the dynamics of implementing sustainability practices in organizations..
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