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Primary data collection using a questionnaire method. This study uses validity, reliability,
normality, heteroscedasticity, linearity, simple linear regression analysis, t-test, coefficient
of determination test, path analysis, and path coefficient. The results of the study showed
that: (1) Green human resource management has a significant positive effect on extra-role
green service. (2) Green human resource management has a significant positive effect on
intra-role green service. (3) Green human resource management has a significant positive
effect on corporate social responsibility. (4) Corporate social responsibility does not have
a significant positive effect on extra-role green service. (5) Corporate social responsibility
has a significant positive effect on intra-role green service. (6) Green human resource
management and corporate social responsibility have a simultaneous influence on extra-
role green service. (7) Green human resource management and corporate social
responsibility have a simultaneous influence on intra-role green service.
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1. Introduction

Climate change and growing concerns about the increasingly complex environmental impact have
urged companies to consider the ecological consequences of their operations. In line with the long-term
sustainability goals, organizations must prepare employees to demonstrate environmentally friendly behavior
and concern for the company’s environmental values (Antika & Suryani, 2024). As sustainability frameworks
continue to evolve, companies have begun to adopt several supporting practices, such as Green Service
Behavior—which consists of extra-role and intra-role green service behaviors. According to Paille and Boral
(as cited in Aboramadan, 2022), extra-role green service behavior refers to voluntary pro-environmental
actions that go beyond the formal duties of employees and are not formally recognized in performance
evaluations. In contrast, intra-role green service behavior involves environmentally friendly behaviors that are
formally required and form part of employees’ performance assessments.

The implementation of Green Service Behavior enables companies to reduce negative environmental
impacts and manage energy resources more efficiently (Zamzamy & Suryani, 2024). However, the
development of green service behavior requires strong organizational support to ensure that eco-friendly
initiatives can be effectively carried out by employees. One of the organizational factors that can facilitate such
environmental programs is Green Human Resource Management (GHRM). Green Human Resource
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Management (GHRM) encompasses all activities related to developing, implementing, and maintaining
systems designed to cultivate environmentally responsible behaviors among employees (Emilisa et al., 2020).
The implementation of GHRM can enhance overall organizational performance. Green initiatives—such as
GHRM—help organizations improve environmental performance and foster a green corporate culture
(Isrososiawan et al., 2021). In this context, employees’ engagement in green workplace behaviors serves as a
crucial factor in supporting a company’s commitment to social and environmental responsibility. Companies
today are not only responsible for achieving economic objectives but also for contributing to social welfare
and environmental preservation through Corporate Social Responsibility (CSR).

The core principle of CSR is that corporate accountability extends beyond shareholders to include a
broader range of stakeholders (Kumandang & Hendriyeni, 2021). Through CSR programs, companies provide
services, assistance, and empowerment to communities, thereby improving their quality of life and overall
well-being. In Indonesia, various industrial sectors have begun implementing Green Human Resource
Management, Green Service Behavior, and Corporate Social Responsibility practices as part of their efforts to
achieve long-term sustainability. One notable example is the palm oil plantation sector. A company that
actively runs sustainability programs in this area is PT X, located in South Sumatra. Based on this background,
researchers identified a research gap involving the independent variable Green Human Resource
Management (X), the dependent variable Green Service Behavior (Y), and the mediating variable Corporate
Social Responsibility (Z). Several previous studies have shown inconsistencies in their findings regarding the
relationships among these variables. Therefore, this study aims to further explore the relationship between
these constructs—particularly within the palm oil plantation sector—to provide additional insights and
contribute to the growing literature on Green Service Behavior in different industrial contexts.

2.1. Green Service Behavior

Green service behavior refers to employees’ actions aimed at reducing negative environmental
impacts when delivering services and carrying out operational activities. Companies can enhance green
service behavior by improving energy-use efficiency, reducing waste, and developing more environmentally
friendly products (Antika & Suryani, 2024). Green service behavior also encompasses employees’
environmentally conscious conduct in service delivery and includes two forms: extra-role green service and
intra-role green service (Zamzamy & Suryani, 2024).

2.1. Green Human Resource Management

Green Human Resource Management (GHRM) can be defined as programs that help build a “green”
workforce—employees who understand and value a green culture and possess strong technical and
managerial skills to support it (Isrososiawan et al., 2021). GHRM is an organizational practice designed to
maximize positive and resilient environmental outcomes that benefit many stakeholders (Alyahya et al., 2023).
GHRM emerges as a response to intensifying environmental degradation linked to production activities. In
essence, green HR policies are sustainable HR management practices that integrate environmental
considerations to safeguard natural resources within corporate operations.

2.1. Corporate Social Responsibility

Corporate Social Responsibility (CSR) is an investment in a company’s growth and sustainability. It
should not be viewed as a cost center but as a means to generate long-term value (a profit center). The World
Business Council for Sustainable Development (WBCSD) defines CSR as “the continuing commitment by
business to behave ethically and contribute to economic development while improving the quality of life of
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the workforce and their families”(Giantika & Qona’ah, 2024). CSR activities are crucial for building corporate
image and reputation, thereby strengthening trust among consumers and business partners. According to
Kumandang and Hendriyeni (2021), CSR reflects corporate accountability, ethical management, and social
responsibility. Practically, CSR comprises organizational actions intended to keep the firm competitive while
returning a portion of profits to stakeholders—communities, shareholders, employees, and the
environment—through various programs. In Indonesia, many sectors have adopted GHRM, green service
behavior, and CSR as pillars of long-term sustainability. One prominent example is the palm-oil plantation
sector. PT X in South Sumatra is among the firms actively running sustainability programs.

2.1. Hypothesis Development

a. Influence of GHRM on Extra-Role Green Service
Zhang et al. (2021) found that GHRM positively affects extra-role green service. Aboramadan (2022)
similarly reported a positive effect of GHRM on employees’ green behaviors beyond formal duties. Adelia and
Suryani (2024) also showed that GHRM positively and significantly increases extra-role green service.

H1: GHRM has a positive effect on extra-role green service.

b. Influence of GHRM on Intra-Role Green Service
Aboramadan (2022) reported a positive effect of GHRM on intra-role green service. Antika and Suryani
(2024) reached the same conclusion.

H2: GHRM has a positive effect on intra-role green service.

c. Influence of GHRM on CSR
Krisna and Emilia (2023) found that GHRM positively affects CSR. Wang et al. (2023) also reported a
positive relationship between GHRM and CSR.

H3: GHRM has a positive effect on CSR.

d. Influence of CSR on Extra-Role Green Service
Sabokro et al. (2021) concluded that CSR positively and significantly affects extra-role green service.
Xu et al. (2022) also found a positive effect.

H4: CSR has a positive effect on extra-role green service.
e. Influence of CSR on Intra-Role Green Service
Sabokro et al. (2021) and Xu et al. (2022) showed that CSR positively affects intra-role green service.
Antika and Suryani (2024) similarly found that CSR increases intra-role green service.
H5: CSR has a positive effect on intra-role green service.
f.  GHRM — Extra-Role Green Service Mediated by CSR
Xu et al. (2022) and Antika & Suryani (2024) indicated that CSR mediates the positive effect of GHRM

on extra-role green service.

H6: GHRM positively affects extra-role green service, mediated by CSR.
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g. GHRM — Intra-Role Green Service Mediated by CSR
Xu et al. (2022) found that CSR mediates the relationship between GHRM and intra-role green service.
Zamzamy & Suryani (2024) also provided support, noting mediation (and moderation by green psychological
climate).

H7: GHRM positively affects intra-role green service, medjated by CSR.
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Figure 1. Framework Thinking

This study surveyed the full population of PT X employees—127 respondents selected via non-
probability, saturated sampling because the population was small and fully accessible, improving
representativeness and reducing bias (Sugiyono, 2015). It examined three variables: the independent variable
Green Human Resource Management (X), the dependent variables Extra-role Green Service (Y;) and Intra-role
Green Service (Y,), and the mediating variable Corporate Social Responsibility (Z). Primary data were collected
through questionnaires (with secondary data from company records and prior studies) using a modified 4-
point Likert scale (Strongly Agree, Agree, Disagree, Strongly Disagree) to avoid neutral responses (Sugiyono,
2015). Data analysis in SPSS included instrument testing—uvalidity (items measure intended constructs) and
reliability (Cronbach’s alpha > 0.70)—followed by classical assumptions: normality (Kolmogorov-Smirnov,
Asymp. Sig > 0.05), heteroscedasticity (no variance inequality if Sig > 0.05), and linearity (Deviation from
Linearity Sig > 0.05). The core inferential model used simple linear regression, Y = a + bX + e, where
YDenotes Green Service Behavior (Y; or Y,) and XDenotes GHRM; hypotheses were tested with t-tests for
partial and path analysis to estimate direct and indirect (mediated) effects, and model explanatory power was
assessed via the coefficient of determination (Adjusted R?).

4.1. Results and Discussion

a. Validity Test

Validity test used For measure valid or whether or not questionnaire with compare calculated r value
and table r value. If calculated r > table r so results the declared valid. The validity test variables used in study
This as following:
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Table 1. Validity Test Results

Variables Statement Iltems | RCount | Sig. | RTable | Conclusion
1 0.887 0,000 | 0.172 Valid
. 2 0.885 0,000 | 0.172 Valid
Extra-Role Green Service -
3 0.899 0,000 | 0.172 Valid
4 0.870 0,000 | 0.172 Valid
5 0.837 0,000 | 0.172 Valid
6 0.807 0,000 | 0.172 Valid
. 7 0.818 0,000 | 0.172 Valid
Intra-Role Green Service -
8 0.791 0,000 | 0.172 Valid
9 0.372 0,000 | 0.172 Valid
10 0.464 0,000 | 0.172 Valid
11 0.187 0.036 | 0.172 Valid
12 0.227 0.010 | 0.172 Valid
13 0.810 0,000 | 0.172 Valid
14 0.855 0,000 | 0.172 Valid
15 0.819 0,000 | 0.172 Valid
16 0.828 0,000 | 0.172 Valid
Green Human Resource Management(X) -
17 0.862 0,000 | 0.172 Valid
18 0.815 0,000 | 0.172 Valid
19 0.818 0,000 | 0.172 Valid
20 0.816 0,000 | 0.172 Valid
21 0.780 0,000 | 0.172 Valid
22 0.761 0,000 | 0.172 Valid
23 0.889 0,000 | 0.172 Valid
24 0.899 0,000 | 0.172 Valid
Corporate Social Responsibility 25 0.868 0,000 | 0.172 Valid
(2) 26 0.854 0,000 | 0.172 Valid
27 0.849 0,000 | 0.172 Valid
28 0.842 0,000 | 0.172 Valid

In table 1 we can seen that all statement items on the third variables green service behavior, green
human resource management, and corporate social responsibility declared valid because results from each
item shows that r count > r table with all over mark significance below 0.05.

b. Reliability Test

Reliability test done with test the data obtained from results questionnaires that were distributed. A
variables it is said reliable if give mark Cronbach alpha > 0.7. As for the validity test variables used in study This
as following.

Table 2. Reliability Test Results

Variables Cronbach's Alpha Information
Green Service Behavior .
. 0.908 Reliable

a. Extra-Role Green Service

b. Intra-Role Green Service 0.776 Reliable

Green Human Resource Management 0911 Reliable

Corporate Social Responsibility 0.934 Reliable
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In table 2 we can seen that reliability test results for each variable stated reliable. This Because mark
Cronbach's alpha on variables green service behavior (Y) which include extra-role green service of 0.908 and
intra-role green service of 0.776, variable green human resource management (X) of 0.911, and the variable
corporate social responsibility (Z) is 0.934.

¢.  Normality Test

For detect whether the residuals are normally distributed or not No that is with the Kolmogorov
Smirnov test with sig. Value 0.05, then the data is stated normally distributed if Asymp.Sig > 0.05. Here results
normality test:

Table 3. Results of the Kolmogorov-Smirnov Test for Normality

Std. Test Asymp. Sig. L.
Model N Mean L. L. . Decision
Deviation Statistic (2-tailed)
X—>7Z 127 0.000 2.014 0.067 0.200 Normal
Z-Y, 127 0.000 1.841 0.052 0.200 Normal
Z—-Y, 127 0.000 2.030 0.048 0.200 Normal
X-Y, 127 0.000 1.549 0.053 0.200 Normal
X—=Y, 127 0.000 1.780 0.072 0.181 Normal

d. Heteroscedasticity Test
Heteroscedasticity test aim test what is the regression model happen inequality variance from
residual one observation to other observations. The heteroscedasticity test in study This as following

Table 4. Heteroscedasticity Test (Model 1)

. Unstandardized Std. . .
Variable i t Sig. Decision
Coefficient (B) Error
Constant 3.261 0.674 4.84 0
Green Human
Resource -0.05 0.02 1.508 0.134 No heteroscedasticity
Management

In table 4 we can seen that the results of the heteroscedasticity test for model 1 state that mark
significance of 0.134 > 0.05 which means No happen heteroscedasticity in residual data.

Table 5. Heteroscedasticity Test (Model 2)

. Unstandardized Std. . .
Variable . t Sig. Decision
Coefficient (B) Error
Constant 0.097 0.619 0.156 0.876 —
Corporate Social .
- 0.076 0.033 1.301 0.23 No heteroscedasticity
Responsibility

On table 5 can seen that the results of the heteroscedasticity test for model 2 state that mark
significance of 0.876 > 0.05 which means No happen heteroscedasticity in residual data.

Table 6. Heteroscedasticity Test (Model 3)

. Unstandardized Std. . .
Variable ] t Sig. Decision
Coefficient (B) Error
Constant 0.029 0.69 0.041 | 0967 | —
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No
heteroscedasticity

Corporate Social

0.088
Responsibility

‘ 0.037 ‘ 1.375 ‘ 0.191

On table 6 can seen that the results of the heteroscedasticity test for model 3 state that mark
significance of 0.967 > 0.05 which means No happen heteroscedasticity in residual data.

Table 7. Heteroscedasticity Test (Model 4)

. Unstandardized Std. . .
Variable . t Sig. Decision
Coefficient (B) Error
Constant 0.216 0.502 0.431 | 0.667 | —
Green Human Resource No
0.031 0.015 1.089 | 0.388 .
Management heteroscedasticity

On table 7 can seen that the results of the heteroscedasticity test for model 4 state that mark
significance of 0.667 > 0.05 which means No happen heteroscedasticity in residual data.

Table 8. Heteroscedasticity Test (Model 5)

. Unstandardized Std. . .
Variable . Beta t Sig. Decision
Coefficient (B) Error
Constant 0.165 0.522 — 0.315 | 0.753 | —
Green Human No
0.04 0.015 0.225 | 1.586 | 0.108 .
Resource Management heteroscedasticity

In table 8 we can seen that heteroscedasticity test results for the 5- value model significance 0.753 >
0.05 then from That obtained conclusion that No happen heteroscedasticity in residual data.

e. Linearity Test
Linearity test used For know something variables independent and dependent own linear

relationship or no. As for the linearity test in study This as following.

Table 9. Linearity Test of Variable XZ

Source Sum of Squares df F Sig. Decision
Linearity 455.781 1 107.203 0 Linear
Deviation from Linearity 77.6 23 0.794 0.732 Linear
Within Groups 433.659 102

Total 967.039 126

In table 9 we can seen that F value < F table namely 0.794 < 3.07 and the sig value. namely 0.732 >
0.05. So can concluded that connection between variables green human resource management and corporate
social responsibility the results are linear and significant.

Table 10. Linearity Test of Variable Z-Y1

Source Sum of Squares df F Sig. Decision
Linearity 173.783 1 52.014 0 Linear
Deviation from Linearity 46.012 11 1.252 0.262 Linear
Within Groups 380.882 114
Total 600.677 126
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In table 10 we can seen that F value < F table namely 1.252 < 3.07 and the sig value. namely 0.262 >
0.05.So can concluded that connection between variables Corporate social responsibility and extra-role green
service are linear and significant.

Table 11. Linearity Test of Variables Z-Y2

Source Sum of Squares df F Sig. Decision
Linearity 368.537 1 82.947 0 Linear
Deviation from Linearity 12.564 11 0.257 0.992 Linear
Within Groups 506.505 114
Total 887.606 126

In table 11 it can be seen seen that F value < F table namely 0.257 < 3.07 and the sig value. namely
0.992 > 0.05. So can concluded that connection between variables Corporate social responsibility and intra

role green service are linear and significant.

Table 12. Linearity Test of Variable X-Y1

Source Sum of Squares df F Sig. Decision
Linearity 173.783 1 52.014 0.000 Linear
Deviation from Linearity 46.012 11 1.252 0.262 Linear
Within Groups 380.882 114
Total 600.677 126

In table 12 we can seen that F value < F table namely 1.248 < 3.07 and the sig value. namely 0.224 >
0.05. So can concluded that connection between variables Green human resource management and extra-

role green service are linear and significant.

Table 13. Linearity Test of Variables X-Y2

Source Sum of Squares df F Sig. Decision
Linearity 488.534 1 149.625 0.000 Linear
Deviation from Linearity 66.038 23 0.879 0.625 Linear
Within Groups 333.035 102
Total 887.606 126

In table 13 we can seen that F value < F table namely 0.879 < 3.07 and the sig value. namely 0.625 >
0.05. So can concluded that connection between variables Green human resource management and intra role
green service are linear and significant.

f.  Simple Linear Regression Test Results
Analysis simple linear regression show connection between variables independent and variable

dependent. The following results from testing simple linear regression :

Table 14. Simple Linear Regression Test Results (X2Z)

. Unstandardized .
Variable . Std. Error Beta t Sig.
Coefficients (B)
Constant 3.394 1.107 — 3.065 0.003
Corporate Social
P o ! 0424 0.059 0.538 7.133 0
Responsibility
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Based on table 14 obtained equality that is :
Z=a+b1X
Z=0.165 + 0.040X

constant value (a) of 0.165 indicates that if GHRM does not There is so CSR value of 0.165.

GHRM coefficient value of 0.040 indicates that If GHRM value increases so CSR values will also be
increase.

Table 15. Simple Linear Regression Test Results (Z-Y1)

Model Unstandardized Standardized Coefficients t Sig.
Coefficients
B Std. Error Beta
1 (Constant) 3,394 1,107 3,065 .003
Corporate Social | .424 .059 .538 7,133 .000
Responsibility

Based on table 15 obtained equality that is :

Yl=a+b2Z
Y1=3.394+0.424Z

Cconstant value (a) of 3.394 indicates that if CSR is not There is so mark extra-role green service of
3,394. CSR coefficient value of 0.424 indicates that If CSR value increases so mark extra role green service will

also be increase.

Table 16. Simple Linear Regression Test Results (Z-Y2)

. Unstandardized .
Variable . Std. Error Beta t Sig.
Coefficients (B)
Constant 5.255 1.221 — 4.305 0
Corporate Social
- 0.617 0.066 0.644 9.421 0
Responsibility

Based on table 16 obtained equality that is:
Y2=a+b3Z
Y2=5.255+0.617Z

Constant value (a) of 5.255 indicates that if CSR is not There is so mark intra-role green service of 5,255
CSR coefficient value of 0.617 indicates that If CSR value increases so mark intra role green service will also
increase.

Table 17. Simple Linear Regression Test Results (X-Y1)
Coefficients a

. Unstandardized Std. .
Variable Coefficients (B) Error Beta t Sig.
Constant 4.386 1.002 — 4.375 0

Based on table 17 obtained equality that is:
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Yi=a+b4X
Y1 =4.386+ 0.364X

Constant value (a) of 4.386 indicates that if GHRM does not There is so mark extra role green service
amounting to 4,386 GHRM coefficient value of 0.364 indicates that If GHRM value increases so mark extra role

green service will also be increase.

Table 18. Simple Linear Regression Test Results (X-Y2)

. Unstandardized Std. .
Variable . Beta t Sig.
Coefficients (B) Error
Constant 1.634 0.872 — 1.874 | 0.063
Green Human Resource Management 0.284 0.026 0.705 | 11.111 | O

Based on table 18 then obtained equality that is :

Y2=a+b5X
Y2 =1.634+ 0.284X

Constant value (a) of 1.634 indicates that if GHRM does not There is so mark intra-role green service
amounting to 1,634. GHRM coefficient value of 0.284 indicates that if GHRM increases so mark intra role
green service will also be increase.

4.2. Hypothesis Test Results

a. t-test
According to Ghozali (2021) t-test is the test used For see how much influence from each variable
independent to variables dependent. If the calculated t value > t table and the sig value < 0.05 then can
concluded thatindividually variable independent influential significant to variables dependent. The following
results t-test testing:

Table 19. Results of the t-test (X, Y1)

Model t Sig.
Green Human Resource Management — Extra-Role Green Service 7.287 0.000

In table 19 we can seen that calculated t value > t table namely 7.287 > 1.657 and the Sig value. 0.000
< 0.05. So obtained decision H 1 accepted with conclusion that variables green human resource management
own influence positive and significant For increase variables extra-role green service.

Table 20. Results of the t-test (X, Y2)
Model t Sig.
Green Human Resource Management — Intra-Role Green Service 7.119 0.000

In table 20 we can seen that calculated t value > t table namely 7.119 > 1.657 and the Sig value. 0.000
< 0.05. So obtained decision H2 accepted with conclusion that variables green human resource management
own influence positive and significant For increase variables intra role green service.

Table 21. Results of the t -test (X, Z)

Model t Sig.
Green Human Resource Management — Corporate Social Responsibility 10.556 0.000
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In table 21 it can be seen seen that calculated t value > t table namely 10.556 > 1.657 and the Sig
value. 0.000 < 0.05. So obtained decision that H 3 accepted with conclusion that variables green human
resource management own influence positive and significant For increase variables corporate social
responsibilit.

Table 22. Results of the t -test (Z, Y1)
Model t Sig.
Green Human Resource Management — Corporate Social Responsibility 1.171 0.244

In table 22 we can seen that calculated t value < t table namely 1.171 < 1.657 and the Sig value. 0.244
> 0.05. So obtained H 4 decision rejected with conclusion that variables corporate social responsibility No own
influence positive For increase variables extra-role green service.

Table 23. Results of the t -test (X, Y2)
Model t Sig.
Corporate Social Responsibility — Intra-Role Green Service 3.210 0.002

In table 23 we can seen that calculated t value > t table namely 3.210 > 1.657 and the Sig value. 0.002
< 0.05. So obtained decision H 5 accepted with conclusion that variables corporate social responsibility own
influence positive and significant For increase variables intra role green service.

b. Path Analysis Test
Path analysis used For know influence direct and indirect effects direct ( indirect effect ) between
variables independent with dependent. Hypothesis study This want to prove whether green human resource
management influential to green service behavior which includes ( extra role and intra role green service )
with corporate social responsibility as variables mediation (intervening). The following results testing path
analysis :
Table 23. Path Analysis Test Results (XZ)
Model t Sig.
Corporate Social Responsibility — Intra-Role Green Service 3.210 0.002

In table 23 we can seen that mark coefficient regression green human resource management capable
influencing corporate social responsibility of 0.687.
Table 24. Path Analysis Test Results (X -Z —>Y 1)

Variable B Std. Error Beta Sig.
Green Human Resource Management 0.256 0.035 0.635 0.000
Corporate Social Responsibility 0.080 0.069 0.102 0.244

Table 24 shows that the standardized beta coefficients for green human resource management are
0.635 and for corporate social responsibility, 0.102. Therefore, it can be concluded that green human resource
management can increase the level of extra-role green service by 0.635, and corporate social responsibility
can increase the level of extra-role green service by 0.102.

Table 25. Path Analysis Test Results (X -Z —Y 2)

Variable B Std. Error Beta Sig.
Green Human Resource Management 0.278 0.039 0.567 0.000
Corporate Social Responsibility 0.245 0.076 0.255 0.002
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In table 25 we can seen that mark standardized coefficients beta green human resource management
0.567 and corporate social responsibility is 0.255. Then can concluded that green human resource
management capable raise level intra-role green service of 0.567 and corporate social responsibility capable
raise intra-role green service of 0.255.

c. Coefficient Test Results Determination (R 2)
According to Ghozali (2016) coefficient test determination (R?) for measure how much big model
capabilities in explain variation variables dependent. Testing determination can seen in the table model
summary, section Adjusted R-Square. Here results testing coefficient determination :

Table 26. Results of the Coefficient of Determination (XZ) Test
Model R R Square Adjusted R Square Standard Error of the Estimate
1 687 a A71 467 2.02239

In table 26 we can seen that mark Adjusted R Square is 0.467 then obtained conclusion that variables
green human resource management capable give influence to variables corporate social responsibility by
46.7% while the rest amounting to 53.3% of variables Corporate social responsibility is influenced by other
variables outside study This.

Table 27. Results of the Determination Coefficient Test (Z-Y1)
Model R R Square Adjusted R Square Standard Error of the Estimate
1 .538a .289 .284 1.84801

In table 27 we can seen that mark Adjusted R Square is 0.284 then obtained conclusion that variables
corporate social responsibility capable give influence to variables extra role green service of 28.4% while the
rest amounting to 71.6% of variables extra role green service is influenced by other variables outside study
This.

Table 28. Results of the Determination Coefficient Test (Z-Y2)
Model R R Square Adjusted R Square Standard Error of the Estimate
1 .644 a 415 A1 2.03778

In table 28 we can seen that mark Adjusted R Square is 0.411 then obtained conclusion that variables
corporate social responsibility capable give influence to variables intra role green service was 41.1% while the
rest amounting to 58.9% of variables intra role green service is influenced by other variables outside study
This.

Table 29. Results of the Determination Coefficient Test (X-Y1)
Model R R Square Adjusted R Square Standard Error of the Estimate
1 .705 a 497 493 1.55488

In table 29 we can seen that mark Adjusted R Square is 0.493 then obtained conclusion that variables
green human resource management is capable give influence to variables extra role green service of 49.3%
while the rest by 50.7% of variables extra role green service is influenced by other variables outside study This.

Table 30. Results of the Determination Coefficient Test (X-Y2)

Model R R Square Adjusted R Square Standard Error of the Estimate

1 742 a .550 547 1.78678
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In table 30 we can seen that mark Adjusted R Square is 0.547 then obtained conclusion that variables
green human resource management is capable give influence to variables intra role green service was 54.7%
while the rest by 45.3% of variables intra role green service is influenced by other variables outside study This.

4.3. Discussion

a. Influence Green Human Resource Management to Extra-Role Green Service

Hypothesis results First known mark significance For variables green human resource management
is of 0.000 < 0.05 and the calculated t value > t table namely 7.287 > 1.657. Then hypothesis in study This (H 1
) is accepted. Based on results the show that the more increase implementation green human resource
management then extra-role green service the more increases. On the other hand, if implementation green
human resource management low so extra-role green service will declining. Green human resource
management is approach innovative to HR performance and function in something organization in which
context environment is base from all initiatives undertaken (Owino and Kwasira, 2016). Referring to the results
research, things This indicates that the more Good implementation of GHRM, increasingly high participation
employee in behavior friendly the outside environment not quite enough answer work they. The
implementation of GHRM at PT X can seen through effort company in integrate practice friendly environment
to in management source Power man with recruiting employees who have awareness environment, providing
training about sustainability, as well as push employee For participate in initiative environment. Findings
study This supported with research conducted by (Zhang et al,, 2021) and Adelia and Suryani (2024) who
found that GHRM has an effect positive to extra-role green service.

b. Influence Green Human Resource Management to Intra Role Green Service

Hypothesis results second known mark significance For variables green human resource
management is of 0.000 < 0.05 and the calculated t value > t table namely 7.119 > 1.657. Then hypothesis in
study This (H 2) is accepted. Based on results the show that the more increase implementation green human
resource management, then intra-role green service the more increases. On the other hand, if implementation
green human resource management low so intra-role green service will decreased. PT X can implementing
GHRM with method apply system evaluation performance that includes aspects sustainability, so that
employee motivated For do practice friendly environment in work they. The effective implementation of
GHRM at PT X is not only will increase intra-role green service, but also creates culture more work care to
environment. Findings study This supported with research conducted by Aboramadan (2022) and Antika and
Suryani (2024) which found that green human resource management influential positive to intra-role green
service.

¢. Influence Green Human Resource Management to Corporate Social Responsibility

Hypothesis results third known mark significance For variables green human resource management
is of 0.000 < 0.05 and the calculated t value > t table namely 10.556 > 1.657. Then hypothesis in study This (H3
-) is accepted. Based on results the show that implementation green human resource management give
influence positive and significant to corporate social responsibility. These results indicates that the more well
PT X implements GHRM practices, increasingly big impact the positive to not quite enough answer social
company. With integrate principles sustainability in management source Power human, PT X does not only
can increase image company in the eyes stakeholders interests, but also encouraging involvement employee
in CSR initiatives, such as management programs waste and conservation energy. Therefore that, the result
study This give strong foundation for PT Hindoli For more focus on developing GHRM as part of their CSR
strategy, ensuring that operational company No only profitable in a way financially, but also contributes to
sustainability environmental and social. Findings study This supported with research conducted by Wang et
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al. (2023) and research Krisna and Emilia (2023) who found that green human resource management
influential positive to corporate social responsibility.

d. Influence Corporate Social Responsibility to Extra-Role Green Service

Hypothesis results fourth known mark significance For variables corporate social responsibility is of
0.244 > 0.05 and the calculated t value < t table namely 1.171 < 1.657. Then hypothesis in study This (H 4 ) is
rejected. Based on results the show that implementation corporate social responsibility No own significant
influence to extra-role green service. Although hypothesis beginning | assume that corporate social
responsibility will influential to extra-role green service, however findings study This No support hypothesis
said. Then with This results study can give outlook new and indicative that other factors influence variables
bound to what is necessary investigated more continue. Some possible factors influence results This including
culture organization, lack of support from management, and low awareness as well as knowledge employee
about issues environment. Findings study This supported with research conducted by (Maharani et al.,
2025)entitled " Corporate Social Responsibility and Organizational Citizenship Behavior: Mediating role of
psychological capital, affective commitment, and prosocial motivation " which found that corporate social
responsibility No influential positive to extra-role green service.

e. Influence Corporate social responsibility to Intra-Role Green Service

Hypothesis results fifth known mark significance For variables corporate social responsibility is of
0.002 < 0.05 and the calculated t value > t table namely 3.210 > 1.657. Then hypothesis in study This (H 5 ) is
accepted. However hypothesis This show that corporate social responsibility influential positive No significant
to intra-role green service. Corporate Social Responsibility (CSR) has influence positive to intra-role green
service at PT X even though influence the No significant. This means that although company has apply various
CSR initiatives, such as sustainability and conservation programs environment, improvement in intra-role
green service No always influenced by the implementation of CSR. Other factors such as culture company,
internal policies, and incentives provided to employees, can also influence behavior friendly environment
employees. Therefore that, for increase impact of CSR on intra-role green service, PT increase communication
and training about the importance of CSR, creating incentive programs that encourage participation
employee in initiative friendly environment, as well as integrate values sustainability to in culture company.
Findings study This supported with Research conducted by Xu et al. (2022) entitled " The Role of Healthcare
Employees' Pro-Environmental Behavior for De-Carbonization: An Energy Conservation Approach from CSR
Perspective " found that that corporate social responsibility influential positive to intra-role green service.

f. Influence Green Human Resource Management to Extra-role Green Service mediated by Corporate
Social Responsibility
Research result hypothesis sixth show that corporate social responsibility No capable mediate
influence between green human resource management to extra-role green service. Because of the value
influence direct more big than influence No direct. Influence No direct that is 0.687 x 0.102 = 0.070. Influence
value direct 0.635 > 0.070 influence No directly. So that corporate social responsibility No own effect
mediation. Corporate social responsibility No capable mediate influence between green human resource
management (GHRM) and extra-role green service Because effective implementation of GHRM can direct
influence behavior employee in give service green, without need through CSR. Focusing on GHRM can create
culture more work sustainable and encouraging employee For contribute more in practice friendly
environment. Corporate Social Responsibility in matter This as supporter, not mediator, because even though
CSR at PT X contributes to the image company and can increase satisfaction employees, however matter This
No always functioning as a mediator between GHRM and extra-role green services. Trained employees in
GHRM maybe Already own understanding and commitment to sufficient sustainability strong, so that they No
requires CSR as driving force addition For behave friendly environment. Findings study This No in harmony
with research conducted by Antika and Suryani (2024) entitled " The Influence of management source Power
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man friendly environment to behavior green service with not quite enough answer social company as
mediator ”. Research results This state that green human resource management influential positive significant
to extra-role green service mediated by corporate social responsibility.

g. Influence Green Human Resource Management to Intra-Role Green Service mediated by Corporate
Social Responsibility
Research result hypothesis seventh show that corporate social responsibility does not capable
mediate influence between green human resource management to intra-role green service. Because the value
influence direct more big than influence No direct. Influence No direct namely 0.687 x 0.255 = 0.175. The
influence value direct 0.635 > 0.175 influence No directly. So that corporate social responsibility No own effect
mediation. Difference objective in second matter namely, matter This caused by force the influence of GHRM
which focuses on empowerment employees and development relevant skills, while CSR is more image -
oriented companies and initiatives external. GHRM more focused on development individual and
performance employee in context sustainability. While CSR is image -oriented company. CSR is more focus on
how company interact with society and environment in a way overall. Although CSR is important For build
reputation company, its influence to behavior individual employee in context intra-role green service No as
strong as GHRM influence. Findings study This supported by research conducted by Antika and Suryani (2024)
entitled " The Influence of management source Power man friendly environment to behavior green service
with not quite enough answer social company as mediator "who found that corporate social responsibility No
influential significant and not mediate connection between green human resource management to intra-role
green service.

Based on results study This can concluded that : (1) Green human resource management influential
positive significant to extra-role green service ; (2) Green human resource management influential positive
significant to intra-role green service ; (3) Green human resource management influential positive significant
to corporate social responsibility ; (4) Corporate social responsibility No influential positive significant to extra-
role green service ; (5) Corporate social responsibility influential positive significant to intra-role green service
; (6) No there is effect mediation between corporate social responsibility and extra-role green service; and (7)
No there is effect mediation between corporate social responsibility and intra-role green service. Researcher
next those who are interested do study similar expected can expand study with take samples in the sector
different, add amount variables, and perform analysis related variables others that can influence green service
behavior. Green human resource management play a role in improvement corporate social responsibility, will
but If company expect existence extra role and intra role from employees, then corporate social responsibility
No is necessary. Because with implementation green human resource management just can increase extra
role and intra role. So that company can choose want to focus on GHRM or corporate social responsibility,
because in matter This corporate social responsibility No play a role as intervening or mediator.
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