BABYV
PENUTUP

Bab ini merupakan bagian penutup yang merangkum temuan-temuan utama
dari penelitian yang telah dilakukan. Dalam bab ini disajikan kesimpulan yang
menjawab tujuan penelitian, implikasi manajerial yang dapat diterapkan oleh
perusahaan dalam merancang strategi rekrutmen, serta keterbatasan penelitian yang
perlu diperhatikan. Selain itu, saran-saran untuk penelitian selanjutnya juga
dikemukakan sebagai kontribusi bagi pengembangan penelitian di masa yang akan

datang.

5.1 Kesimpulan

Penelitian ini bertujuan untuk menguji pengaruh Green Human
Resource Management (GHRM) yang dioperasionalisasikan melalui tiga
dimensi: Green Hiring (X1), Green Training (X2), dan Green Compensation
(X3) terhadap Perilaku Inovatif Karyawan (Y) pada hotel di kawasan
Prawirotaman Yogyakarta. Berdasarkan hasil analisis regresi linear berganda
terhadap 115 responden karyawan tetap hotel, diperoleh simpulan sebagai
berikut:

Pertama, Green Hiring berpengaruh positif dan signifikan terhadap
Perilaku Inovatif Karyawan hotel di kawasan Prawirotaman. Temuan ini
mengonfirmasi bahwa proses rekrutmen dan seleksi yang mengintegrasikan
kriteria lingkungan efektif membangun fondasi kemampuan dan orientasi

inovatif karyawan. Karyawan yang direkrut melalui proses green hiring
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memiliki tingkat kesesuaian antara nilai-nilai pribadi individu, tujuan, dan
kepribadian dengan budaya, norma, serta nilai-nilai organisasi (person
organization fif) yang lebih tinggi dan secara intrinsik termotivasi untuk
berkontribusi melalui perilaku kerja inovatif. Seperti yang terjadi pada
perhotelan di kawasan Prawirotaman Yogyakarta, mereka menekankan perilaku
lingkungan hidup ketika melakukan wawancara dan hal inilah yang membuat
calon karyawan mengetahui bahwa GHRM sudah diterapkan pada hotel di
kawasan ini.

Kedua, Green Training berpengaruh positif dan signifikan terhadap
Perilaku Inovatif Karyawan hotel di kawasan Prawirotaman Yogyakarta.
Program pelatihan lingkungan yang terstruktur terbukti meningkatkan
kompetensi hijau sekaligus motivasi karyawan untuk menghasilkan solusi dan
pendekatan baru dalam pekerjaan. Green training yang berdimensi individual,
interpersonal, maupun organisasional secara sinergis membuka kombinasi
pengetahuan baru yang menjadi fondasi perilaku inovatif. Implementasi yang
terjadi pada perhotelan di kawasan Prawirotaman Yogyakarta membuat
karyawan harus mengetahui bagaimana proses mengolah limbah makanan
menjadi pupuk organi cair yang nantinya akan berguna pagi tanaman
hidroponik.

Ketiga, Green Compensation berpengaruh positif dan signifikan
terhadap Perilaku Inovatif Karyawan hotel di kawasan Prawirotaman
Yogyakarta. Green Compensation memiliki daya ungkit terbesar dalam

mendorong karyawan untuk secara aktif menampilkan perilaku kerja inovatif.
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Hal ini sejalan dengan Social Exchange Theory yang menjelaskan bahwa
kompensasi yang dipersepsikan adil mendorong karyawan untuk membalas
dengan kontribusi yang lebih besar. Pada perhotelan di kawasan Prawirotaman
Yogyakarta, penerapan green compensation dengan memberikan sanjungan
berupa liburan bersama keluarga dan penghargaan ketika karyawan berhasil
menciptakan ide invotif hijau yang berguna untuk keberlangsungan hotel.
5.2 Implikasi Manajerial

Berdasarkan temuan penelitian ini, terdapat beberapa implikasi praktis
yang dapat diterapkan oleh manajemen hotel di kawasan Prawirotaman
Yogyakarta dalam merancang dan mengimplementasikan kebijakan GHRM

guna mendorong perilaku inovatif karyawan.

1. Penguatan Praktik Green Hiring sebagai Fondasi Budaya Inovasi

Mengingat green hiring terbukti berpengaruh positif terhadap
perilaku inovatif, manajemen hotel disarankan untuk menjadikan kriteria
lingkungan sebagai bagian integral dalam proses rekrutmen dan seleksi
karyawan. Secara konkret, hal ini dapat dilakukan dengan mencantumkan
nilai-nilai keberlanjutan dalam deskripsi pekerjaan dan materi citra hotel ,
menyertakan pertanyaan wawancara yang menggali kesadaran dan
kepedulian kandidat terhadap isu lingkungan serta, menjadikan rekam jejak
perilaku ramah lingkungan kandidat sebagai salah satu pertimbangan dalam
proses seleksi akhir. Pendekatan ini memastikan bahwa karyawan yang

bergabung sudah memiliki person-organization fit yang tinggi terhadap
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nilai-nilai hijau hotel, sehingga potensi inovasi dapat tumbuh secara organik

dari dalam.

. Pengembangan Program Green Training yang Terstruktur dan
Berkelanjutan

Green training merupakan dimensi GHRM yang paling kuat
dirasakan oleh karyawan hotel di kawasan Prawirotaman. Oleh karena itu,
manajemen perlu menginvestasikan sumber daya lebih besar pada
pengembangan program pelatihan hijau yang komprehensif. Rekomendasi
implementasinya meliputi: menyelenggarakan pelatihan pengelolaan
lingkungan secara periodik, mencakup topik efisiensi energi, pengurangan
limbah, dan praktik operasional ramah lingkungan, mengintegrasikan sesi
lintas departemen (cross-functional training) agar karyawan dari berbagai
divisi dapat berbagi pengetahuan dan memunculkan kombinasi ide baru
yang inovatif, memanfaatkan teknologi digital seperti e-learning dan
simulasi virtual untuk memperluas jangkauan pelatihan tanpa membebani

operasional harian hotel.

. Perancangan Sistem Green Compensation yang Adil dan Memotivasi

Green compensation terbukti sebagai prediktor paling dominan
terhadap perilaku inovatif karyawan. Temuan ini memberikan sinyal kuat
bagi manajemen hotel bahwa sistem penghargaan yang dikaitkan dengan
pencapaian target lingkungan merupakan investasi strategis yang
memberikan imbal hasil tinggi dalam bentuk inovasi karyawan. Langkah-

langkah praktis yang dapat ditempuh antara lain: merancang skema insentif
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finansial yang transparan, misalnya bonus triwulanan bagi departemen yang
berhasil mencapai target pengurangan penggunaan energi atau air,
memperkenalkan penghargaan non-finansial seperti program "Karyawan
Hijau Terbaik Bulan Ini" yang disertai sertifikat penghargaan, pengakuan
publik di papan informasi hotel, atau penambahan hari cuti berbayar, serta
mengaitkan penilaian kinerja tahunan karyawan dengan indikator kontribusi
lingkungan yang terukur, sehingga perilaku inovatif yang berorientasi

keberlanjutan mendapat pengakuan formal dalam sistem karier.

5.3 Keterbatasan Penelitian
Keterbatasan memiliki peran agar hasil penelitian dapat dipahami secara
lebih proporsional, serta menjadi referensi untuk pengembangan penelitian
selanjutnya. Adapun keterbatasan yang dimaksud adalah sebagai berikut:
Penelitian ini memiliki sejumlah keterbatasan yang perlu diakui secara jujur
untuk memberikan konteks yang tepat dalam interpretasi temuan.

1. Pertama, Keterbatasan Geografis dan Generalisasi. Penelitian ini
hanya dilaksanakan pada hotel di kawasan Prawirotaman
Yogyakarta, sehingga temuan tidak dapat digeneralisasikan
secara langsung ke seluruh sektor perhotelan Indonesia yang
memiliki keragaman konteks, skala, dan budaya organisasi yang
sangat bervariasi. Kawasan Prawirotaman memiliki karakteristik
khas sebagai hotel heritage dan butik yang mungkin berbeda
dengan hotel bintang lima di kota metropolitan atau resort di

destinasi wisata alam.
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2. Keterbatasan data dikumpulkan pada satu titik waktu (cross-
sectional), sehingga tidak dapat menangkap dinamika perubahan
hubungan antarvariabel dari waktu ke waktu. Hubungan
kausalitas yang ditarik dari data cross-sectional memiliki
keterbatasan  inferensial dibandingkan dengan desain
longitudinal (Hair ef al., 2014).

Dengan menyadari keterbatasan-keterbatasan tersebut, diharapkan hasil
penelitian ini dapat digunakan secara bijak serta menjadi dasar yang kuat bagi

penelitian-penelitian berikutnya yang lebih mendalam dan menyeluruh.

5.4 Saran bagi Penelitian Selanjutnya

Berdasarkan keterbatasan yang telah diidentifikasi, berikut rekomendasi
penelitian yang bersifat spesifik dan terukur bagi para peneliti selanjutnya.
Penelitian selanjutnya disarankan untuk memperluas cakupan sampel ke
beberapa kawasan perhotelan sekaligus (misalnya Malioboro, Kaliurang,
Bantul, dan Prawirotaman) untuk memungkinkan analisis komparatif
antarkawasan. Perluasan ke hotel bintang tiga hingga lima di kota-kota wisata
utama Indonesia (Bali, Lombok, Labuan Bajo) akan meningkatkan

generalisabilitas temuan secara nasional.
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FAKULTAS BISNIS
DAN EKONOMIKA

UNIVERSITAS ATMA JAYA YOGYAKARTA

Nomor: 956/Pen/I 20 April 2026
Lamp.: -

Hal : Ijin Penelitian, Penyebaran Kuesioner

Kepada Yth.

Pimpinan Gallery Prawirotaman Hotel

JI. Prawirotaman 2 No.839 B, Brontokusuman, Kec. Mergangsan, Kota
Yogyakarta, Daerah Istimewa Yogyakarta 55153

Dengan hormat,

Sehubungan dengan penulisan Skripsi yang berjudul “Pengaruh Green HRM (Green
Hiring, Green Training, Green Compensation) terhadap Perilaku Inovatif” yang
dilakukan oleh mahasiswa kami dengan identitas:

Nama : Vincensius Fendy Brian Bernadi
NPM/Program Studi : 220326869/Manajemen
No. Handphone 081226930348

Kami mohon Bapak berkenan memberikan ljin Penelitian kepada mahasiswa
tersebut untuk mendapatkan data yang diperlukan.

1. Berdikusi mengenai bukti dari green hiring, green training, green
compensation yang telah dilakukan, melakukan pengisian kuisioner dengan
total 120 responden

Skripsi yang ditulis oleh mahasiswa ini merupakan karya ilmiah yang memiliki tujuan
dan sifat keilmuan. Oleh karenanya tidak akan dipergunakan untuk hal-hal yang
merugikan.

Atas perhatian dan bantuannya, kami mengucapkan terima kasih.

Wehefrida Mahestu N. Krisjanti, SE., M.Sc., Ph.D.

Alamat Kontak
Kampus IIl Gedung Bonaventura Telepon :+62-274-487711 ext 3120, 3127
Jalan Babarsari 43 Yogyakarta 55281 Fax +62-274-485227
Indonesia :
Surel : fbe@uajy.ac.id
) @uajy

https://fbe.uajy.ac.id/
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Kuesioner Penelitian: Pengaruh Green
HRM (green hiring, green training, green
compensation) terhadap Perilaku Inovatif
karyawan di kawasan Prawirotaman
Yogyakarta

YYth. Bapak/Ibu

Perkenalkan saya Vincensius Fendy Brian Berandi, mahasiswa Program Studi Manajemen,
Fakultas Bisnis dan Ekonomika, Universitas Atma Jaya Yogyakarta. Saat ini sedang
menjalankan penelitian tugas sebagal bagian dari penyusunan skripsi.

Penelitian ini berjudul "Pengaruh Green HRM (green hiring, green training, green
compensation) terhadap Perilaku Inovatif pada Karyawan Greenhost Boutique Hotel
Prawirotaman®

Sehubungan dengan hal tersebut, saya memohon partisipasi Bapak/Ibu untuk dapat
mengisi kuesioner ini. Kesediaan Bapak/Ibu/Saudara/i sebagai responden sangat berarti
bagi keberhasilan penelitian ini. Seluruh jawaban yang diberikan akan dijaga
kerahasiaannya dan hanya digunakan untuk kepentingan penelitian akademik.

KRITERIA RESPONDEN

« Responden merupakan karyawan tetap di Greenhost Boutique Hotel Prawirotaman.
« Responden telah bekerja minimal dua tahun

Jika terdapat pertanyaan terkait kuesioner ini, Anda dapat menghubungi

Whatsapp : 081226930348 (Fendy)

Email: brianbernadi12@gmail.com

Atas perhatian dan kesediaan Bapak/Ibu/Saudara/i dalam berpartisipasi pada penelitian
ini, saya ucapkan terima kasih.

Hormat saya,

Vincensius Fendy Brian Bernadi

brianbernadi12@gmail.com Ganti akun [

53 Tidak dibagikan

* Menunjukkan pertanyaan yang wajib dilsi

Lampiran 2. Kuesioner Data Responden

R ——

Atas perhati. kesediaan dal;
ini, saya ucapkan terima Kasih.

Hormat saya,
Vincensius Fendy Brian Bernadi

brianbernadi1 2@gmail.com Gantl akun &
3 Tidak dibagikan

* Menunjukkan pertanyaan yang waib diisi

Apakah Anda bekerja di Perhotelan kawasan Prawirotaman *

O
Q Tidak

Apakah Anda karyawan tetap di hotel tersebut *

Ova
O Tidak

Apakah Anda telah bekerja minimal dua tahun?*

O v
Q Tidak

Berikutaya Kosongkan formulir

0 fotmu - Pers L - Kebifak
Provas
‘Agakah formuli ni tampuk mencurgaken? Lapocan

Google Formulir
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compensation) terhadap Perilaku Inovatif
karyawan di kawasan Prawirotaman
Yogyakarta

brianbemadi12@gmsil.com Ganti akun &
3 Tidak dibagikan

* Menunjukkan pertanyaan yang wajib diisi

Silakan mengisi ini sesuai d disi Anda yang . Data yang

diberikan hanya digunakan untuk kebutuhan analisis penelitian. Identitas responden dijamin
kerahasiaannya

Jenis Kelamin *

O Lakilaki

(O Perempuan

Usia *

O <25tahun
QO 25-34tahun
O 35-44tahun

O 45-5atahun



Kuesioner Penelitian: Pengaruh Green
HRM (green hiring, green training, green
compensation) terhadap Perilaku Inovatif
karyawan di kawasan Prawirotaman
Yogyakarta

brianbernadi12@gmail.com Ganti akun &
53 Tidak dibagikan
* Menunjukkan pertanyaan yang wajib diisi
Green hir p: sebagai strategi yang bertujuan untuk menarik, menyeleks

i

dan menilih calon karyawan yang memiliki

kologis, nilai-nilai berorientasi hijau, serta perilaku pro-
yang

terhadap e

Petunjuk
Berikut adalah pilihan jawaban yang tersedia. Pilihlah sejauh mana Anda setuju pada setiap
pernyataan dengan skala berikut

1 = Sangat Tidak Setuju
2 = Tidak Setuju

3 = Netral

4 = Setuju

5 = Sangat Setuju

Hotel kawasan Prawirotaman menarik calon karyawan yang peduli o
dengan kriteria ramah lingkungan dalam proses

seleksi.

Contoh: Calon kary: limbah hotel

(pemilahan sampah, daur ulang

konsep

Lampiran 3. Pernyataan Terkait Green Hiring

‘menarik calon karyawan yang peduli y

Hotel kawasan Prawirotaman
den, kriteria ramah dalam proses

seleksi.

Contoh: Calon karyawan memahami konsep pengelolaan limbah hotel
(pemilahan sampah, daur ulang

1 3 4 5
sngattideksey Q@ O O O O sangatseniu
Hotel kawasan Prawirotaman menggunakan citra merek yang ramah .

lingkungan untuk menarik karyawan yang memiliki kesadaran lingkungan.

Contoh: Brand image hotel yang selalu memaparkan sustainability

1 2 3 4 5
(4
Sangat Tidak Setuju J J Sangat Setuju

Hotel kawasan Prawirotaman merekrut karyawan yang benar-benar

memiliki kepedulian terhadap lingkungan.
. N
Sangat Tidak Setuju Ol 0O O O sangatsetuiu
Kembali Berikutnya Kosongkan formulir
[rp—— iehGoogle e Kebiakao

‘Apaiah formuli i tampak mencurigakan? Laporkan

Google Formulir
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Lampiran 4. Pernyataan Terkait Green Training

Kuesioner Penelitian: Pengaruh Green
HRM (green hiring, green training, green
compensation) terhadap Perilaku Inovatif
karyawan di kawasan Prawirotaman
Yogyakarta

brianbernadi12@gmail.com Ganti akun &

E3 Tidak dibagikan

* Menunjukkan pertanyaan yang wajib diisi

Green training dimaknai sebagal suatu rangkaian program pengembangan yang tersusun se
cara sistematis, bertujuan untuk meningkatkan kesadaran, pengetahuan, keterampilan, sert
a kompetensi karyawan dalam aspek pengelolaan lingkungan dan penerapan praktik kerja
yang berwawasan ekologis.

Petunjuk
Berikut adalah pilihan jawaban yang tersedia. Pilihlah sejauh mana Anda setuju pada setiap
pernyataan dengan skala berikut:

1 = Sangat Tidak Setuju
2 = Tidak Setuju

3 = Netral

etuju

5 = Sangat Setuju

Hotel k Prawi dakan prog latihan tentang 5

untuk

keahlian karyawan.

1 2 3 4 5

sangatTidsksewy O O O O O sangatsetuiu
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2 = Tidak Setuju
3= Netral
4= Setuju
5 = Sangat Setuju
Hotel kawasan Prawirotaman mengadakan program pelatihan tentang "
untuk kesadaran, dan
keahlian karyawan.
1 2 3 4 5

sagatidaksy O O O O O sangarse

Hotel kawasan Prawirotaman menyediakan pelatihan terpadu yang bertujuan ~ *
sional karyawan dals

1 2 3 4 5

Sangat Tidak Setuju (@) O O O O Sangat Setuju

Hotel kawasan i h
yaitu idikan dan
dengan perilaku nyata untuk mencari solusi pencegahan masalah lingkungan.

1 2 3 4 5

Sangat Tidak Setuju O O O 9} O Sangat Setuju

Kembali Berikutnya Kosongkan formulir

leh Google. - Hubung: pemilk formwlic - Persyaratan Lavanan - Kebijskan
Puy

Apakah formulirinf tampak mencurigakan? Lagorkan

Google Formulir



Lampiran 5. Pernyataan Terkait Green Compentation

5 = Sangat Setuju

Kuesioner Penelitian: Pengaruh Green
HRM (green hiring, green training, green
compensation) terhadap Perilaku Inovatif S N

karyawan di kawasan Prawirotaman ke B TR IBaki W

Yogyakarta “  \ 3
o 0 L e

i kartu prabayar

brianbernadi12@gmail.com Ganti akun @
B3 Tidak dibagikan

* Menunjukkan pertanyaan yang wajib diisi Hotel insentif | - .

pajak, seperti pinjaman sepeda atau penggunaan mobil yang lebih ramah

4 lingkungan.
Green Compensation

1 2 3 4 5
Green compensation merupakan suatu sistem pemberian imbalan kepada karyawan, yang
dapat bersifat finansial maupun non-finansial, sebagai bentuk penghargaan atas peran Sangat Tidak Setuju O O O o O Sangat Setuju
serta mereka dalam di P P sasaran el
Petunjuk
Berikut adalah pilihan jawaban yang tersedia. Pilihlah sejauh mana Anda setuju pada sefiap Hotel k memiliki ial untuk »
pernyataan dengan skala berikut y yang b Sm "
1 = Sangat Tidak Setuju :u:ﬂl: piagam penghargaan, liburan berbayar, cuti khusus, atau sertifikat
2 = Tidak Setuju e
3 = Netral
4= Setuju 1 2 3 a 5

5 = Sangat Setuju

sangatTidakseuy O O O O O sangarsetuj

Hotel k Prawi o jangan ramah lingk - Kembali Berikutnya Kosongkan formulir
isalnya untuk transportasi atau perjalanan) daripad beri kartu prab
untuk beli produk ramah lingh Konten ini tidak dibuat atau didukung oleh Google. ﬁmoem-hk formulr - Persyaratan Layanan - Kebijakan
Apakah formulir ini tampak mencurigakan? Laporkan
1 2 3 4 5
4 > Google Formulir z

Sangat Tidak Setuju O O O O O Sangat Setuju -
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Lampiran 6. Pernyataan Terkait Perilaku Inovatif

Kuesioner Penelitian: Pengaruh Green
HRM (green hiring, green training, green
compensation) terhadap Perilaku Inovatif
karyawan di kawasan Prawirotaman
Yogyakarta

Saya sering bertanya bagaimana suatu hal bisa diperbaiki.

Saya mencoba meyakinkan orang lain untuk mendukung ide-ide inovatif. *
1 2 3 a 5

1 2 3 4 5
sangatTidoksesy O O O O O sangatsewju

sagatidaksey. O O O O O sangatsenu

Saya mencari metode, teknik, atau alat kerja baru. *

brianbernadi12@gmail.com Gantl akun (=] Saya secara sistematis menerapkan ide-ide inovatif ke dalam praktik kerja. *
3 Tidak dibagikan ) 2 ] Y £
1 2 3 a 5
+ Menunjukkan pertanyaan yang waijb dilsi sangatrigeksery. Q1 O O O L O sangar setifu
sangatTidsksery O O O O O sangatseju
Perilaku Inovatif
Saya menghasilkan solusi tepat untuk masalah yang ada. *
Perilaku inovatif didefinisikan sebagai rangkaian tindakan kompleks yang berfokus pada " Saya berkontribusi dalam mewujudkan ide-ide baru. *
eksplorasi, ian, serta i ide-ide baru di } 2 3 8
kerja, dengan tujuan menghasilkan manfaat bagi kinerja individu, kelompok, atau organisasi 1 2 3 4 s
secara keseluruhan sangatTidoksey O @ O OO sangarsewj
sogutigsksey O O O O O sangatsen
Petunjuk

Berikut adalah pilihan jawaban yang tersedia. Pilihlah sejauh mana Anda setuju pada setiap
pernyataan dengan skala berikut:

Saya baru dalam tugas. *
1= Sangat Tidak Setuju : , ) . Saya berupaya mengembangkan hal-hal baru di tempat kerja. *
2 = Tidak Setuju 2 &
etral 1 2 3 4 s
e B s O % O CulOi
5= Sangat Setuju Sangat Tidak Setuju (@] o O (@] (@] Sangat Setuju
Saye mermbuat rekan kecje stou angEEEEERL menjsdi sesustu yang Kembali Berikutnya Kosongkan formulir
penting terhadap ide-ide inovatif.
Saya memperhatikan masalah di luar tugas harian saya. *
Kanten is tidak dibuat atau dicukung oleh Google. - Hubangl pertk formuli - Persyaratan Lavanan - Kebiiakan
1 2 3 4 5 Prvasi
’ k o 4 * ‘Agakah formulir ini tampok mencurigakan? Laporkan
y sgattidaksey O O O O O sangarsensy
sangattidaksey O O O O O sangatsetp 4 . Google Formulir Ve
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ji Validitas

Green Hiring

99



Green Training

100



Green Compensation

** Correlation is significant atthe 0.01 level (2-tailed).
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Perilaku Inovatif

115 115

464 . . . 716

FlO

**, Correlation is significant at the 0.01 leval (2-tailed).
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Lampiran 8. Uji Reliabilitas

Green Hiring Green Training
Reliability Statistics Reliability Statistics
Cronbach's Cronbach's

Alpha N of tems Alpha N of tems
723 3 .854 3

Green Compensation Perilaku Inovatif
Reliability Statistics Reliability Statistics
Cronbach's Cronbach's

Alpha N of ltems Alpha Nof ltems
886 3 934 10
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Lampiran 9. Hasil Analisis Deskriptif

Green Hiring

Descriptive Statistics

Mean Std. Deviation N
GH1 4.44 678 115
GH2 4.5?——__.53? 115—
GH3 452 640 115
Total 13.53 1.569 115

Green Compesation

Descriptive Statistics

Mean Std. Deviation N
GC1 437 .809 115
GC2 416 .790 115
GC3 4.37 .862 115
Total 12.89 2.223 115

104

Green Training

Descriptive Statistics

Mean Std. Deviation
GTN 454 704 15
GTN2 448 612 115
GTN3 457 593 115
Total 1359 1685 115

Perilaku Inovatif

Descriptive Statistics

Mean Std. Deviation N
Pl 4.33 .866 115
PI2 4.52 612 115
PI3 443 .703 115
Pl4 4.41 591 115
PI5 4.43 623 115
Pl 4.40 618 115
PI7 441 620 115
PI8 4.50 598 115
P19 4.46 639 115
PI10 4.50 583 115
Total 44.39 5155 115
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Lampiran 11. Hasil Uji Regresi Linear Berganda

Coefficients”
Standardized
Unstandaidized Coefficients Coefficients
Model Std. Error Beta K Sig.
1 (Constant) 11.749 2.938 3999  .000
X1 .805 .338 245 2.382 019
X2 T4 353 242 2.099 038
X3 906 182 .391 4976 .000

a. Dependent Variable: Y

Lampiran 12. Hasil Uji Koefisien Determinasi

Model Summary”

Change Statistics

Adjusted R Std. Error of R Square Sig. F
Model R R Square Square the Estimate Change F Change df df2 Change
1 7487 560 548 3.466 560 47073 3 1M1 .000

a. Predictors: (Constant), X3, X1, X2
b. Dependent Variable: Y
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Lampiran 11. Dokumentasi di Greenhouse Boutique Hotel
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Lampiran 12. Dokumentasi di Gallery Prawirotaman Hotel
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Lampiran 13. Jurnal Acuan Penelitian
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Green human resource
management practices and
employee innovative behaviour:
reflection from Ghana

Leonard Emmanuel Mensah, Shalini Shukla and Hera Fatima Igbal
Department of Management, Sikkim University, Gangtok, India
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Introduction
The healthcare industry y expanding in d edi
grows; however, the healthcare industry is one of the wcmruh.n are \|gmﬁmntly increasing
the environmental burden. As a result of the large number of environmental concems that the
healtheare industry has faced, there is a rising pressure to respond appropriately to
environmental issues and to introduce sustainable business practices such as green buman
Tesource management lGHK\D Given the relevance of green human resource practices in
long: have been thoroughly
sindiad, wih proposals’ fo extend thaiscope. (Renwick: Redeiar,, & Magike, 2013

1 tourism

Leonard Emmanuel Viensah, Shalini Shukla and llua Fatima lqbal. Published in IMBG Journal of
Stainabe Bushess ond lr:namlmn Publisied ald Publishing Limited. This article s
published under the Creative Commons ~\unlnmm (CC BY 40) licence. Anyone may reproduce,
gistribut i

thislicence

)
may be seen at htp/reativecommons g licencesby:
would like to highly
rm-hum Hospital who toos part in this survey
granting the authors permission to undertake this sur

(mm-.dc

1 staff at the Koele Bu
Ilmmnl\ and the manzgement of the huspital for

Guerci, Longoni, & Luzin, 2016). The relationship between green humn resource practice
employee attitudes and organisational results has been exploced in the literature oo green
resource practioes (Chiaudhary, 2020; Saeed ef al, 2019). Green human resource

‘human
strategies, for example, have been [ iy positively impact
resources, which lead to employee pro-environmental behzviour, according to Saced ot al
(2019). The effect of green human sesource practices on emplovee h.)mm. has been
the subject of numerous studies (Renwick ¢/ al, 2013; Kim, Kin, Ch etvarcan, 2019).
Dumant, Shen, & Deng (2017) created a green humian resource pmxhw‘ nu.x\umucnl aml
bel, Kee, & Rimi, 2021). E
e beluviour is posiively infivenced by GHRM whm\ d then psychological
indirectly influ behaviour.
“Today, innovation is a critical u)mpumn( in businesses to adapt 1o tapidly changing
economic conditions- and_gains a competitive advantage. Ace
innovation helps organisations to pérform better and respond to challenges faster with
being better at r‘x'ﬂmlmgmw market (Jimenez Jimene:
Sanz Valle, 2011; Waheed, Miao, Waheed, Ahmad, & Majeed, 2019). Despite the growing.
research inter tis, there is a paucity of knowledge about how 1o
foster innovati This knowledge, on theather hand, is required if
ive strategies and align employee behaviour with those
r (2014, p. 43), “One option for organisations fo become more
isnatiot e dicioepy their emplogees tobeinnovative. Thus, it would be intercsting
C

green

ing

gap in the study of GHRM practices and employee innovative
i thelimited understanding of the mechanisms that drive
s ot b emibliliie

es and employee innovative behay
underlying procsacs batexplin i catonshipane st nclear. Numper n1 studies
boraniadan, 2022 Shah & Soonro, 2023) have found that Green human resource

inmany
sectors, However. the study did not explore througl GHRM practi
influence employee innovative behaviour, To il the void in raenmh, upcoming studies can

or moderate the relationship between GHRM practices and employe innovative behviour.
By identiying these mechanisms, healthcare organisations can more efficient
strategies SHRM

"The sty atwe 1o nvestiate how S ractices SRS NS R vt
behaviour among enployee in the healthcareindusty in a Afrcan cuntry,Specfclly
the study reen hiring, ining
and theit novative work behaviour. The study s relevant NS ERAESEOE il core
industry, which is increasingly expanding in developing countries and contributing to
environmental burden, and the need to introduce sustainable business practices such as
SHRM to addres environmental concrns while promoing enployes welibeing and

ganisational performance. Based on abave discussion, following research questions have
e propesed:

(1) What are the types of GHRM practices prevalent in the healtheare sector in Ghana?

(2) How GHRM practices are influencing employee behaviour in haspital settings.

(3) How green hiring and employee innovative bebaviour at workplace are connected?

Green human
resource
practices
1JSBI [ \mu u the relationship between green training and employee work innovative
59 11 in hospital scttings?
(5) What is the extent to which green compensation shapes employee work innovative
behaviours?
For answering the above rescarch questions. this study constitutes the following research
60 objectives:

m Tu identify Gl P i n
4

ine the relationship between green hiring and employee work innovative

bebavin,

¢ thereltgnship etvecn geen g and ivolvenent and enployoe
¢ behaviour,

To study the mhlmuhup between green compensation and employee work
innovative behaviou

“This study will enhance management practices and the GHRM literature by exploring how
GHRM practices impact employee innovation. The findings can guide healthcare
policynsakers to promote GHRM practices for better environmental performance and
innovation. It can also serve a5 a reference for future research on GHR!

Review of literature and hypothesis devel t

Several scholars have defined and um\\pl\ulmd Green HR pracices as practics that
incude gree,eculing and hiing workers it awareness and knowledge: gree

BEC GglllP) workers guen skib, proncicies, i knowiedge

B ocgaitiiorte) wiih stablished gren standarcs for asessing employees

Chen,fiang, Poilé. & Jia

N er.. ! o periucmans, e i acal e e T

this study.

Green hiivin
memu, mylumm]])‘ frindly, green methods might entice people 1o work for “green

recruit 2018). 'm,m.n lly, g a sing
promote their erform policy, and
image which can mp pmu.nk« pmp e to dppl) for open positions. Because of this, the ,uh

cription

:nmg "with i s well 18 the abiles and m(mmmn that candidates must possess to it

those roles (Chaudhary, 2018). Green recruiting sizes the necessity for establishing a

workforce that is concerned about rn\'vrm\mmlal i u‘s and as a result, can improve their
7 & Coan, 2015), '

strategies.

Green firing and. mpmm ety Dehaviour

In GHRM techni and selection has been seen s & critcal comporent
'S Ml Camen, 2011 Abmad, 2015) Green rerutment and
slectioe sy b characieised i theoe apecix: e npioyer beanding. candidhts et
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awareness, and green criteria 1o attract applicants, according to prior studies (Renwick
el al, 201

First and foremost, candidates’ green awareness is a key factor in green hiring and
selection. This awaresess encompasses personality attributes ke @ jousness,
agreeablene ative work practses hat support
organisations’ environmental objectives. According to research, employees that value the
envisonment sctvely advasce.their_environmestal km\\h-dm while vmrkm;(, which

x

Green mphmlnxum& ot ol b, el (o company s inage st repuinfin
ol i i), hich may be shaped through GHRM s
Alzguol, & Shah, 2019).Job ool fit between the
s values through ereen employer branding, sccording to Jones and Willess
m sfaction working for

information about a co
envitonmental perormanet and desciption s a crierion fo udgin how he company

with

ot S0y Ao o i
attract and ol workers wh d about
images.
Third, gren crieria shouklbe used o asess and hire people. b b descrptions and
for

y for employers

l~nwmnmem1l Toowiede, mm«‘ and beliefs are all topics that may be explored (Hadjti,
izadke, & Farla, 2019; Hameed, Khan, Isfam, Sheikh, & Nacem, 2020). Based on this, the
study suggests that

1l

There is positive relationship between green hiring and employee innovative work
behaviour

Green training and involsement

asithelpsto
its long-term success (Pinzore, Guerci, Lettieri, & Huisingh, 2019). It is also necessary for
carrying out successful environmental management and cleaner production activities
(labbour, 2013; Diana, Jabbour, de Sousa Jabbour, & Kannan, 2017). Acoording to Fernindez,
Junguera, and Ordiz (2003), adopting an environmental approach in organisations
m‘cmqulﬁ increasing employees™ skills, awareness, and knowledge related to both
mater processes; this, in turm, necessitates environmental maragement training s

ical for enviranmental and social respansibility because it
v, which s 3 mefr conponent i

rman)ee cnmxement iser
commitment

-and pollution

systemss, Staff emmcnmn in green niatives wil asit to e~mbl|~zh
motivations, and capabilities among workers, will ineore chacoss o paradl
et management (Labell Perndez & MartnezdelRio, 2019

Green training and imolvement and employee innovative swork behaviour

Enploye traning focses o o elted sl and routine knowiedge, which does ot
produce innovation in itself (Kianto, Senz, & Arambury, 2017, -pak, 1, & Bacr,
2912). Employees, on the othe hand, must have knowledge and skills regard.mg their present

Green human
resource
management
practices
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does not ensure it, Employee
work encourages employees

“sranscend logical and sequential thinking, making the jump to creativity.” {p. 4042) (jang
etal, up with net ideas. As a result

critically challenge current methods by allowing them to

may be improved by training and_development, which icludes a_comination of
foundatoral tranings to envision the preent work envionunent and el st
devel i» enable cployes o ik beyond thes daiy o st supply
this mix i order fo support workers'creative behaviour Hos-Nebles i Veom il Do

s also a distnction {o b made 1 terms of training and developmes. Individus]
practice:

(Suniz & Choi, 2013). Individual practices seck to broaden the knonwledige birse by offering
chances for selfleaming as well as literature Inirpeonal technigie alow fr et
departmental contact and information exchange. which facilitates reciprocal leaming and
ek devsogrent Ccng Tackaon & Jang, 2116 mel\mmn triings, ox example,

imonldige tha s no racity eated i he fast” S & Choi, 2013, 39 Through task
Torces, information, exchange systems, and urganisation-wide leaming practices,
organisation:] practices provide an overall learning; environment, Furthertiore, when
ngners, o cxnple, coopeate it shop o emplecs, pnovaie i i i 0
exeu

thance
wkndwdwml 1Ml~v.\:hl.1 L.Au i
improved through interpersonal
combinations of l-mlniue inside a : 2
s especially important at the idea generation stage of the inventive process. Furthermore,
‘horzontal mmmumcam fosters a feedback culture. v\hbch improves. xhr chances of

i wiour (Kianto et a.,
taskspecific tmining (which enables reative bebaviow) s paired with g

(st uuul.\k innovative
attend trainings

L
en, Raziq, & Ri,

oh Do & Shi

5019, B un these asertions, g suggests
HZ T gand involvement and employ
innavative wrk behaviour

Green compens

1 performance will improve its economic
rd and predictor is therefore

performance (Tang et ai, 'nla

rgets for all yiorkers mslati

(Ta:
1l allow
mm.mplmfnu S bniericve, Ziore, & Lis
Cirll, & Shani, 2015), Cociran GD18) emphasized he

111

—

smnmum of environmentally influenced behaviours in achieving environmental
rms could ko support environmental efforts by rewarding sl

were shown to be sufficient grounds for pmmntmx employee dedication to gm-n aims by
Merrimian and Sen (2012),

d - ;
Compensation positively impacts cneative work behaviour, according o the concpts
el sl eachung ey, s cuployos wlo bl Wi lors o i
pay back wi ) ol efforts,

incluing inovatve work bl (1 i, 2000 Stoffers, Van de i, & Jacu
2020). A sense of duty e with unicy dinsight, s well o5
inventive. nnmmlhxml for development, iy arise a5 a result of perccptions of the
Brenugopan, Van der Hefen, & Farrell

4 riscan s denonste st @

compensation system may ubstant luence on creative bel nders,

Moorkamp, Torka, (:mah:vdr.l. & bmawvﬂd. 2<llﬂr Bysted & Jespersen, ”OI Aum, &
Hegley, 2011), atool v solely

.ardm« inventive actvities (\iti, Wahid, lmud & Kanvial, 2017).

Performance management is a company's method of evaluating, coaching, and

developing personncl on a regular basis with the ulnm.-m- objective of improving
this case, Meriac, Roch, Ra

& FamMr 2017). Conducting evaluation interviews belweel\ line managers and

ates is the mast prevalent type of pe ince management (Boselie, Farndale,

T I‘.'\;\uwe' 2018). Specific performance management needs develop as a result of the
abjective of promoting creative behaviour. Workers are more willing to demonstrate
mlmv:me ‘behaviour if they articulate a desire for xdz;é:x'mu«m Suseno, Standing &

en, 2017 Hammond, Nef?, Farr, Schwall, & clear that stating
iovation as el ecourages svalive beliavios by i . woivation an
the

innovation proces s unpredidable and inmovation necessitates risotaking, A resul
taking risks and being proactive should be encouraged and rewarded in an appropriate
‘manner (Sirén, Parida, Frishammar, & Wincent, . this b the study
presumes that:

positive relationship between grecn compensation and employee work
innovative behaviour.

Based on above discussion, following is the proposed research model (See Figure 1);

pre—

Source(s): Proposed by authiors

Green human
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wre 1.
Propoced
research model




Methodology

Study design

The study adopted a quantitative design because questionneires were the primary data

sthering ol e i tin sty Stcies e tis s on speifio cenar o e fo
d

between various factors, the research mmam-l a de;ammve and explanatory approach,

MNon

sam ique
e tudy's sl s s 00 e, i s cleltedusing e Hoeie and Morgn
ucro] samplr size table out ur the population o 79, HR and mmummm staff Non
e or selecting the sample respordents.
ﬁmmle random w'nnfmz sty was vsd o ﬂ\m ¢ that no bl was Iirodicen and the
data were fairly represented in terms of which employees to include i the study. . wtal of
0 random numbers has heen RPl\warPd u:m;( 'hP M|m’w)h Pmel and payroll Ils{ has also
et used toidentiy

d found 254
Margan (1970).

r&l!mw(mlun\mdm tysis K i

Questionnuire and measares

To begin,
to answer, followed by questions on GHRM methods (hiring, training, performance and
pensation), and finally, a section for an innavative employes behaviour variahle to

complete.
Green HEM s . srategic appeuach that incegrates: environmental considerations o

HRM practices (Ahmad (A115), Guerci f af (2016, Peerzadah, Mufts and Nazir (018, While

there are many variables that could be considered in the context of Groen HRM, Green

treining, groen hiring, i ables that

toliave a significant impact on employees” nnirotumental

Jing, 15 s Gis QUYL it cevie secsom ki

citudes and behavioars Chet,

cussed the importance of these
2, we have used

of Green Hiring (I}ulmml (l al, Anﬂ, Green Trﬂmuu {Dumont ef al, 2017) and Green

2015 scale

stions, Far measurmg 5
adopted from Scott and Bruce's (1994) has bee. used.

Etlicaldearance and data coecton

ta inserument, the
case sudy urgetion. Aler pproval. rspedesls wer e chusen randonly
especially meet the cheractersstics of the population of the stuc; ondents
e el of pvacy s confbsdfty of the da it v gL

Data m;w techsique
hat research dta may tout by. This
study’s core. data was braken down irtn fiwo secrios for analysis, m the i porion,
s showit
that GHRM and emplayee innovative hehaviour were linked using rarchin esression
aalysis with demographic ficturs servizg as cuntrol variables

Data analysis and findings Green human
Respondents’ demographics urce
e o e T T e
majority af ung. 50% of the bl
were divorced, This gl maor of the nswndzms were smgle. -
o .169), Green 65
e Innavative Work Hesaviour (- Uheh o Cometsatin oot
Employees' = mmn..f.... p i
training and G- i inovat behaviour of
into wurk prac: I
2 inTable3
i o e B L e e B ATID e
i 0t of 70k g Agaim, mapeily of nespondeats stated that their organisation
ougasirally considers gneen traiming, with a zean soee uf 35783 aud a standard deviation of
074718,
According 1 the ﬁndmgs teported in Table 4, an average, the ma o respondents
stated that their onganisation sometimes id new ways to raska ﬂm sysenaticlly
brings fuwvative ideas uto work practices, with  mean score of a standard
dmmm of 0816
by oy
raneous variables ths ﬂudy o e ol Variables to reduce the con
elfe:loflhsﬂmzhlu coordingly, age, marital status, gender and
- B e b et v analysis process.
Demographc Frogueoey_ Percentage
Gender % 1
174 59
A & 111
5 20
5 2
102
Maral st 0
Yearsaf nz
187
1 310
ry i
14 53
216 s
2 a7
s w3
N 81 Table 1.
5 03

i Sure
Source(s): P by Authors thrvogh Primey Field Dt

devogzaph

11 1 2 2 ' 5 6 1 8
1
[ ol
ot a1
66 QUL 0107 -0
002 002 00
ol anz 1
Table2.
el St gt At aoough Py Pl s
.
Indeperdent vasiables A Mexbmen Men Do
Green biine. 5 2 469 346 0710
Weatractgreen job candidaces whowse groen 261 1 5 3 1
i 0 sl oeganaions
T o S gt o L T 5 am s
Our fim ecrists’ esmplayees: who have geeen, w1 5 a8 1
awareacs
Green rinin: 251 5 ama oo
We develop rsining prograns n enviroamestal 250 5 an 1m
o 1 icrease v annental swasenese,
skl and expertiseof emplosves
Wellv skl gl e e costonl 284 1 5 15 s
valveent af erployees i e
We hive gresn knowhodee managenset ok w1 5 am 1%
envinmental eucation ané kawedge o
belviouss o develop preveatative siheacs)
compensaton BB ag7s2
Demisieild bams e, AU 1 a8t
e tha v o e g cads
acil o tax gcontives 24 L 5 am 1w
e of b plliting cars)
G firm s vt b reans. . 5 am 1w
Table 3, envisvaunal nunagenent for staf (public
Decortive satiics  FECOBIRING, awands, p3id vacations, e of. i
o it ctifea
Carsbles Source(s): Prpared b Autheesthzough Primary Field Daa

Hypotheses testing

bles we

considered. including age, marital

status,

As discussed above, some control var,

“Table 5. It is

Fiem were, sttty sighfitas, the model mumacy
istically sigmifien

fidings for boeh regreseion sovations il
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reen Hiring and Innovative Work

SBI “The findings also indicate that Green Hiring precicted Innovative Work Behaviour
Green human 5 = 07230), which is consistent with previous Green
N Moniman Maximan Mean o ; Bostics i, pae s e e ticection anc fo e s Engloyecs Imovaiive
: p anagem by B7% i they
oow 3 practices Wty .Umyprwe,wmdmgm!hesw unummumm
employer branding o atiract green employees
261 1
Search out new working metheds techriues, o 251 1 67 68

instruments?
Generate eigial ol fo ptobles? %1
Fid new sppches o et

Ppoaple o suppeet %1 5 3@ 1w

iomaovative dea?
Svstematially inoduce innovativeideas mowork 254 1 5 ELE )

po
Coutribute 1o the ieaplenca

w1 5 ¥ st
Pt ffet i the cevelopmaent o w1 H 372 oy
Source(s): Prismery Field Data (2022) behay
G B SEB s .
Constant) 0435 1wms
Green o a2 o0zm 2606
#
(A.l'('ﬂ |.'.:|mnK and employee innovative behaviour
(Constant aue
S Trig 005 oo
&
3
Green compenstion and employee innovative behayour
Gt pre a7
Green Cormpessation ol o0 o -
0163 e
s j Sl
hn‘e(i) Dependent Variable: nnovative Work Behaviour ioyee wvl(
Soarce(s): Primay Pk Dot 022 e b

¢ variation n Innovative Work Behaviour with Groen Trainin.

afthe
our in the regression output. For the model, 2
of the hypotheses i supported.

possibe o explaina 43
1

variations in F.mnl»vw innovative beh

P-value of less than 0.05 means at le;

Relationship betuwecn green hiring and employee work innovative belaionr

1.1t is possible to explain 877
variation i A Crees i, whic s 2 R scumrevale of
0087, Furthe ol a o oV it 18 S e o o o hypothes
supporte

Re training tpoyee i

“The ﬁndmgs also indicate Ilm (mm Training prcdncned lmwuuw Work Behayiour
{r = 0.062) ining and Incvative Work
Practirs ten, are movig n thesame d:mm:ndktﬁuheﬂu Employecs’ Innovative
Wark Behaviour wil grow by 43 i
Employees’ Innovative Work Behaviour will improve, accord)
can create environmental management training programs that boost environmental
nowledge, skills, and competence.

l?_tblianslia b bekavion
ive Work Behaviour with
the model, a Pvalue nl'le! lhn

findings.

tion) zxnh\ns a 55% variation in Iano
R o L
0 meas t kst vmef the bypotbeses s spprie.
e findings aiso S et G predicted Innovative Work
haviour (¢ = 0.114), which is consistent with previous research. Groer: Hiring and
T ek Pracices, then, are moving in the same direction and for the better
v row by 114% if they receive one more unit of
reen Compensation. Employees' novarive Worl Bekiaviour will improv. according 1
shldy i there are financial or tax incentives (car oans, use of less palluting cars)
organisation.

Discussion

Green hiring

Employees' lnnovative Wark Behaviour will improve, according to the study if manage:
can use green employer branding green employees

emplayees. Green recruiing nthewnwnnfhn’mpum]e wheo h:
attitudes, and habits that align with an organisation's environment 2
Recruitment mefhods may pmmm good environmental management, according to
Siyambalapitiya «f al @O by ensuring that new entrants are familiar with wn
organisation’s environmental culture an le of wpholding its environmental
pnllﬂphﬂ Companies may recruit and hire people who umd v mv\mmmu\.xl

which can aid in uuplum innovation ( Nejs
ind se

aspects green employ
applicants, according to pri

awarczess o & fundamental component of green rcruitment and seloction
persmalny traits il ienti i
hrhmmur that help fish the

G)E&:qnlam Van Gyes, De Witte, Niesen, and Van Hootegem (2014), Koedrok et al. (2018),  Green human
5. Nkhon, and P G020). Environmesially valusble cmployee sre R
ﬁmnd o smvelv smprave their environmenta) knowl furing the operational process,
which improves their firm's pu'(urmanuc and i Morgan & gen
Rayner, zms) 1 use  variety of s i practices
green consciousness, ensuring that all workers are enthusiastic about envirnmental
Drblems Shah, D19 69

Green traiving
Employees’ Invavaty jour vl inprove, it
create environmental ll!l"lxﬂlmll training programs that hms( environmental knowledge,

skill, and competence, ncividual learning s simply 2 starting point for creativity; it does not,
by itself, mmz lrh deneoment (ARrechy o o, 2015). Eployescresiiy s improved
Seough neperonal tiing b il leaming e phidel s

the idea generation
stage of the inventive pmﬂs Fllﬂl‘a!mu. hammlzl u'unlmllllutnn fosters a feedback
cultire, which i jon throughout the
mmun;-m‘g)- sg;u Orimisaiona lammx tzuds 1o follow the same logic as information

idea mmm and Amnkmmm phases of innovative hvhsz (Rianto et , 2017) To
sum up, w1 with general
staff dwelnmnmx training and development improve inventive bebaviour (stimulate
innovative heiumurl Hawever, it is crifical to urge employees to attend training because
they are typically precccupied with their daily tasks and overlook the importance of personal
sgrowth (Do & Shipton, 2019; Jiang et al, 2012).

Green incentives
Enploees Imovative Work Behviour il impeove acuedin o the studv. i U e
fnancil or tx Toans, use of ars) in
iciy inis work behavi .md'c«llda.m
betavious, onthe terhand. il xpect o be compensated o e exm et
oo i ey oIy dnmmlmned  when Dusinses e pay sysems fo
workers th 2
L e nvolved |q,andsd B s b
innovative woek behaviour as valuable, Work 10 Bysted and Jespersen (2014),
yanta cs ial befre enagingn e vk e VbRl tiey peeieitasa
haz

s A it
suppose 1o motivate theat o innovate
¢ mpacts crative work behaviowr,

i Compensation po

ated e ol to gyt back with dcretonary
wark behavious Jansscn @00), Bicker and Van Der
mployer with: mx,m information and insight, as well
elopment, may arise a3 a result of peraptions of the
ianuigopan, Van e Heiin, & Farrel, 2017,
Tndeed, research findings demonstrate thit & compenstion system may have a substanial
influence on creative behaviour et al, 2018; Bysted & Jespersen, 20]
Begley, 2011), both as a tool to encourage it and as Gl eier ot bt
reverding venive netviies (Ao, W s vasl, & Kamal 2017

efforts are being appropriately compe
extrarole efforts, including irnovatiy

Horst 017). A senseof duty to give
inventive recommendations for ¢
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T Because of th
generalize iy only be situated with KBTH, In addition, the study focused on only tluae
nw:l.\\m of the GHRM practices, which predicted a maximum of 114% of innovative vmrk

on replicating this very research among other teaching haspitals in other regions of Ghana.
Other studics nth utureshoukl ako ncludeather measuesof e GHRM practices sch as

1JSBI mnuuum and future dlnscuons
11 Thestudy

wviour, Taking
70

employee relations. Apart from it, study controlled few
Cographic vanlies i Gender Marital status, Experience) that can also be taken into
consideration in future studics.

Implications and conclusion

The findings of the study indicated that green uau\mu green hiring, and green compensation
predicted innovative wark behaviour. This suggests that these green buman resource practices
can boost enployee competency and motation wile o allning them 1 prtcpite in
environmentally friendly activities. The study, therefore, that

Treat training investments bke other financial investments
Green training positively predicted employee innovative work behaviours, ()rg'mnuns
must hing their s if they were any other finar
that they are considenng to u\h,mcc their retum on investment \aluam\“ both the
that 1 design, content, and
ke in light of the organisation’s
lls o( the training to ensure that the training met or
jons.

exceeded the organisation’s expect:

Hiring of employees with strong environmental sensibilti:
3 tively pmhm-d canployee innovative work behaviours. An organisation's
s and bela v be achieved by hiring
sensibility v training programs 1o boast
staff abilities for effectively conducting green tas| snnd increasing environmental cognition.

iploy

Designing effective reward criteria
Green compensation positively predicted employee innovative work behaviours. A
management should develop atirctive compensation criteria that apply to all ind

bea top pricrity when considering whether or not to work for a company.
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