BAB V

PENUTUP

Bab ini merupakan bagian akhir yang merangkum hasil utama dari
penelitian yang telah dilaksanakan. Pada bab ini disajikan kesimpulan yang
menjawab tujuan penelitian, implikasi manajerial yang dapat diterapkan
oleh perusahaan bank digital di Indonesia, serta keterbatasan penelitian
yang perlu menjadi perhatian. Selain itu, disampaikan pula saran untuk
penelitian selanjutnya sebagai kontribusi bagi pengembangan kajian di
masa mendatang. Melalui pembahasan pada bab ini, diharapkan penelitian

ini dapat memberikan manfaat baik secara akademis maupun praktis.

5.1 Kesimpulan

Berdasarkan hasil analisis data dan pembahasan, penelitian ini bertujuan untuk
menguji pengaruh transformasi digital terhadap fleksibilitas kerja jarak jauh dan
keterikatan karyawan dengan Green Human Resource Management (GHRM)
sebagai variabel mediasi pada karyawan bank digital di Indonesia. Adapun

kesimpulan yang dapat ditarik dari penelitian ini adalah sebagai berikut:
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1.

Pengaruh Transformasi Digital terhadap Green Human Resource

Management (GHRM)

Transformasi digital berpengaruh positif dan signifikan terhadap
Green Human Resource Management (GHRM). Temuan ini sejalan
dengan penelitian Vial (2019), Trujillo-Gallego et al., (2022), Sahu et al.,
(2025) dan Meher et al., (2026) yang menyatakan bahwa transformasi
digital memiliki efek positif yang signifikan terhadap praktik Green Human
Resource Management (GHRM). Hal ini membuktikan bahwa digitalisasi
di sektor perbankan memungkinkan organisasi meningkatkan efisiensi

penggunaan sumber daya melalui optimalisasi proses berbasis teknologi.

Pengaruh Green Human Resource Management (GHRM) terhadap
fleksibilitas kerja jarak jauh

Green Human Resource Management (GHRM) berpengaruh positif
dan signifikan terhadap fleksibilitas kerja jarak jauh. Temuan ini sejalan
dengan Tabrizi et al, (2023), dan Ishteyaq et al, (2024) yang
mengindikasikan bahwa semakin kuat implementasi praktik Green Human
Resource Management (GHRM) dalam suatu organisasi menghasilkan
semakin tinggi pula tingkat fleksibilitas kerja jarak jauh yang dirasakan
oleh karyawan. Hal ini membuktikan bahwa semakin kuat implementasi
praktik Green Human Resource Management (GHRM) dalam organisasi
bank digital, semakin tinggi pula tingkat fleksibilitas kerja jarak jauh yang

dirasakan oleh karyawan. Praktik Green Human Resource Management
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(GHRM) seperti evaluasi kinerja berbasis hasil dan pengembangan budaya
kerja berkelanjutan turut memfasilitasi terciptanya pengaturan kerja yang

mandiri dan tidak terikat lokasi.

. Pengaruh Green Human Resource Management (GHRM) terhadap

keterikatan karyawan

Green Human Resource Management (GHRM) berpengaruh positif
dan signifikan terhadap keterikatan karyawan. Temuan ini sejalan dengan
penelitian Mousa dan Othman (2020), Maheshwari et al., (2024), dan
Gupta dan Jangra (2024) yang mengindikasikan bahwa semakin kuat
implementasi praktik Green Human Resource Management (GHRM)
dalam organisasi bank digital, maka semakin tinggi pula tingkat keterikatan
karyawan terhadap pekerjaannya. Hal ini membuktikan bahwa semakin
kuat implementasi praktik Green Human Resource Management (GHRM)
dalam organisasi bank digital, semakin tinggi pula tingkat keterikatan
karyawan terhadap pekerjaannya. Karyawan yang merasakan keselarasan
nilai antara diri mereka dengan organisasi cenderung menunjukkan
keterpusatan penuh (absorption), dedikasi (dedication), dan semangat

(vigor) yang lebih tinggi dalam bekerja.
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4. Peran Mediasi Green Human Resource Management (GHRM) terhadap

fleksibilitas kerja jarak jauh

Green Human Resource Management (GHRM) memediasi secara
parsial pengaruh transformasi digital terhadap fleksibilitas kerja jarak jauh.
Temuan ini sejalan dengan Haldorai ef al., (2022), Sahu ef al., (2025), dan
Meher et al., (2026). Hal ini membuktikan bahwa transformasi digital
memengaruhi fleksibilitas kerja jarak jauh tidak hanya secara langsung,
tetapi juga secara tidak langsung melalui Green Human Resource
Management (GHRM) sebagai variabel perantara. Green Human Resource
Management (GHRM) berfungsi sebagai jembatan yang mengubah potensi
teknologi menjadi fleksibilitas nyata yang dirasakan oleh karyawan dalam

keseharian kerja mereka.

5. Peran Mediasi Green Human Resource Management (GHRM) terhadap

keterikatan karyawan

Green Human Resource Management (GHRM) memediasi secara
parsial pengaruh transformasi digital terhadap keterikatan karyawan.
Temuan ini sejalan dengan Gupta dan Jangra (2024), dan Ly & Ly (2025).
Hal ini membuktikan bahwa sinergi antara transformasi digital dan Green
Human Resource Management (GHRM) mampu menciptakan lingkungan
kerja yang berkelanjutan sekaligus berprestasi tinggi bagi karyawan bank

digital di Indonesia. Kombinasi keduanya menciptakan identitas organisasi
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yang kuat dan menarik secara psikologis, sehingga mendorong karyawan

untuk semakin terikat dengan peran dan tujuan kerja mereka.

Hasil tersebut menunjukkan bahwa penelitian ini membuktikan
transformasi digital saja tidak cukup untuk meningkatkan fleksibilitas kerja
jarak jauh dan keterikatan karyawan. Diperlukan praktik Green Human
Resource Management (GHRM) sebagai mekanisme penghubung yang
menerjemahkan kapabilitas digital menjadi pengaturan kerja yang
berkelanjutan dan pengalaman kerja yang bermakna bagi karyawan.
Kelima  hipotesis  yang  diajukan  dalam  penelitian  ini

seluruhnya didukung secara signifikan.

5.2 Implikasi Manajerial

Berdasarkan hasil penelitian ini, terdapat beberapa implikasi praktis yang
dapat diterapkan oleh manajemen bank digital di Indonesia untuk meningkatkan
fleksibilitas kerja jarak jauh dan keterlibatan kerja karyawan melalui penguatan
transformasi digital dan praktik-Green Human Resources Management (GHRM).
Implikasi ini diharapkan dapat menjadi pedoman bagi pihak manajemen dalam
merancang kebijakan dan program yang lebih efektif dalam pengelolaan sumber

daya manusia di era digital.

1. Penguatan Investasi dalam Transformasi Digital
Penelitian ini membuktikan bahwa transformasi digital
berpengaruh positif terhadap Green Human Resources Management

(GHRM), fleksibilitas kerja jarak jauh, dan keterlibatan kerja.

112



Shanti e al., (2023) menyatakan bahwa digitalisasi di sektor
perbankan memungkinkan organisasi meningkatkan efisiensi
penggunaan sumber daya melalui optimalisasi proses berbasis
teknologi. Kitsios et al., (2021) menegaskan bahwa transformasi
digital di perbankan bertujuan mengurangi biaya operasional dan
menciptakan diferensiasi dari pesaing. Oleh karena itu, bank digital di
Indonesia perlu terus mengembangkan infrastruktur teknologi digital
yang memadai, seperti sistem komputasi awan dan platform
kolaborasi virtual.
. Optimalisasi Praktik Green Human Resource Management (GHRM)
Hasil penelitian menunjukkan bahwa Green Human Resource
Management (GHRM) berperan penting dalam memediasi hubungan
antara transformasi digital dengan fleksibilitas kerja jarak jauh dan
keterlibatan kerja. Noor et al., (2023) mengonfirmasi bahwa praktik
Green Human Resource Management (GHRM), seperti rekrutmen
hijau dan pelatihan berwawasan lingkungan, berhubungan positif dan
signifikan dengan keterlibatan karyawan di sektor perbankan
Indonesia. Rahim et al, (2025) menambahkan bahwa praktik
pengurangan penggunaan kertas melalui digitalisasi tidak hanya
mendukung infrastruktur digital tetapi juga menumbuhkan rasa
tanggung jawab kolektif di antara karyawan. Oleh karena itu,
manajemen bank digital disarankan untuk mengintegrasikan prinsip

keberlanjutan lingkungan ke dalam kebijakan perusahaan.
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3. Pengembangan Kebijakan Fleksibilitas Kerja Jarak Jauh yang
Berkelanjutan
Temuan penelitian ini mengonfirmasi bahwa Green Human
Resource Management (GHRM) memfasilitasi fleksibilitas kerja
jarak jauh. Bernard (2025) menemukan bahwa model kerja
seperti telecommuting dan mobile work secara signifikan dapat
meningkatkan produktivitas karyawan di sektor perbankan. Ruzele et
al., (2024) juga mengamati bahwa pengaturan kerja jarak jauh yang
semasa pandemi COVID-19 menjadi sebuah keharusan, kini telah
menjadi bagian permanen dari model operasional berbagai organisasi,
termasuk perbankan. Oleh karena itu, bank digital di Indonesia
disarankan untuk merancang kebijakan kerja jarak jauh yang
terstruktur dan berkelanjutan melalui penyediaan perangkat dan
infrastruktur digital yang memadai, penerapan sistem evaluasi kinerja
outcome based, serta penyelenggaraan program kesejahteraan
karyawan yang mendukung keseimbangan kehidupan kerja dan
kehidupan pribadi (work-life balance).
4. Strategi Peningkatan Keterlibatan Kerja Karyawan
Keterlibatan kerja karyawan terbukti dipengaruhi secara
positif oleh Green Human Resource Management (GHRM).
Prianatama et al, (2026) menegaskan bahwa transformasi digital
telah mengubah secara fundamental cara karyawan bekerja,

berinteraksi, dan berinovasi, yang pada gilirannya berdampak
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langsung pada kinerja individu dan organisasi. Schaufeli et al., (2006)
mendefinisikan keterlibatan kerja sebagai keadaan positif yang
ditandai dengan adanya energi (vigor), dedikasi (dedication), dan
keterpusatan penuh (absorption) dalam pekerjaan. Oleh karena itu,
manajemen bank digital di Indonesia perlu merancang strategi yang
mendorong keterlibatan kerja karyawan melalui komunikasi yang
transparan; pemberian kesempatan kepada karyawan untuk terlibat
dalam inisiatif lingkungan organisasi, serta penciptaan lingkungan

kerja yang positif dan inklusif:

5.3 Keterbatasan Penelitian

Dalam penelitian ini, peneliti menyadari adanya beberapa keterbatasan yang

perlu disampaikan. Penyampaian keterbatasan ini bertujuan agar hasil penelitian

dapat dipahami secara lebih objektif, serta menjadi dasar bagi pengembangan

penelitian selanjutnya. Adapun keterbatasan dalam penelitian ini adalah sebagai

berikut:

1.

Keterbatasan Lingkup Penelitian

Penelitian ini dilakukan dalam konteks perusahaan perbankan
digital di Indonesia, sehingga hasil yang diperoleh belum tentu dapat
digeneralisasikan pada sektor perusahaan lain yang memiliki

karakteristik berbeda.
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2. Metode Pengumpulan Data

Data dalam penelitian ini dikumpulkan melalui metode self-report
menggunakan kuesioner. Hair et al, (2019) dalam penelitiannya
menjelaskan bahwa penggunaan satu sumber data berpotensi
menimbulkan common method bias. Oleh karena itu, penelitian
selanjutnya disarankan menggunakan metode tambahan seperti
wawancara atau observasi untuk memperoleh hasil yang lebih

komprehensif.

3. Desain Penelitian

Penelitian ini menggunakan desain cross-sectional yang hanya
menggambarkan kondisi pada satu periode waktu. Sekaran dan Bougie
(2016) menyatakan bahwa penelitian ini tidak mampu mengevaluasi
dalam menangkap variabel secara berkelanjutan. Oleh karena itu,
penelitian  selanjutnya  disarankan  menggunakan pendekatan
longitudinal agar dapat memahami hubungan kausal secara lebih

mendalam.

Dengan memperhatikan  keterbatasan-keterbatasan  tersebut,
diharapkan hasil penelitian ini dapat digunakan secara lebih bijak, serta
menjadi landasan bagi penelitian selanjutnya yang lebih luas dan
mendalam dalam mengkaji keterlibatan kerja dalam konteks

transformasi digital dan praktik sumber daya manusia berkelanjutan.

116



4. Instrumen Pengukuran

Item kuesioner variabel Green Human Resource Management
(GHRM) dalam penelitian ini diadaptasi dari instrumen jurnal yang
dikembangkan oleh Hameed et al., (2020) dengan penyesuaian dari
sudut pandang deskriptif-observatif. Secara substansi, hal ini berpotensi
menggeser fokus pengukuran dari persepsi atas praktik aktual
organisasi menjadi sikap responden terhadap praktik tersebut.
Pergeseran ini belum diuji secara formal melalui validasi konten,
sehingga konsistensi makna konstruk dengan literatur acuan tidak dapat

dipastikan sepenuhnya.

5.4 Saran Penelitian Selanjutnya

Sebagai tindak lanjut dari keterbatasan penelitian ini, terdapat beberapa
saran yang dapat menjadi acuan bagi penelitian selanjutnya agar menghasilkan
temuan yang lebih komprehensif dan mendalam. Berdasarkan keterbatasan

tersebut, saran untuk penelitian selanjutnya adalah sebagai berikut:

1. Memperluas Objek Penelitian

Penelitian selanjutnya dapat dilakukan pada berbagai organisasi di
sektor yang berbeda, baik BUMN, swasta, maupun perusahaan berbasis
digital, untuk memperoleh gambaran yang lebih luas dari variabel —

variabel yang ada. Dengan memperluas objek penelitian, hasil yang
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diperoleh akan lebih general dan relevan untuk berbagai konteks

organisasi dengan karakteristik yang berbeda.

. Menggunakan Metode Longitudinal

Penelitian selanjutnya memiliki harapan agar dapat melihat
hubungan kausal secara lebih kuat untuk menggunakan desain
penelitian longitudinal. Dengan pengamatan dalam rentang waktu
tertentu, peneliti dapat menangkap perubahan dinamis dari variabel —
variabel yang dipakai, sehingga kesimpulan yang dihasilkan menjadi

lebih akurat dan mendalam.

. Penggunaan Metode Pengumpulan Data yang Lebih Beragam

Penelitian selanjutnya disarankan untuk mengambil pengumpulan
data mixed-methods yang menggabungkan survei dengan wawancara
mendalam atau observasi langsung dapat menjadi alternatif yang lebih
kuat. Hal ini penting karena data yang bersumber dari laporan diri
responden rentan terhadap bias persepsi, di mana karyawan cenderung
memberikan jawaban yang dianggap sosial atau normatif daripada

kondisi yang sesungguhnya.

Adanya saran — saran penelitian ini diharapkan mampu
berkontribusi pada penelitian di masa mendatang khususnya dalam

penelitian di bidang sumber daya manusia.
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4. Validasi Instrumen secara Lebih Ketat

Penelitian selanjutnya yang mengadaptasi item kuesioner dari jurnal
Hameed et al., (2020) disarankan untuk mempertahankan arah
konstruk asli. Hal ini penting untuk memastikan item yang digunakan
secara benar dalam merefleksikan konstruk yang dimaksud sesuai teori

acuan.
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Lampiran 1. Kuesioner Data Responden

Kuesioner Penelitian: Pengaruh Transformasi Digital
terhadap Fleksibilitas Kerja Jarak Jauh dan Keterikatan
Karyawan dengan Mediasi Green Human Resource
Management pada Karyawan Perbankan Digital di
Indonesia

Yth. Bapel/Thu

Perkenalkan cays Gerardus Axel Rafaelo, mahacizws Progrsm Studi Mensjemen, Fakultaz Bizniz

dan Ekonomika, Univerzitaz Atma Jaya Yogyakarta Saat il cedang menjalankan penclitian tugas
zebagai bagian dari penyusunan ckripzi

litian ini begjudul T i Digital Fleksibilitas Kerja Jarak
Jauh dsn Keterikatan Karyawan dengan Mediasi Green Human Resoures Management pada
Digital di ia."

Schubungan dengan hal terscbut, saya memohon partizipasi Bapak(Tbu unmuk dapat mengizi
Ekuesioner ini. Kezediaan BapalTbu sebagai responden sangat berarti bagi keberhasilan penelitian
ini. Seluruh jawsban yang diberikan skan dijaga i dan hanva dipunzkan unmk

- - =

ERITERIA RESPONDEN -

» Responden merupskan karyawan tetap perusahaan Bank Digital di Indonesia
» Rezponden telah bekerja minimal dua tabmn
- Rezponden bekegja cecara Sekibel atan bekerja cecara jarsk jaah.

Jika terdapat pertanyaan tedkait kuezioner ini, Anda dapat menghubungi :
‘Whatzapp : 027209274397 (Axel)

Atsz perhatian dan kesedinsn BapakTbu dalam berpartizipaci pada penelitian ini, saya neapkan
terima kasih

Salam hangat,

Gerardus Axel Rafaclo
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* Indicates required question

Pertanyaan Filier 2

Apakah anda telah bekerja minimal dua tahun? *

O Ya
O Tidak
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terhadap Fleksibilitas Kerja Jarak Jauh dan Keterikatan
Karyawan dengan Mediasi Green Human Resource
Management pada Karyawan Perbankan Digital di
Indonesia

* Indicates required question

DATA DIRI RESPONDEN

data besika

Nama Peruzahaan Bank Digital *
() PT Benk Digitel BCA

(0) PT Bank Scabaak Indonesia
() PTBanklago Thi:

(0) PT Bank Neo Commerce Thk.
() PT Super Bask Indonesia
() PTAllo Bask Indonesia Tok.
() PT Banl Saqu Indonesia

() other

Jenis Kelamin *

() Leli-laki

() Pesewpusn
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Lampiran 2. Pernyataan terkait Transformasi Digital

TRANSFORMASI DIG]

Transformasi digital merupakan proses integsasi teknologi digital ke dalem seluruh sspek

operazional peruzahaan yang mengubah cara peruzahaan beloerja, berinteraksi, dan menciptakan nilai.

Hezl ini dinkur berdazarkan perzepzi karyawan terhadep cejauh mana pernzahaan telah
menginteprazikan t=knologi digital ke dalam prozes kerja dan ziztem operazional

Petunjuk
Berikut adalzh pilihan jawaban yang terzedia. Pilihlah sejauh mana Anda zetaju pada setiap
pemyatzan dengan zkals berilmt:

= Sangar Tidsk Serjn
= Tidsk Setju

Netral

emju

angst Setuju

1
3
4

[EI]

i=

Digitalizazi membuks pelusng yang besar dalam mendorong kemajuan <konomi den *

macyarakat.
1 2 3 4 &

Sangar Tidak Semju O O O O O Sangar Setujn

Digitalizazi menawarkan potenci bezar bagi pengembangan profezional taya di bank ®

digital ini.
1 2 3 4 5

samparTdakSern O O O O O SangatSempn

Digitalizasi menawaskan potenzi besar bagi penzenbangan pribadi zaya. *
1 2 3 4 5

samgmTaksemjy O O O O O swsmsemj

Digitalizazi menyebablkan beban tambahan dalam pekerjaan caya. *

Sangar Tidak Setuju

1 2 2 = 3

o O O O O

Dugitalizazi membuat ctres dalam kehidupan zehari-han zaya. *

Sangat Tidak Setuju
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Lampiran 3. Pernyataan terkait Green Human Resource Management (GHRM)

GREEN HUMAN RESOURCE MANAGEMENT (GHRM) v
~
Green Human Resource Managemen: (GHRM) merupakan pendekatan manajemen umber daya manuzia yang

ke dalam kebijjak I Dalam livian ini,
GHRM dipahami zebagai perzepei karyawan terhadap sejanh mana berl
lingkungan ke dalam kebijakan dan praktik zumber daya mannzia.

mengintegrasikan tyjuan gkung; dan prakrik
I ikan nilai

Petunjuk
Berikut adalsh pilihan jawaban vang terzedia. Pilihlah ssjauh mana Anda setuju pada setiap pemyataan dengan ckala
benlkut:

1 = Sangat Tidak Semjn
2 = Tidak Semju

3 = Netral

4 = Semju

3 = Sangat Setuju

-

Saya mendukung kebijakan peruzshaan untuk menjaga tujuan ramah linglungan dalam belerja.

1 2 3 4 5
Sangat Tidak Setuyu ( : ) ( : ) 'D : @) Sangat Setuju
Saya dulung h yelengparskan pelatihan lingl hidup untl okl *
1 d dan nil lai ramah lingkungan pada k
1 2 3 4 5

Sangat Tidak Setuyu L L L W ) Sangat Setuju

*

Saya mendukung hasn untuk menyelenggarskan pelstihan lingkungan hidup untuk meningkatkan
pengetahuan dan keterampilan karyewan delam peagelolaan inghuszan.
| 2 3 4 5

Sanger Tidalk Semju () O

Sangar Semju

Saye mendulmng penerapan perilalo ramah linglungan karyawan di tempat kecja zebagai zalah catu
Lomponen dalam penilsian kinerja organizaci.

@)

Sangat Tidak Sctujn Ll Sangat Scrajn

*

Saya mendulmng upaya peruzahaan untuk memberikan penghargaan dan kompensasi kepada karyawan

yang menunjuldan perilakn ramsah lingkungan di tempat kerja
Sanat Tidak Setuju @) (@] QO @] QO

Sangat Setuju

Saya mendukung perilaku ramsh lingkungan karyawan di tempat kerja menjadi zalsh cam pertimbangan *

dalam keputuzan promosi jabatan di orpanizeci saya

Sangat Tidak Semju @) Q @) Q @) Sangat Semju
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Lampiran 4. Pernyataan terkait Fleksibilitas Kerja Jarak Jauh

FLEESIBILITAS KERJA JARAK JAUH

Flek=ibilitaz kerja jarak janh merupakan kerja yang okinkan karyawan
melakszanakan mgas di lnar lokazi kantor L ional dengan dul knologi digital yang
memungkinkan konektivita: dengan peruzahazn tetap terjaga. Hal ini dinknr berdazarkan perzepei
Lkaryawan mengenai kebebazan dalam menentukan tempat dan wakt kega, zerta kemampuan
menyelezaikan pekerjaan secars daring.

Petunjuk
Berikut adalzh pilihan jawaban vang terzedia. Pilihlah sejauh mana Anda zemjn pada setiap
pemystaan dengan ckala berikut:

Sangar Tidak Setuju O O O O O Sangat Setuju

Saya meraza lebih puaz ketika menjalankan pekerjaan cecara jarak jauh dibandingkan
bekerja di tempat kerja cecara langzung.

Sangat Tidak Setuju O O O O O Sangat Setuju
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Saya meraza bahwa ziztem kerja jarak janh dapat meningkatkan produktivitas kegja cava

zecara kezeluruhan.

Sangat Tidak Setuju

1 ¢ ) 4 5

o o G 0O O

Sangat Setyju

Saya menikmari pengalaman kerja jarak janh dalsm menyelezaikan tugas dan tanggung

Jjawab pekerjaan caya.

Sangat Tidak Setuju

1 oL 3 4 5

c O GO0 O

Sangat Setyju

*

&

Saya meraza bahwa pilihan kerja jarak jauh memberikan flekzibilitaz yang lebih baik bagi *
karyawan dalam menpatur pelerjaan mereka.

Sangat Tidak Setuju

c O O O O

Sangat Setyju



Lampiran 5. Peryantaan terkait Keterikatan Karyawan

EETERIEATAN KARYAWAN
Pekerjaan says menginspirazi cays. *

kondizi peikologiz pozitif vanz nksn enersi, dedikaci, 1 2 5 4 5

dan Leterlibstan peauk individn werhadap 7. Hal ini diukur peczepsi
1::—;“-511 mengenai semangat, raca bangga, serts folms mendalam dalsm menjalankan tgas schari- Sangae Tidle Sexsjn 0 @ 0 0. O Sanst Ses
Di temapat kegjs, zaya meraza peauh dengan eacrpi. * Saya bangga dengan pekerjaan yang says lakukan. *
1 2 3 4 5 1 z 3 4 5

Sangat Tidak Setyju O O @) O O Sangat Setju Sanpar Tidak Setju O @) @] @) @] Sangst Sctuju

Pada pelerjann zaya, zaya meraza kust dan bertenaga. * Sayamerasa bahagia ketika zaya bekerja secars intens. *
1 2 3 4 5 - 2 3 4 5

sugaTdksengu O O O O O sengatseup smppTdk ey O O O O O Sspesewpn

Saat saya bangun di pagi hari, caya meraza bersemangar dalem bekesja. * Saya meraza menyam dalam pekerjaan zaya. *

1 2 3 4 5 1 2 3 4 5

sugaTdksen O O O O O SengaSon smgTdksenn O O O OO seagae Sen

Saya sangat anmusiaz dengan pelerjaan caya. * Saya terbawa cussana ketika saya bekega.
1 2 3 4 5 1 2 3 4 5

smTdksais O O O O O s sesin swtididsemn O O O O O sugmsoun
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|outer Loadings

Lampiran 6. Hasil Outer Loadings

FKJJ

FKJJ1

0.898

FKJJ2

0.878

FKJJ3

0.850

FKJJ4

0.883

FKJJ5

0.900

GHRM1

0.892

GHRM2

0.824

GHRM3

0.870

GHRM4

0.848

GHRMS

0.918

GHRME

0.887

KK1

0.880

KK2

0.848

KK3

0.843

KK4

0.860

KK5

0.843

KKE

0.894

KKT

0.887

KK

0.822

KK9

0.860

0.868

0.893

0.831

0.737

0.729
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Lampiran 7. Hasil Uji Validitas Diskriminan

FKJJ GHRM KK
FKJJ 0.882
GHREM 0.751 D874
KK 0.847 0.832 880
hie 0.484 0.5E8 0.827 0.814

Construct Reliability and Validity

Lampiran 8. Hasil Uji Validitas Reliabilitas

Cronbach’s Alpha rho_A Composite Reliability Average Variance Extracted [AVE)
FHJJ 0.923 0.932 0.946 0.778
GHRM 0.938 0.939 0.951 0.763
KK 0.956 0.961 0.962 0.739
D 0.874 0.803 0.907 0.663
. o 4o . .
Lampiran 9. Statistik Deskriptif

Mean Median Min Max Standard Deviation Excess Kurtosis of Observations Used

FKJJ1 3777 4000 1.000 5,000 1.040 -0.483) 130.000

FKJ2 3.585) 4.000 1.000 5.000 0541 120.000

FKJJ3 3485 4,000 1.000 5,000 03 -0.849) 130.000

FKJJ4 3692 4000 1.000 5,000 1.208 -1.008 130.000

FKJJ5 EXE] 4,000 1.000 5.000 1.115| £.927 120.000

[GHRM1 3623 4000 1.000 5,000 1032 0741 130.000

| GHRM2 26808 4000 1.000 5.000 0.924) 0.183 120.000

[GHRM2 3648 4000 1.000 5,000 0591 -0.584] 130.000

|GHRM4 3785 4000 1.000 5000 1.015] 0418 130.000

| GHRMS 3.689) 4000 1.000 5.000 1.091 0.452 120.000

[GHRMG 3577 4000 1.000 5,000 1.084] 0.850 130.000

KK1 EAE) 4.000 1.000 5.000 0.975| 0.329 120.000

KK2 3428 4,000 1.000 5,000 1023 0.684 130.000

KK3. 3515 4000 1.000 5,000 1.090 0.879 130.000

KK4 26808 4,000 1.000 5.000 1.004) 0.600 120.000

KKS. 353 4000 1.000 5,000 .954] 0.182 130.000

KKE 1677] 4,000 1.000 5.000 1.089) 0,685 120.000

KKT 3623 4,000 1.000 5,000 0.922] 0.148 130.000

KK 375 4000 1.000 5,000 0.578 0.380 130.000

KK3 3.482) 4.000 1.000 5.000 1.018| 0.429] 120.000

D1 3977 4000 1.000 5,000 0.972] 0.302 130.000

TD2 1848 4.000 1.000 5.000 0.880 013 120.000

03 4008 4000 1.000 5.000 0.573) 0.307 130.000

D4 3515 4000 1.000 5,000 1.081 4.606 130.000

D5 3585 4,000 1.000 5.000 1.122] £.817 120.000
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Lampiran 10. Hasil Uji Koefisien Determinasi

R Square
R Square R Square Adjusted
FKJJ 0.564 0.561
GHRM 0.311 0.306
KK 0.399 0.394
Lampiran 11. Path Coefficients Direct Effect
Mean, STDEV, T-Values, P-Values
Original Sample (Q) Sample Mean (M) [Standard Deviation (STDEV) |T Statistics (JO/STDEV|) P Values
GHRM -> FKJJ 0.751 0.752 0.042 17.735 0.000
GHRM -> KK 0.632 0.632 0.063 10.045 0.000
TD -> GHRM 0.558 0.559 0.071 7.898 0.000
Lampiran 12. Path Coefficients Specific Indirect Effect
Specific Indirect Effects
Specific Indirect Effects
TD = GHRM = FKJJ 0.419
TD -> GHRM -= KK 0.352
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Lampiran 13. Jurnal Acuan Penelitian

Influence of digital transformation on
green human resource management,
flexibility in remote work and
work engagement

Jamini Ranjan Meher
Department of OB and HRM,
Birla Institute of Management Technology (BIMTECH), Greater Noida, India
Swetalina Mishra
School of Management, Centurion University of Technology and Management,
Bhubaneswar, India, and
Anindita Das
ion, Astha School of
Bhubaneswar, India

D of Business A

Abstract

rpose  Thissudy aims o explore how dighal uansformition (D) influences green HRM (rl-mm e
work flexibility (RWF) E). I
DT and RWF, as well as between DT and WE.
Desigumethodslogy/appraach - This suxdy adopted o quaniacve approach and analyzed o using
SmartPLS 4. A total of 471 samples were incl lta analysis at 2 distinct time intervals, with a gap of
three rocni. The measurement an sirctural models were assesced and tested for the designedBipotbesis
using the partal least squares structural equation modeling meth

~The results reveal that DT, as an independent variable, significantly affects GHRM, RWF and WE.

Furthermore, GHRM positively affects remote work flexibility and work engagement. However, GHRM
established a partial mediation role between DT and RWF, Further, the relationship between DT and WE is also
mediated by th existence of GHRM.

o give priority to CHRM i gain @ (uupttlmn' u»dm(mdmg of the value of DT, rather than

»l remote work flexibility can offer opportunities to decrease the physical space occupied by corporate offices.
Originality/value - This study reveals how digital transformation fuels remote work flexibility and work

engagement through GHRM, demonstrating their powerful synergy in creating sustainable, high-performing

workplaces.

Keywords Digital transformation, GHRM, Work engagement, Remote work flexibility

Paper type Research article

1. Introduction

The rise nf Induszry 4.0 has mnde digital mnsfnnmunn (DT) a central force reshaping
Internet of Things (1oT), big data
analytics, artificial intelligence (AT), and robotics (Ahmed et al., 2022; Alenizi et al,, 2023).
This is not merely about adopting new digital tools, but a fundamental shift in organizational
capabilities needed to navigate today’s volatile, uncertain, complex, and ambiguous (VUCA)
business environment (Ghosh et al., 2022). In such a challengmg context, orgammuons must
not only adapt to rapid market ci digital solutions
that respond to increasing environmental concerns (Su et al., 2016).

Funding: This research received no specific grant from any funding agency in the public, commercial, or
not-for-profit sectors.
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These environmental imperatives have become integral to the evolving role of huma
resource management (HRM), which now extends beyond traditional people management b
strategically integrating green practices with digital advancements (o support organizations
sustainability (Tabrizi et al., 2023). Concurrently, the unprecedented shift toward remote wor!
arrangements accelerated by the COVID-19 pandemic has become a permanent fixture o
contemporary workplaces (Chaiterjee ¢t aJ‘ 2022). Research demonstrates that flexible worl

enhance wal through improved work-life balanc
and job (Ahmed et al., 2024), although challenges such as isolation an

p—

Dwriosded fram

communication barriers can hinder Dpumal work engagement in remote settings (Adis
etal., 2023).
Work

o d by vigor, ded and ab has emerged as .

critical organizational outcome strongly linked to individual performance and organizationa

success (Corbeanu and lliescu, 2023). As organizations implement flexible worl
to enhance and i ling the factors i

a capability that can be mobilized for sustainability-oriented HRM rather than merely a
technical upgrade (Helfat et al., 2023; Makhloufi et al., 2021). Within this RBV framing,
GHRM represents a complementary bundle of HR practices (e.g. green recruitment, training,
and performance management) that embeds environmental objectives into people-
management systems and shapes employees’ pro-environmental attitudes and behaviors
(Al-Swidi et al., 2021). When aligned with digital capabilities, GHRM enables paperless HR
processes, vmual learning, and low- calhuu work arrangements, thus creating an integrated
capﬂbl]uy supports b performance resilience

3
Organ
Effec

Pert

in digitally intensive contexts.

Social Exchange Theory (SET) captures how these capabilities translate into employee
outcomes. SET posits that employees re(xproca(e perceived organizational support and value
congruence with higher an (Barrick et al., 2015).
Providing employees with digital tools, flexible work arrangements, and environmentally

work engagement becomes essential for sustaining productivity in distributed work contexts
Sjmul'anetmsly. Green Human Resm\rce Management (GHRM) practices have gainei
as arganizations i recognize the necessity of aligning operations witl
environmental sustainability objectives. GHRM plays a crucial role in cultivatin
organizational cultures that prioritize sustainable business practices, highlighting
HRM'sintegral function in sh; organizational values and behaviors (Ogbeibu et al,
2022). Despite mn:msmg adoption of green (eL\moIog:es orgamzauum Lonumm 1o fac
significant challenges in effectively ing initiatives
with growing demands for transparency regarding environmental impacts and us\
management (Jabbour and Santos, 2008; Yamoah et al., 2022). Recent studies emphasiz
HRM'scritical role in :uppnmng digital transformation through initiatives designed b
enhance organizational agility and internal digital capabilities (Zhang and Chen, 2024).
Despmevhee\ndem intersections between digital Green HRM,
a rmtah]e gap in the literature examining their combined effects on remote work flexibility an
This research addresses this gap by investigating how digital transformatio
faqlnau-s GHRM practices adoption and how these practices subsequently influence remote worl
flexibility and work engagement. Two research questions guide this investigation:

RQL  How does digital transformation drive the adoption and effectiveness of Gree:
HRM practices within organizations?

RQ2. What impact do Green HRM practices have on enhancing remote work flexibilit
and fostering work engagement in a digitally ransforming environment?

This study makes signifimm theoretical contributions by providing a nuanced understandin;
of GHRM! ‘smediating role in translating digital transformation initiatives into tangibl
organizational and employes outcomes. From a practical perspective, the research offer
valuable insights for organizations seeking to synergistically integrate digital and greei
initiatives o create sustainable, engaging, and flexible work environments in the era o
Industry 4.0. By exploring these dynamics, this study not only enhances thearetica

d i i dation for future research and organizational practice

2. Theoretical fi rk and i
Digital transformation is lundam!nlally rrshaangorgamzAuonu uperumms, |nclmimghumm
ith . From
Resource-Based View (RBY), digital and related capabilities can b
as strategic resources that contribute to competitive advantage when they are valuable, rare
inimitable, and embedded in organizational processes (Bamey, 1991; Newbert, 2008). Thi
line of work shows that IT and digital capabilities enhance core competencies, agility, am
performance, thereby providing a robust th al basis for i ital ransformation a
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work designs signals that the organization cares about hath their well-being and
broader societal concerns, strengthening trust and reciprocity. GHRM practices grounded in
environmental responsibility further reinforce this sense of alignment, motivating employees
10 remain engaged and to suppart the organization’s sustainability abjectives (Bodhi ef al.,
2024). Thus, the integraied RBV-SET framework suggests that digital transformation
influences employee outcomes, such as work engagement and remote work flexibility,
indirectly through GHRM, which functions simultaneously as a strategic capability and a
relational exchange mechanism.

Conceptually, the integrated RBV-SET framework implies a directional sequence among
the focal constructs, Digital transformation is theorized as an upstream capability that builds
the technological and analytical infrastructure, Green HRM as a downstream HR capability
that translates this infrastructure into sustainability-oriented HR practices, and remote work
flexibility and work engagement as outcomes that emerge from how employees experience
these digitally enabled and envi ible HR In this sequence,
digital transformation is expected to pmede and enable GHRM, which in turn transmits its
influence to work outcomes, consistent with the mediating rale formally tested in our model
(Figure 1)

21 Digital transformation and green HRM

Digital reshape: processes and decision-making
by develaping advanced digital capahllmes sach 35 data analytics, real-time monitoring, and
platform-based collaboration, that can be leveraged to support sustainability-oriented HR
systems (Broekhuizen et al., 2021; Ferraris et al., 2019; Montero Guerra et al., 2023). Rather
than assuming an automatic causal link, digital transformation operates as an enabling

Remote

Nexibilities

Figure 1. Concepual model. Source: Authors’ own
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that enhances the
Green HRM practices, by providing the
mechanisms required to embed environmental objectives into HR routines. Through the
adoption of digital technologies, firms can collect, analyze, and report detailed environmental
data, allowing them to monitor carbon footprints, track resource consumption, and evaluate the
envnmnmemal nmpact of HR-related activities, thereby supporting evidence-based
trai and reward systems (Dubey et al., 2021;
Khatoon et al. zozz) In parallel, digital plal[orms intemal social networks, and gamified tools
foster more around
% and

initiatives, a key behavioral foundation of Green HRM (Mam‘m-Cnm et ul., 2020; Sidique
and Pereira, 2023). Consequently, organizations that advance further in their digital
transformation are not only more digitally sophisticated, but are also better positioned and
more capable of adopting and Imumuonalmng Green HRM pmm(\»s, as dlglul capabilities
increase both the feasibility and objectives into HR.
policies and routines (Dubey et al., 2021; ijlllo-Ga]Iegu etal., 2022). mmm our framework,
this DT-GHRM link represents the first stage of the indirect pathways from digital
transformation to remote work flexibility and work engagement, since GHRM functions as
the immediate HR mechanism thmugh which digitally enabled capabilities are translated into

work i Based on these lical arguments and
empmcal evidence, we propose:

capability and readiness to design and implement
Sy A ond swm

H1. Digital transformation has a significant positive effect on Green HRM practices.

2.2 Green HRM and remote work flexibility
Organizations investing in GHRM typically implement advanced technologies and
infrastructure that establish solid lound.anons for seam]ess remote work operaunns

(Ishteyaq et al., 2024). This aligns with
sustamahll.l(y objectives while pmvndmg !mplnyees wnh efficient virtual muabumnn
Irani et al., 2022). The f Green HRM,

environmental responsibility, appeals to workforce segments that value both work-life balance
and eculoglcal footprint minimization (Maheshwari et al., 2024)

M’semphasis on remote work Iacnlmms
inclusivity, and innovation by expanding access to diverse talent pools (Bansal et al., 2023).
Organizations implementing green HRM practices establish reputations as socially
responsible and envlronmemally conscious entities while simultaneously adapting to
evolving (K et al., 2023). Green HRM practices
effectively contribute to envi ion while cultivating flexible remote work
cultures, creating mutually beneficial synergxes between environmental consciousness and
workplace flexibility (Tabrizi et al., 2023). Furthermore, GHRM practices emphasize
outcome-based performance evalualiun rather than process monitoring, thereby facilitating
the autonomous and location-independent work essential for effective remote arrangements.
Based on these theoretical arguments and empirical evidence, we propose:

H2. Green HRM has a significant positive effect on remote work flexibility.

2.3 Green HRM and work engagement
Gmn HRM represents an innovative orgauluuonal approach that integrates environmental
resource (Singh et al., 2020). This strategy encompasses.
the implementation of eco-friendly workplace policies and sustainable training programs that
promote healthier work environments while aligning with growing employee preferences for
environmentally conscious wnrkplaces (Anwar et al., 2020) These initiatives enhance
employee well-being and job ion, directly i levels (Hameed
et al., 2020).

by A Yogyskarta u

As environmental consciousness increases, the alignment between personal values and
organizational sustainability initiatives becomes increasingly significant within firms,
potentially driving enhanced work engagement (Dthmgiz and Niesten, 2020). This

alignment fosters symbiotic relationships whemn both and employees benefit
fmm shared ighting GHRMsnotable influence on overall

(Hua ez ai., 2020). GHRM creates i contexts in
whkh environmentally consdous employees perceive alignment between personal

stronger
and organizational values, enhancing psychological meanlngfulnes and snbsequem
engagement. Based on these theoretical arguments and empirical evidence, we propose:
H3. Green HRM has a significant positive effect on work engagement.

2 4 Green HRM, digital transformation and remote work flexibility

play pivotal roles in stimulating resource
efﬁa:ncy and mitigating environmental impacts. GHRM emerges as a crucial strategic
practice focused on environmental sustainability (Suleman et al., 2024), echoing the

ecological d w!!hkdlglul (Hameed "?1'1202‘?)' GIECI:
digital tools facilitating remote work (Walkowiak, 2024). Enhanced employee well-being not

only strengthens organizational culture but also supports technological utilization for remote
work, resulting in more efficient and motivated workforces (L.ugman et al., 2021).

DT fundamentally enables remote work flexibility by providing the technological
infrastructure and digital HRM practices necessary for employees to work remotely
effectively. Empirical studies reveal that organizations with advanced digital capabilities
were able (o implement remote working arrangements more successfully during COVID-19,
demonstrating that remote work flexibility is a direct manifestation of DT rather than a
separate policy choice (Peter et al., 2024; Wuersch et al., 2023). Furthermore, digital HRM
research confirms that digital tools and flexible work policies enhance employees® autonomy
and work-life balance, making remote work a central component through which employees
experience the effects of DT (Battisti et al., 2022; Sini et al., 2025).

The convergence of Green HRM with digital transformation principles amplifies cost-
saving initiatives. Productivity efficiency and operational cost reduction are inhcmml_v driven
by digital transformation, with remote work flexibility representing an approach to cost
reduction through digital mcluslveness (Oduro et al 2023). Green HRM with its foms on

effective c

strategies (Sahu et al., 2025). The environmentally conscious employer brand culuvaled
through Green HRM enhances talent acquisition capabilities (Shah and Soomro, 2023).
Successful integration of digital transformation and remote work arrangements depends on
Green HRM'scapacity for cultural alignment and change management, fostering
organizational cultures that embrace innovation and adapt to evolving technologies and
work practices (Haldorai et al., 2022). Green HRM thus mediates the relationship between
dngnal uanslunnanun and remote work flexibility by uanslaung lechnulogn:al capabilities

aligned with objectives. Based. on these
lheomkal avgumems and empirical evidence, we propose:

H4. Green HRM mediates the ip between digital and remote
work flexibility.

2.5 Green HRM, digital transformation and work engagement

As a strategic approach, GHRM empowers employees and enhances their sense of
responsibility, leading to increased engagement levels (Luu, 2022). This purpose-driven
responsibility, catalyzed by GHRM and facilitated by digital transformation, creates loyal and
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committed workforces that actively comnbu(e to organizational sustainability nb]ecuv(
(Zhang et al., 2023). Digital has workplac

environments, enhanced efficiency, adaptability, and productivity while enabling employe¢
to thrive in virtual environments and collaborate effectively (Yang et al., 2025). Green HR?
practices, enhanced through digital i provision of ibility, flexibility, an
collaborative capabilities, accentuate engaged and motivated workforces (Ly and Ly, 2024
GHRM provides pathways for digital |ral|slom|alion o positively influence wor

fostering
(Gupta and Jangra, 2024; Nguyen et al 2025) Digital lrans(om\anon establishes th
technological infrastructure and that enable i of

reen HRM systems. These systems suhsequemly enhance emplnyee wurk engagemel
lhmugh value alignment,
Digital signals while Green HRM signa
i (he inati cn.-anng identitie
that enhance and work
Based on these theoretical argumems and empirical evidence, we propose:

H5. Green HRM mediates the relationship between digital transformation and wor

engagement.
3. Methodology
3.1 Sampling design
‘This study used quantitative methods to prioritize and analyze the proposed hypotheses. Th
ional selection of a ility sampling technique, namely the expedient methoc

was made due to its rapidity and cost-effectiveness, which allowed for the gathering of dal
from alarge sample size. The research focused on the dynamic domain of Indian IT companie
with a special emphasis on key technological hotspots such as Delhi NCR, Bangalon
Hyderabad, and Bhubaneswar. The research team diligently chose participants from a divers
pool of individuals considered to be the most regarding the «
their respective organizations (Qalati et al., 2021). This included executives, project manager.
team leaders, and software engineers. The decision to use Google Forms for the online surve
was a deliberate choice, based on the ﬁndings of (Lefever et al., 2007), who emphasized th
exceptional success of online surveys in terms of their speed, simplicity, and cost-efficienc
for collecting data. A carefully designed and well-distributed questionnaire played a crucii
lein collecting data. Data d at inct time intervals (T1 and T2) separate
by a 3-month interval. This aligns with the recommendations proposed by Podsakoff et a
(2003) to mitigate common method bias (CMB) and minimize the influence of priming effec'
in cross-sectional research. In this two-phase study, we inilially reached out to the huma
resource managers of the IT companies and communicated the mm of the data collecting an
mgpurpose of the study. At time pomtTl the partici
about luated the predictive variable, DT, and the mediatc
wvariable, GHRM, using a five-point Lnken scale. We have received a total of 710 mmple(e
questionnaires at Time Point 1. The survey i
ol the same pamupam [or the oulmme vanable after a period of 3 months. We reached oul t
ir feedback on their remote work flexibility an
Ihelr uverall engagemem in the workplace ‘We obtained a total of 547 replies in T2. Aftc
the i and replies, the final sample size was 471.
Although the study design is non-experimental, the two-wave data collection strateg
strengthens the temporal ordering implied in our mediation model. Digital transformation an
Green HRM were measured at T1, while remote wom flexibility ami work mgagemem wel
red at T2, three months later, which ali
predictors and outcomes to reduce common method bias and mitigate concems abom revers
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causality (Podsakoff et al., 2003). This design does not allow definitive causal inference, but it Journal of of the time”. The impressive Cronbach’s alpha of 0,896 emphasizes the reliability and validity Table 2. Measurement model concemns Joumnal of
increases the plausibility that digital transformation and GHRM precede and influence  Organizational of our measurement. izati
subsequent perceptions of remote work flexibility and work engagement, in line with the Effectiveness: Average Effectiveness:
th ‘mechanisms specifi People and oy oM varance People and
A closer inspection of Table 1 illuminates th d f the 4. Results Focor  Cronboch's  relisbiliy e Performance
with7.96% bemg male and 4204% i isth ‘The cunient research a approach, with the findings analyzed using Bt Saleitems loadings _alpta fhos) GVE)
of mspm\dmls (35.88%) reported working expedence spannlng 0-5 ymrs undemndng the SMART-PLS 4. Initially, the study validates the measurement of both the puter and inner Digital wransformation DTl 0.764 DAD4 0.603 0562
Delving into models. It was confirmed that the measurement items were as Jurosis o1z s
the professional roles, a substantial 62.21% of respondents held the designation of software skewness were in the threshold limit of +2 (Hair «t al, 2022, p. 66). Next, a Mﬁm bT3 0732
engineers, accentuating the study’s reach into the heart of technological expertise. This process was applied to test the research First, cor T4 e
meticulously curated dataset, refined through stringent screening, forms the bedrock for the model was 10 examine the ilfual forms of validity ni
unraveling the nuanced dynamics underpinning the research objectives. reliability. Afterward, the structural path and different hypotheses were assessed using partial oo GHRML  ome oA 0598 0.642
mnlum Ibm[mlxmnlmmnnmhd GHRM3 0.768
32 Measures o ﬂn‘lhg:‘s indicate that onl of the variance is explained, well below the maximum G o7
This research study included 27 items that were extracted from the existing literature study. R ey mﬁm’,,?;mm o ot b o i, e sy CHRME 078
The measuring scales were used to record the respondent’s opinions. The scale items were incorporates an extra measure to detect common technique bias by calculating the Variance Remore work flexibility nwr; 3 31; 0,89 0907 0715
- RWF 1
i J;B;': point’ Liker scalé: whichsepresents 1. ='‘Strongly. dlsagree .and Inflation Factor (VIE). The VIF values observed, ll b beluw ¢ 3, show the absence of common iy Vaeh
Di formation: Employing a 5-item scale crafted by Ifenthaler and Egloffstein in P gk, 2% RWFs 0852
2020, our assessment of the DT construct revolves around probing the belief that ?m"‘m""' of confimming that common method bias pripo proble in our Vigor RS o .
“Digitalization offers great potential for my own professional develapmtm‘" The viz 0.8
compelling Cronbach’s alpha value of 0.804 attests to the robustness of this meas VI3 0853
Green HRM: To gauge Green Human Resource Management (GHRM) we have 4.1 Measurement model assessment Dedication DEL 086 0788 079 070
harnessed a 6-item scale derived from the work of Hameed et al. in 2020. An exemplar item shich are scale items were DE2 0775
from this scale is “My organization provides employees with green training to promote green assessed and evaluated through composite reliability. convergent and discriminant validity .. 25} g::; . or1z .
values.” The commendable Cronbach's alpha of 0.887 underscores the reliability of our before examining the relationship of canstructs (Hair et al., 2021). The important constructs [ 481 b g ’ :
assessment. for this study are DT, mmum-adwammmunmcmm,mm AB3 0863
Work Our ion of Work draws from a 9-item scale absorpiion and dedication were investigated through a fist-order reflective approac Work engagement Vigor 0wl 08 0.007 0716
adapted from Schaufeli et al. (2006). This multifaceted examination encompasses vigor, ‘However, the constiuct WE is Dedication  0.803
absorption and dedication. This comprehensive approach allows us to delve deeply into the considered are vigor, absorption and demcmun The intemal reliability was Absorpiion 0,841
diverse dimensions of WE. Sample items are: “At my work, I feel bursting with energy”, “I am assessed through Cronbach’s alpha and Henselers” rho value (Table 2). The threshold limit for Sourcefs): Authors” own
proud of the work that I do”, “My job inspires me”. these two indices was 0.70 (Hair et al., 2022). In our analysis, Cronbach's alpha value and
Remote Work Flexibility: Evaluating the dimension of Remote Work Flexibility involves value of ho achieved the threshold limit. Hence, it is confirmed that m,mm?ﬁ
utilizing a S-item scale originating from the research of Chatterjee et al. in 2022. A reliable for all the constructs presented in the study. Similarly, the value of tho_ A e
is* I thi gage also reached the threshold limit, .. 0.70. Hence, the composite reliability of the constructs was S nant vality (Famell and Larcher approact)
Further the convergent validity for allthe constructs was assessed through Average Absorption ot Dedication GHRM HWE Vigor
i i (AVE) value. The threshold limit of AVE for achieving Canvergent ‘
Table 1. Respondent’s demographic deails leﬁlysﬂ.iindlspﬂﬂ!mdysuﬂlﬂalue is achieved by all the constructs. Thus, the ‘ S?ﬂrmmn g;gl -
Noof Percentage Dedication 0.448 0586 0.839
Again, the Dicriminant Validity is assessed using the Fomell and Larcker (1981) ’
Purdcolery Category L o] approach. The assessment of the measurement madel has been justified in Table 1. As per the T b | [ i oo .
Geader Male 73 57.96% guidelines, the square root of AVE should be greater than the inter-item correlation among the Vigor 0675 495 0591 o521 047 0866
Female 196 4204% variables. The square root of AVE is writien in bold letters and placed diagonally of Table 3. Source(s): Authass’ awn
Experience 0-5 Years 169 35.88% Hence, it is clear that the present study is following the prescribed guidelines for discriminant
8510 Yo 1 240 validity. So, it is confirmed that all the constructs considered in the study are different from
M i 15 Vesms 2 0% cach other ullective impact of all iables on the iable. In oiher words, i
—— i o ekt © pact o all exogenous variables on the endogenous variable In ol words, i
Project Manager 53 11.25% jp whid sruct the
“Team Leader 8 17.83% 4.2 Structural model assessment | construcs that are connected to them (Hair et al., 2022}, The study model accounts for 30% of
Software englneer 203 6221% The analysis of the structural model followed the assessment of the measurement model. the variation in remote work flexibility, indicating that changes in digital transformation and
Total an 100% ‘were tested using the 5000-bootsirap resampling method to determine the HRM can significantly impact emplayees’ ability to work flexibly. Additionally, the
Source(s): Authors” own Tevel (Richie e L., 2016). The cocticent of determinadon, ls0 known a5 madel explains 56.4% of the variation in WE, suggesting that these HR practices have strong
R-square, quantifies the predictive accuracy of the structural model and represents the potentlal to enhance employee motivation and engagement, as shown in Figure 2
o on 18 Fy
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Figure 2. Structual model. Source: Authors’ o

‘The standardized ruutmt-anssqum residual [SR.‘aIRJval\nufU Dﬁl |slleLwlh?Lh[ﬁhulduf
0.10, which indicates that the PL
robustness of these .emmmps, making them v.lJunN: for mamg:rs and organizations
seeking to imptove flexibility and eagagement (Hair et al., 2022) {see Table d).

‘The findings of the study investigated the effect of Vs on DVs, and the results are
represented in the hypotheses Table 5 and Figure 2. The H1 talks about the effect of DT on
GHRM, which s suported by the analysis with f = 0.323, 1= 6.243,p < 0,001, This indicates
that enhancements in digital capabiliies can substantially strengthen environmentally
sustainable HR practices, guiding organizational efforts toward greener management. H2
measures the effect of GHRM on RWF. Here p = 0262 with = 4.3, p <0.001. So, the H2 is

Table 4, Medhaton analyss

Toal

Relationship Direct effect Specific indisect effect effect  Decision
m'-cum- 0404 (1 = 6295, 0085 (¢ = 3758, 4B Panizl

Wi p<000) 0001 Medision
F— 053 (1= 1235, 0122 (¢ = 4966, 0661 Partial

<o) 0 Mediation

Sourcelsf: Aubors’ oun

Table 5. Hyposheses table

Seeelinlized
Hypothesss Rlaiceship betavalue e pualie Diision
H1 DT —+ GHRM. 033 B3 o0 Supported
1 GHRM — RWF 0282 e 0000 Seppaned
H3 GHRM — WE. 037 5 001 Sapported
He DT == GHRM = RWF 0,085 1816 0001 Supporiesd
H DI -GHRM-WE 0106 A6 0000 Sepponed

Sources): Aubors' ovn

R

also supported wilh the analysis. Ic suggests thai green HR initiatives meaningfully laciliate
flexible remote work amangements, mppotullg workforce adapablury and sustainability
goils. GHRM on WE. Th

Journal of
Organizational

meﬂjbswn:dwnﬂlﬂwﬂ 0378,t= ezayuommmu:fmsmm

People and

the HY is also supported and accepted in this study. This
whust green HRM practices not oaly support sustainability but can expect mﬁle
improvements in workforce engagement, leading to enhanced performance, innovation, and
reduced mmover risk. In essence, GHRM creates a motivating climate that incorporates
environmental values into employee identity and everyday work, peoducing a substantial and

actionable boost in engagement levels.
FWB‘MH“DHHSIHIJ role of GHRM. The
GHRM on thy ionshi DT and RWE, The specific indirect

effectfor his relationship is 0,085, which issignificant with = 1816, p < 0.001 and the direct
:ff:mnfDTuanTuMm t= 6.259, p < 0.001. Here, the direct effects as well as the

effe nmmmmug\ Again, ifthe direct and indirect
effects both are s a particular relationship, then this is treated as a partial
mediational vetatmh\p(ﬂuoam!, 2010). Likewise, for the relationship between DT and
WE, the direct effect is significant with § = 0.539, ¢ = 12.35, p < 0.001 and the indirect
relationship through GHRM is also significant with = 0.122, t = 4966, p < 0,001, Thus,
there exists a partial mediation role of GHRM for the relationship between DT and \WE. The
hypothesis H5 is also supported with the analysis. The partial mediational role of GHRM
between DT and RWF, as well a5 hetween DT and WE, |l lustrates that green HR practices are
key mhanm through which digital transformation translates it enhanced remote

Mlexibility and [Table ), Th that investmenls
in digital transformation, coupled with forused green HRM practices, can lead to tangible
gage y nglo

organizational sustainability and resilience

5. Discussions and implications
The pervasive iniegration of digital iransformation within organizational apesations has
emerged 2 an indisputable impecative for maintalaing competiveacss in contemporary
and Atillz, 2024). The recen | s further underscored
the critical f DT i hallenges in
its implementation. First, organizations frequently lack digitally literate talent capable of
navigating and implementing the requisite changes. Second, equipping entire
with efficient digital infrastructure remains a formidable challenge (Mummemmﬁ
2023). Desplie these absiacles, dynamics wpell
adogt practices that facilitate transformation and inspire emplovees to adapt to :)mgmg
circumstances.

toward susainable development, organizaions are peogressively adopting wansloemy

practices that redefine business processes through digital technalogy, Our empirical findings
between digital GreenHRM,

organizations seeking effective implementation of GHRM must concurrently strengthen their

digital ransformation initiatives. This finding aligns with and extends previous research by

Tl et . (2122, who ideofed digal infrasracse 3¢ fundrionsl 1o HR statezy

execution, Indeed, digital successiul
Hliw‘alrg} ion (Chatterjee et al., 20’? Janiet al., 201 i

i porate Lindscape (Ghosh er al, 2022),

ca. results further demonsirate thai Green HRM, encompassing sustainable and

envionmentally conscious HR practices, successfully promotes corporate responsibility

and mission-driven engagement among employees, consistent with findings from Mousa and
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Othman (2020) and Sabokro et al, (2021), This strategic approach aligns with the evolving
nature of work and organizational sinuctures, achieving work-life balance through lemu:
work flexibility enabled by The successful i
GHRM significantly enhances work engagement and facilitates autonomy through flexible
remote work arrangements. While previous research has identified work engagement as
inctesingly challenging in conenorary work envtonmens, our fndings suggest thit
remote work provid employee upskilling and reskilling to
mitigate these challenges.

“The significant effect of GHRM an bath remate work flexihilty and work engagement
revealed in our analysis highlights how remote work arrangements can serve as siralegic
mechanisms contributing to improved technology adoption, innovation encouragenent,
increased productivity, engagement, and well-being (Moen et al,, 2016; Shamsi et al,, 2021;
Weideman and Hofmeyr, 2020). Moreaver, our findings regarding the impact of remote work
flexibility on work engagement extend the growing literarure on the connection between
flexible work arrangements and work engagemeni in digitally transformed environments
(Marion and Fixson, 2021; Rani and Furrer, 2021).

Amidst ongoing organizational and environmental fluctuations, it becomes imperative for
firms to comprehensively understand and effectively manage these interconnerted processes.
“This understanding provides the foundation for strategic decisions that foster workforces

il and increased
the evolving landscape of digital transformation and environmental sustainability.

5.1 Theoretical implications
‘This study makes several significant theoretical contributions by effectively employing the
RBV and SET w investigate the interrelationships between digital transformation, Green
HRM, remote work flexibility, and work engagement. By examining how digital
transformation enables and enhances GHRM implementation, we extend understanding of
how mhnutoycal m}nb\ll[ws can be sategically iniegrated with human resource
management with T objectives.
Our findings demonstrate that digital wransformation plays a eritical role in facilitating the
implementation of Green HRM praiices, revealing how digital capabilities enable
envumm-emlty mmnus HR management lha\ al-gns seamlessly vru'h urgamauunal
Furthermore, our GHI
work engagement while faciltating flexible work that pmmu:
improved work-life balance. These findings are consistent with established theoretical
frameworks including Strategle Human Resource Management (SHRM) and the RBV,
(unmbulmg to (hz l\:ual\ue on organizational efficiency in resource utilization. By
between digital GHRM, and work
engagement, our smdy highlights how competitive advantages can be derived from
implementing digitally-enabled, envirnmentally conscious HR practices. This nuanced
understanding caririutes valusble theontival insghis for futwre research and pracica
applications o the dynamic

- 8 e
remote work flexibility indwolkcngagemm represents a novel theoretical contribution. By
establishing these mediation effects, our research illuminates the complex causal pathways
through which technolagical investments influence key organizational outcomes. These

madels o bow digial nd izational initiatives
it iors in contemporary work envi

interact to influence employ

5.2 Practical implications
‘This research provides substantial practical insights for organizations investing in digital
transformation and implementing Green HRM practices. First, our findings underscore that
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ﬁnm pursuing GHRM |mplememanuﬂ must make mrmsplmdmg mvesnnem.s in digital Journal of
Rather than g digital i based on i on izati

investment, managers should recognize dlglla] ion as an essential ion for

effective GHRM impl By i i ble practices within People and

digital transformation fr: rk -an enhance flexibility, reduce Performance

carbon emissions, and fulfill corporate social ibili igati i For
HR practitioners specifically, our findings emphasize the necessity of aligning HR strategies
with ongoing digital transformation efforts, allocating sufficient resources to ensure
organizational readiness, and fostering digital inclusiveness across diverse employee
pupulal.luns Ccmumluus s]ull mllmrxmrm emerges as an essential component of effective
GHRM ing a quantifiable outcome of successful

digital uans[nmmuunand susl.amahle HR.M practices.
Our research HRM that both remote
work flexibility and work engagem:m initiatives. Organizations must strategically
reconfigure work mspuns.lbllmrs and activities to effecnv:ly address envm:nm:ml
objectives while i wnrk shuuld
compensate and provide additional
commitment to developing environmentally fnmdly :apahnlme_r. and behavmns creating
incentive structures that reinforce sustainability objectives. The deployment of diverse
technologies and tools emerges as a critical strategy for optimizing HR processes, leading to
enhanced productivity, streamlined operations, and increased precision in human resource
management. Our rndmgs suggest that organizations should extend their focus beyond

alone o deliberate strategies for active employee
i initiatives. Th ip between GHRM and
remote work ﬂexlhuuy offers practical guidance for organizations seeking to reduce their

environmental footprint while nmdunl ity. Increased i ion of remote
work provides i o reduce i physical footprints,
thereby decreasing energy consumption for facility operations and reducing direct emissions.
The pasitive relationship between remote work flexibility and work engagement further
indicates that environmentally beneficial work arrangements can simultanecusly enhance
employee psychological investment in work roles.

6. Limitations and future research directions

This study has several limitations that provide useful directions for future research. First, the
sample comprises IT professionals from major Indian technology hubs, which may limit the
generalizability of the findings to other sectors, organizational sizes, and national or cultural
contexts. Future studies should replicate and extend this model in different industries and
countries mexplumcuunextual cmmngcmes md enhance external validity. Second, although

and GHRM Tland
remcne work ﬂe’x.lhllll’y md wu(k engaggmem at T2, the data remain comrelational and non-
Temporal the plausibility of the proposed sequence and

reduces the risk of common method bias and reverse causality, yet unobserved organizational
factors, such as leadership style, culture, or strategy, my still mﬂuzm:e all focal constructs.
Future research using inal panels, il designs would
help 1o more rigorously test causal ind rule oul alternati lanati

Third, all constructs were assessed through self-reported measures, which may be subject
0 perceptual bias despite the procedural and statistical remedies applied. Future studies should
incorporate multi-source data, such as :)b]emve indicators of digital ml‘raﬂmctum or
environmental performance and sups or
the relationships identified and provide a more comprehensive undersmndmg of how digital
transformation and GHRM jointly shape employee and organizational outcomes.
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