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INTRODUCTION

The issues of climate change and environmental sustainability have become significant
pressures for companies around the world (Todaro et al., 2020). In the last decade, governments,
consumers, and other stakeholders have increasingly demanded that companies operate in a
more environmentally friendly manner, not only to comply with increasingly stringent regulations
but also to respond to public expectations that are increasingly aware of the importance of
sustainability in all aspects of life, including business activities (Oelze et al., 2014; Sugiarto &
Gabriella, 2020; Qing et al., 2024). This pressure forces companies not only to minimize their
environmental impact but also to create long-term sustainable value (Koseoglu et al., 2024).

For companies, sustainability is now not only a moral obligation but also a strategy to
maintain competitiveness and a positive reputation in the eyes of the public and stakeholders
(Napathorn, 2021). One approach that has emerged to address these challenges is Green Human
Resource Management (GHRM), which integrates environmental values into human resource
management (Gupta et al., 2022; Sapna et al., 2021). GHRM practices include sustainability
based recruitment, training, development, and rewards that have the potential to improve overall
organizational performance (Camilleri, 2017).

In the context of fast-moving digital startups such as Gojek in Indonesia, the application
of GHRM is interesting to study not only because of its moral value, but also because of its
strategic potential as a valuable internal resource. (Yasin et al., 2022). GHRM is believed to
enhance a company's employer branding, which is an effort to build an image as an employer
that is responsible for the environment and employee welfare. (Muisyo et al., 2021). Strong
employer branding not only attracts the best talent but also increases employee loyalty and
performance (Faezah et al., 2024; Kaur & Shah, 2022).

However, the success of GHRM implementation is not only determined by company policy
but also by Perceived Organizational Support (POS), which is the extent to which employees feel
valued and supported by the organization (Eisenberger et al., 2020). Employees who feel
supported usually show higher commitment, including in supporting green initiatives. Previous
studies have shown that POS is positively related to individual and organizational performance
(Khalid et al., 2021; Saeed et al., 2018). Therefore, POS is an important factor in the effectiveness
of GHRM, which in turn affects employer branding and company performance.

Previous literature has highlighted the relationship between GHRM and individual
performance, such as employee commitment or engagement in sustainability programs.
(Chowdhury et al., 2025; Lawter et al., 2025) However, research on the direct influence of GHRM
on company performance through employer branding and organizational support is still relatively
limited, especially in the context of digital startups in developing countries such as Indonesia (W.
Li et al., 2023; Renwick et al., 2012). Using the Resource-Based View (RBV) and Signaling Theory
theoretical frameworks, this study aims to explain how GHRM and POS practices can be
strategic resources and positive signals that shape employer branding and ultimately improve
company performance.

Gojek was chosen as a case study because, as a leading digital startup in Indonesia,
Gojek not only focuses on operational efficiency and technological innovation but also strives to
build an image as a company that cares about the environment and employee welfare (Abad
Segura et al., 2024; Awawdeh et al., 2021). In Makassar regency, Gojek faces the challenge of
combining digital innovation, sustainability, and adaptive HRM in a dynamic and competitive
environment. Therefore, this study aims to analyze the influence of GHRM and POS on company
performance through employer branding at the digital startup company Gojek. This study is
expected to contribute to the development of human resource management and sustainability
literature, as well as provide practical insights for policymakers in designing HR policies that not
only support short-term performance but also the long-term sustainability of the company.

THEORETICAL REVIEW
This study integrates two main theories, the Resource-Based View (RBV) and Signaling
Theory, to explain how Green HRM (GHRM) and organizational support for sustainability shape

employer branding, which in turn affects company performance. According to Wernerfelt and
Barney (Mwaura et al., 2022; Karman, 2020), RBV views competitive advantage as the result of
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owning and utilizing internal strategic resources. In the context of Green HRM, practices such
as green recruitment, environmental training, and sustainability-based performance appraisal
have the potential to become strategic resources that enhance competitive advantage (Mirzayi
& Motaghi, 2024).

However, in many digital startups, GHRM practices often do not meet the criteria of “rare”
and “inimitable” in the VRIO framework. For example, green recruitment policies or
environmental training are still relatively common, easily adopted by competitors, and not yet
fully integrated into core strategies. This may explain why, in the context of Gojek, GHRM has
not had a significant direct impact on company performance despite its long-term potential.
(Habib et al., 2021). Thus, GHRM and organizational support need to be viewed not only as
environmental compliance but as a unique resource investment that is strategically valuable for
building sustainable competitive advantage (Siburian & Sugiarto, 2022).

Signaling Theory

Signaling Theory (Spence, 1973; Spence, 2002) explains that companies communicate
their internal quality through observable signals. Employer branding is the main channel for
conveying positive signals about HRM practices and support for sustainability to internal
stakeholders (employees and prospective employees) and external stakeholders (customers,
investors, the community) (Bravo et al., 2017; Connelly et al., 2024). In a highly competitive digital
startup environment, the risk of signal distortion is also high. Green practices that are merely
symbolic or external campaigns without real implementation can result in weak or even negative
signals to critical stakeholders (Li et al., 2023). Therefore, the real integration between GHRM
practices and organizational support with employer branding is crucial so that the signals sent
are consistent and credible, thereby truly enhancing the company's image as a responsible and
innovative workplace (App et al., 2012; Chaudhary & Chaudhary, 2023; Yong et al., 2019). This
study identifies indirect influence pathways between GHRM, organizational support, and
employer branding that collectively enhance company performance. GHRM and organizational
support can be viewed as strategic resources (RBV) and positive signals (Signaling Theory) that
strengthen employer branding. Strong employer branding then functions as a mediating
mechanism that enhances company performance.

Hypothesis Constructions

Green Human Resource Management (GHRM) is the integration of sustainability values
into human resource management, covering the recruitment, training, development, and
environmental based reward systems (Gupta et al., 2022; Sapna et al., 2021; Camilleri, 2017).
According to the Resource-Based View (RBV) framework (Barney, 1991; Mwaura et al., 2022),
these green-oriented practices have the potential to become valuable, rare, inimitable, and
organized (VRIO) strategic internal resources, thereby enhancing the company's competitive
advantage (Mirzayi & Motaghi, 2024). In the context of digital startups, such green practices can
also strengthen the company's reputation and encourage pro-environmental employee behavior
that contributes to operational efficiency, loyalty, innovation, and company reputation (Siburian
& Sugiarto, 2022). However, the suboptimal implementation of GHRM in many digital startups
means that its effect on company performance is not always significant (Renwick et al., 2012),
suggesting this potential exploration.

H1: Green Human Resource Management (GHRM) has a positive effect on company
performance.

Employer branding is the image or reputation of a company as an attractive place to work
in the eyes of employees and prospective employees (Backhaus & Tikoo, 2004). In the context
of Signaling Theory (Spence, 2002; Connelly et al., 2024), employer branding functions as a
signaling channel that conveys the internal quality of the company to stakeholders. Green HRM
practices such as green recruitment, environmental training, and sustainability-based reward
systems are clear signals that the company cares about the environment and employee welfare
(Guerci et al., 2016; Ansari et al., 2020). These signals increase the company's attractiveness in
a labor market that is increasingly sensitive to sustainability values (Kaur & Shah, 2022; Faezah
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et al., 2024). Within the Resource-Based View (RBV) framework, consistent implementation of
Green HRM can strengthen intangible competitive advantages in the form of corporate
reputation and values that are difficult for competitors to imitate (Mirzayi & Motaghi, 2024). This
advantage is accumulated through credible and sustainable employer branding. Thus, GHRM
practices not only improve internal efficiency but also strengthen the company's external image
as a responsible workplace.

Although international literature has shown that green-oriented HRM practices increase a
company's attractiveness (Zhao et al., 2023), research on the context of digital startups in
developing countries is still limited. Most studies on Green HRM and employer branding focus
on large companies or the public sector in developed countries (Renwick et al., 2012). However,
in a digital startup environment such as Gojek Makassar, conditions such as intense competition,
limited resources, and high HR dynamics can affect the effectiveness of Green HRM in shaping
employer branding. This gap is what this study aims to address for the hypothesis.

H2: Green Human Resource Management (GHRM) has a positive influence on employer
branding.

Perceived Organizational Support (POS) is employees' perception of the extent to which
the organization values their contributions and cares about their well-being (Eisenberger et al.,
2020; Chandhika & Saraswati, 2019). This concept is often seen as an important foundation in
explaining employee motivation and commitment within an organization (Rhoades &
Eisenberger, 2002). When employees feel supported by the organization, they tend to show
higher motivation, loyalty, and work engagement, which in turn has a positive impact on
individual and organizational performance (Hanifia & Ratnaningsih, 2020; Siahaan et al., 2023;
Simatupang & Salendu, 2019). Within the Resource-Based View (RBV) framework, tangible
organizational support (e.g., through training, rewards, work facilities) is a valuable and rare
internal resource. It reflects an organizational culture that supports employee welfare and is
difficult for competitors to imitate. This support can enhance human resource capacity as a
strategic asset to drive company performance (Takeuchi & Takeuchi, 2013). From the
perspective of Signaling Theory, concrete organizational actions in supporting employees (e.g.,
welfare programs, career support) become internal signals that reinforce employees' positive
perceptions of the company. These signals shape more productive work behavior and high
commitment, which ultimately improve company performance (Aboramadan & Karatepe, 2021;
Khalid et al., 2021).

However, previous studies have shown varying results. Some studies found that POS
had a positive and significant effect on performance (Afzali et al., 2014; Arshadi & Hayavi, 2013;
Susmiati & Sudarma, 2015), but others report that the effect is insignificant depending on the
industry context and employee demographic characteristics (Chiang & Hsieh, 2012; Putranti et
al., 2021). This gap is important because in digital startups such as Gojek Makassar, high work
pressure, flexible organizational structures, and limited resources can influence how POS affects
performance.

H3: Perceived Organizational Support (POS) has a positive effect on company performance.

Perceived Organizational Support (POS) not only influences employee work behavior
and performance, but also plays an important role in shaping internal and external employer
branding. POS reflects the extent to which the organization truly cares about the welfare and
contributions of its employees (Eisenberger et al., 2020). When employees feel a high level of
support, this positive perception becomes part of the company's identity as a caring and
responsible workplace (Chandhika & Saraswati, 2019; Rhoades & Eisenberger, 2002).

Within the framework of Signaling Theory, tangible organizational support (e.g., welfare
programs, awards, development opportunities) acts as an internal signal that reinforces the
company's positive image. These signals are disseminated not only internally (through
employees' daily experiences) but also externally through stories and testimonials shared with
the public, thereby forming credible employer branding (Aboramadan & Karatepe, 2021; Khalid
et al., 2021). Meanwhile, according to the Resource-Based View (RBV), consistent and
employee-oriented organizational support is an intangible asset that is valuable, rare, and
difficult to imitate. This support becomes a competitive advantage that strengthens the
company's reputation as an employer of choice (Takeuchi & Takeuchi, 2013; Estifo et al., 2019).
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H4: Perceived Organizational Support (POS) has a positive influence on employer branding.

Employer branding is the image or reputation of a company as an attractive place to work
in the eyes of employees and prospective employees (Backhaus & Tikoo, 2004). Within the
framework of Signaling Theory (Spence, 2002; Connelly et al., 2024), employer branding acts as
a signaling channel that conveys the company's values, culture, and internal qualities to
stakeholders. This positive image can influence employee behavior through increased
motivation, commitment, and identification with the organization (Bhasin et al., 2019; Xia & Yang,
2010).

As in RBV, a company's reputation as an employer of choice is an intangible asset that is
valuable, rare, and difficult for competitors to imitate (Karami et al., 2004; Mirzayi & Motaghi,
2024). Strong employer branding increases attractiveness to quality talent and retains competent
employees, thereby supporting sustainable improvement in company performance (Citta et al.,
2019; Chawla, 2019; Russell & Brannan, 2016; Srivastava & Bhatnagar, 2010). Although previous
studies have shown a positive relationship between employer branding and organizational
performance, some studies have found different or insignificant results. For example, Windayanti
et al. (2016) showed that employer branding did not affect employee performance in the context
of a specialized hospital in Jakarta due to low work-life balance. This shows that industry context
and organizational characteristics influence the effectiveness of employer branding in improving
performance (Aldousari et al., 2017; Sharma et al., 2025).

H5: Employer branding has a positive influence on company performance.

Previous studies have shown that Green Human Resource Management (GHRM) and
Perceived Organizational Support (POS) practices do not always have a direct impact on
organizational performance, but can influence it indirectly through the formation of strong
employer branding (Renwick et al., 2012). Within the framework of Signaling Theory (Spence,
2002; Connelly et al., 2024), both GHRM practices and tangible organizational support serve as
positive signals that reinforce the company's image as a responsible and innovative workplace.
Green practices such as environmentally friendly recruitment, sustainability-oriented training,
and environment-based reward systems, as well as organizational actions that demonstrate
concern for employee welfare, result in positive experiences that strengthen internal and external
employer branding (Guerci et al., 2016; Mishra, 2017; Aboramadan & Karatepe, 2021; Khalid et
al., 2021).

Within the Resource-Based View (RBV) framework, employer branding formed from high-
quality GHRM and POS practices is a valuable, rare, and difficult-to-imitate intangible asset,
thereby enhancing the company's competitive advantage. Credible employer branding not only
strengthens employee motivation and engagement but also increases the company's
attractiveness to quality talent that supports long-term performance (Mirzayi & Motaghi, 2024;
Estifo et al., 2019; Takeuchi & Takeuchi, 2013). However, research on the mediation pathway of
employer branding is still limited, especially in developing countries' digital startups. Hence these
hypotheses are proposed, and combined into Figure 1 model presentation.

H6: Green Human Resource Management (GHRM) has a positive effect on company
performance through employer branding.

H7: Perceived Organizational Support (POS) has a positive effect on company performance
through employer branding.

Figure 1. Conceptual Framework
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RESEARCH METHOD

This study adopts a quantitative approach using a survey method. The main objective of
the study is to examine the direct and indirect relationships between variables (Creswell et al.,
2019), including the mediating role of employer branding, within the ecosystem of the on-
demand service startup company Gojek. The population in this study consists of Gojek startup
employees spread across Indonesia, with an estimated number of approximately 3,000 people.
However, the research location is focused on the city of Makassar, South Sulawesi. The selection
of Makassar is based on the argument that this region has experienced rapid growth in Gojek
services outside of Java, as reflected in the growing user base and number of driver partners.
(Sulawesi Bisnis., 2022) This claim is reinforced by literature and statistical data showing that
Makassar is one of the main centers of digital economic growth outside of Java.

1. Regional Economic Contribution: Previous studies highlight Gojek's central role as an
economic driver. For example, the Gojek ecosystem (including GoFood and GoPay
services) is estimated to have made a significant contribution to Makassar City's Gross
Regional Domestic Product (GRDP), reaching around Rp 4.6 trillion or 3% of Makassar's
GRDP in 2021 (Fajar SulSel, 2022). This figure is strong evidence of Gojek's operational
expansion and deep market influence.

2. Digital Acceleration and Employment: The presence of these services also correlates
positively with employment and the acceleration of digital transformation of Micro, Small,
and Medium Enterprises (MSMESs) in Makassar (Kilay et al., 2022; Trianto et al., 2023).

The total number of research respondents was 255 people, selected using purposive
sampling. This technique was chosen because only respondents who had direct experience
related to human resource (HR) policies and corporate sustainability relevant to the research
variables involved were included. The sample size of 255 respondents was based on two strict
methodological considerations:

1. PLS-SEM Analysis Criteria: This study used Partial Least Squares Equation Modeling
(PLS-SEM). With a total of 20 evenly distributed indicators (5 indicators per variable), the
minimum sample size recommended based on the 10-Times Rule is 10 times the number
of indicators, which is 10x5=50 respondents. With 255 respondents, this sample size far
exceeds the minimum required by PLS-SEM, ensuring adequate estimation stability and
statistical power (Cheah et al., 2018; Hair et al., 2019).

2. Representation of Key Groups: The number 255 was divided to ensure adequate
representation of two groups of internal stakeholders with different roles and
experiences, namely, 55 Office Staff. This number represents the perspectives of
management and GHRM policy implementation. Driver Partners: 200 people. This larger
number was chosen to capture the diversity of experiences in the field, as driver partners
are the largest population and direct recipients of employer branding and company
policies. This separation of proportions was done to maintain construct validity and
avoid bias due to the combination of heterogeneous populations.

The research instrument is a questionnaire developed based on Green HRM indicators,
Perceived Organizational Support (POS), employer branding, and company performance
sourced from previous literature. Variable measurements use a 5-point Likert scale (1 = Strongly
Disagree to 5 = Strongly Agree) (Hair et al., 2019). The instruments were developed through a
process of adaptation from tested scales and adjusted to the operational context of Gojek:

1. Green HRM & POS: Adapted from standard scales and adjusted to measure
employee/partner perceptions of environmentally friendly HR practices and perceived
support in the gig economy ecosystem. (Yong et al., 2022; Asfahani et al., 2023)

2. Employer Branding & Company Performance: Adapted based on functional, economic,
and psychological value dimensions, with items tailored to measure business
attractiveness and success in a tech startup environment (Hollstein et al., 2024;
Kashyap & Verma, 2018).

These adjustments ensure that the measurements are relevant and capable of accurately
capturing the constructs among Gojek employees and partners. The questionnaire was tested
(pilot test) on a separate sample (n=30) prior to the main data collection to test the accuracy and
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consistency of the measuring instrument. Before the main survey, the questionnaire was pilot-
tested on 30 respondents to ensure accuracy and consistency. Validity checks using item-total
correlations confirmed that all 20 items exceeded the critical r value, indicating sound construct
validity. Reliability tests using Cronbach’s Alpha showed strong internal consistency, with all
variables scoring above the 0.70 threshold (GHRM = 0.851; POS = 0.880). These results establish
that the instrument is both valid and reliable for the main study.

RESULTS
As indicated in method section, this study test in the validity measures how good or valid
the relationship between indicators and latent variables is in a pilot study. We then proceed to

the final model as in Table 1.

Table 1. Validity and Reliability Tes

Variables ltem Loading AVE Alpha CR

Green Human X1.2 0.873

Resource i:: i 8283

Management X1.5 0.909 0.685 0.844 0.896
X2.1 0.889

Perceived X2.2 0.838

organizational X2.3 0.907

support (POS) X2.4 0.862 0.766 0.923 0.942
X2.5 0.876
Y1.1 0.881

Corporate Y1.2 0.903

Branding Y1.4 0.891 0.764 0.897 0.928
Y1.5 0.818
Z1.1 0.866

Company Z1.3 0.913

Performance Z1.4 0.917 0.708 0.856 0.905
Z1.5 0.635

Source: SmartPLS 4 Output (2025)

The measurement model shows clean psychometric properties. All factor loadings are
above the minimum threshold, with AVE values above 0.50, confirming convergent validity.
Internal consistency is strong, as Cronbach’s Alpha and Composite Reliability scores for each
construct comfortably exceed the 0.70 benchmark. Together, these statistics signal that the
instruments are statistically sound and suitable for testing the hypothesized relationships. This
foundation strengthens the credibility of the subsequent structural model, ensuring that any
causal inferences rest on reliable measurement as in Figure 2.

X1.2
0873
+0.703
«0.810

X1.3

LS 0.910

S GHRM
0.167 0.107

Y11 z1
0.866
0914
0918
0.636

cp =

Y12 z3

Y14 za

Y1.5

0.739 0.258

x2.2 0.890
0838

xX2.3 +0.907
+0.862

xX2.4 0876

POsS

Figure 2. Outer Model Presentation
Source: Smartpls 3 Output
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The outer model in the figure above shows the structural model resulting from PLS
analysis. The model shows that GHRM has a positive but relatively small effect on employer
branding (0.167) and company performance (0.107). In contrast, POS has a strong effect on
employer branding (0.739) and a moderate effect on company performance (0.258). Employer
branding itself has a positive effect on company performance (0.537). The R2 value for employer
branding = 0.643 and R? for company performance = 0.641 indicate a moderately high predictive
ability of the model. These findings support the role of employer branding as a mediator of the
influence of GHRM and POS on company performance in accordance with RBV and Signaling
Theory.

To evaluate the structural model, predictive relevance (Q?), effect size (f9), and explained
variance (R? were examined. Q2 values were calculated using the blindfolding procedure, f2
assessed the contribution of each exogenous construct to the endogenous constructs, and R?
captured the overall variance explained. These statistics collectively ensure the robustness of
the model beyond simple path significance tests.

Table 2. Predictive Validity, Effect Size, and Explained Variance

Construct Q2 £2—-CP 2—-EB f—>GHRM f—POS R2(Endo.)
Corporate Branding (CP) 0.433 - 0.287 - - 0.641
Employer Branding (EB) 0.483 - - 0.027 0.071 -
GHRM - - 0.072 - - -
POS - - - - 1.411 -
Company Performance 0.433 - - - - 0.643

Note. Following Hair et al. (2019), Q2 values greater than zero confirm predictive relevance; f2 values of 0.02, 0.15, and
0.35 indicate small, medium, and large effects, respectively; and R?2 values of 0.25, 0.50, and 0.75 reflect weak,
moderate, and substantial explained variance.

The results demonstrate that employer branding (Q2 = 0.483, R2 = 0.641) carries the
strongest predictive relevance, confirming its central mediating role in the model. The 2 values
show that POS exerts a large effect on employer branding, while GHRM contributes only
modestly. Meanwhile, corporate branding explains a moderate share of variance in company
performance (R?2 = 0.643), indicating that internal human resource practices and perceived
support drive outcomes largely through their branding effects rather than direct performance
gains.

Table 3. Results of Direct and Indirect Effect Hypothesis Testing

Hypothesis & Path Effect t-value p-value  Decision
H1: GHRM — Company Performance 0.112 1.661 0.097 Rejected
H2: GHRM — Employer Branding 0.172 3.036 0.003 Accepted
H3: POS — Company Performance 0.253 2.864 0.004 Accepted
H4: POS — Employer Branding 0.738 14.805 0.000 Accepted
H5: Employer Branding — Comp. Performance 0.539 6.277 0.000 Accepted
H6: GHRM — Comp. Performance (via EB) 0.092 2.983 0.003 Accepted
H7: POS — Company Performance (via EB) 0.399 5.163 0.000 Accepted

Source: Smartpls 4 Output (2025)
DISCUSSION

The findings reveal that Green Human Resource Management (GHRM) does not directly
enhance company performance, contrasting with earlier studies that identified a positive link
between the two (Yong, Yusliza, & Fawehinmi, 2019; Zhao et al., 2023). This divergence reflects
the developmental stage of digital startups. From the Resource-Based View (RBV), GHRM in
firms such as Gojek has yet to meet the VRIO standards of value, rarity, inimitability, and
organization. Unlike manufacturing companies with tangible environmental impacts, GHRM in
the digital sector remains peripheral and underdeveloped (Cristofaro, 2019; Heeks et al., 2021).
Resource allocation in startups prioritizes immediate growth drivers—technology, customer
acquisition, and market expansion—over HR systems that lack short-term visibility (Belousova
et al., 2022). Consequently, GHRM has not matured into a distinct, performance-enhancing
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capability. However, the results demonstrate that employer branding serves as a full mediator in
this relationship (Yasin et al., 2022; Muisyo et al., 2021). Green HRM does not drive performance
directly but builds perceptions of environmental responsibility that strengthen the company’s
reputation, which in turn fosters performance through enhanced attraction, engagement, and
loyalty (Sharma et al., 2025). GHRM should thus be viewed as a long-term strategic investment
that generates performance gains by reinforcing the firm’s identity as a responsible employer.

The analysis further underscores employer branding as the central conduit linking both
GHRM and Perceived Organizational Support (POS) to company performance (Muisyo et al.,
2021). In line with Signaling Theory, authentic green initiatives and visible organizational support
act as credible signals that shape perceptions among employees and potential recruits (Elshaer
et al., 2024). These perceptions translate into stronger motivation, commitment, and retention,
all of which elevate firm outcomes (Sarwar & Shahzad, 2024). Employer branding, therefore,
functions as more than an image-building tool—it transforms internal managerial practices into
competitive advantage within the digital startup context (Yasin et al., 2022). The evidence
supports the argument that reputation as an “employer of choice” constitutes a sustainable
strategic resource (Zihan & Makhbul, 2024; Connelly et al., 2024).

Moreover, POS exhibits significant direct and indirect effects on employer branding and
company performance (Yongxing et al., 2017; Labrague et al., 2018). Tangible organizational
support—expressed through fair treatment, recognition, and resource availability —represents a
valuable and inimitable intangible asset (Takeuchi & Takeuchi, 2013). Under Signaling Theory,
such support conveys authenticity that enhances employee trust and external credibility,
strengthening the company’s brand as a caring and ethical employer (Aboramadan & Karatepe,
2021). This finding aligns with prior studies emphasizing that a strong employer reputation, once
established, sustains long-term organizational success (Backhaus & Tikoo, 2004; Connelly et al.,
2024). In digital startups, where competition for skilled labor is intense, being recognized as a
green and supportive workplace becomes a decisive differentiator (Eisenberger et al., 2020; Kim
et al.,, 2016). From both RBV and Signaling perspectives, such a reputation is not merely
communicative—it is a strategic asset that secures sustained competitive advantage.

The findings call for digital startups in Indonesia to institutionalize GHRM more deeply and
distinctively, embedding environmental principles in recruitment, evaluation, and partner
management. Organizational support must be visible and integrated into branding messages,
while employer branding strategies should target digital-native talent through sustainability
training, participatory green campaigns, and inclusive communication. Theoretically, this study
extends RBV and Signaling Theory to the digital startup context of developing economies,
demonstrating that neither GHRM nor POS directly guarantees performance improvements.
Their value emerges when organizations leverage them to build credible employer brands that
embody responsibility and care—intangible assets that anchor sustainable performance.

CONCLUSION AND FURTHER STUDY

This study concludes that Green Human Resource Management (GHRM) and Perceived
Organizational Support (POS) influence company performance in digital startups primarily
through employer branding. GHRM alone does not directly raise performance but strengthens
the firm’s image as a responsible employer, while POS enhances both branding and
performance through visible organizational care. Employer branding thus acts as the strategic
channel that translates green and supportive practices into tangible outcomes. Theoretically,
these results extend the Resource-Based View and Signaling Theory by demonstrating that
intangible resources—such as environmental commitment and perceived support—gain value
when converted into a credible reputation as an employer of choice rather than through direct
operational impact.

This study is limited by its single-context, cross-sectional design, which constrains
generalization and causal inference. Future research should adopt longitudinal and multi-sector
approaches while examining moderating factors such as culture, innovation, or leadership.
Practically, startups should embed environmental principles and consistent support within HR
systems, integrate these into employer branding communication, and treat reputation as a
strategic asset to sustain long-term competitiveness.

629



Citta, Putro,Arfiany, & Galib

ETHICAL DISCLOSURE

Research ethics were ensured by obtaining informed consent from respondents before
completing the questionnaire and maintaining the confidentiality of their personal data. This
research has also obtained ethical approval from the Lasharan Jaya School of Management with
decision letter number 465/STIM-LJ/V1/2025.

CONFLICT OF INTERESTS
The authors declare no conflict of interest
REFERENCES

Abad-Segura, E., Castillo-Diaz, F. J., Belmonte-Urefia, L. J., & Batlles-Delafuente, A. (2024).
Enhancing competitiveness and sustainability in Spanish agriculture: The role of
technological innovation and corporate social responsibility. Business Strategy and
Development, 7(4). https://doi.org/10.1002/bsd2.70021

Aboramadan, M., & Karatepe, O. M. (2021). Green human resource management, perceived
green organizational support and their effects on hotel employees’ behavioral
outcomes. International Journal of Contemporary Hospitality Management, 33(10), 3199—
3222. https://doi.org/10.1108/IJCHM-12-2020-1440

Afzali, A., Motahari, A. A., & Hatami-Shirkouhi, L. (2014). Investigating the influence of perceived
organizational support, psychological empowerment and organizational learning on job
performance: An empirical investigation. Tehnicki Vjesnik - Technical Gazette, 21(5), 623—
629.

Aldousari, A. A., Robertson, A., Yajid, M. S. A., & Ahmed, Z. U. (2017). Impact of employer
branding on organization’s performance. Journal of Transnational Management, 22(3),
153-170. https://doi.org/10.1080/15475778.2017.1335125

Ansari, N. Y., Farrukh, M., & Raza, A. (2020). Green human resource management and
employees’ pro-environmental behaviours: Examining the underlying
mechanism. Corporate Social Responsibility and Environmental Management, 28(1), 229—
238. https://doi.org/10.1002/csr.2044

App, S., Merk, J., & Blttgen, M. (2012). Employer branding: Sustainable HRM as a competitive
advantage in the market for high-quality employees. Management Revue, 23(3), 262—
278. https://doi.org/10.5771/0935-9915-2012-3-262

Arshadi, N., & Hayavi, G. (2013). The effect of perceived organizational support on affective
commitment and job performance: Mediating role of OBSE. Procedia - Social and
Behavioral Sciences, 84, 739—743. https://doi.org/10.1016/j.sbspro.2013.06.637

Awawdeh, A. E., Ananzeh, M., El-Khateeb, A. I., & Aljumah, A. (2021). Role of green financing
and corporate social responsibility (CSR) in technological innovation and corporate
environmental performance: A COVID-19 perspective. China Finance Review
International, 12(2), 297-316. https://doi.org/10.1108/cfri-03-2021-0048

Backhaus, K., & Tikoo, S. (2004). Conceptualizing and researching employer branding. Career
Development International, 9(5), 501-517. https://doi.org/10.1108/13620430410550754

Barney, J. (1991). Firm resources and sustained competitive advantage. Journal of Management,
17(1), 99-120. https://doi.org/10.1177/014920639101700108

Behringer, K., & Szegedi, K. (2016). The role of CSR in achieving sustainable development —
Theoretical approach. European Scientific Journal, ESJ, 12(22),
10. https://doi.org/10.19044/esj.2016.v12n22p10

Belousova, V., Bondarenko, O., Lebedev, D., Chichkanov, N., & Miles, I. (2022). Coping with
greenhouse gas emissions: Insights from digital business services. Energies, 15(8),
2745. https://doi.org/10.3390/en15082745

Bhasin, J., Mushtaq, S., & Gupta, S. (2019). Engaging employees through employer brand: An
empirical evidence. Management and Labour Studies, 44(4), 417—-
432. https://doi.org/10.1177/0258042x19870322

630



Jurnal Minds: Manajemen Ide dan Inspirasi
December, Vol. 12 No. 2, 2025: 621-634

Bravo, R., Buil, I., De Chernatony, L., & Martinez, E. (2017). Managing brand identity: Effects on
the  employees. International ~ Journal  of  Bank  Marketing,  35(1), 2-
23. https://doi.org/10.1108/ijpbm-10-2015-0148

Camilleri, M. A. (2017). Corporate sustainability and responsibility: Creating value for business,
society and the environment. Asian Journal of Sustainability and Social Responsibility,
2(1), 59-74. https://doi.org/10.1186/s41180-017-0016-5

Cheah, J.-H., Ting, H., Ramayah, T., Ringle, C. M., & Sarstedt, M. (2018). Convergent validity
assessment of formatively measured constructs in PLS-SEM. International Journal of
Contemporary Hospitality Management, 30(11), 3192-3210. https://doi.org/10.1108/ijchm-
10-2017-0649

Chandhika, J., & Saraswati, K. D. H. (2019). Peran modal psikologis dan dukungan organisasi
terhadap kesiapan kerja mahasiswa internship [The role of psychological capital and
organizational support on job readiness of internship students]. Jurnal Muara limu Sosial,
Humaniora, dan Seni, 3(1), 179—186. https://doi.org/10.24912/jmishumsen.v3i1.3406

Chaudhary, M. K., & Chaudhary, R. (2023). Green human resource management for
organizational sustainability: Lessons from insurance companies in emerging
markets. Journal of Emerging Management Studies, 1(1), 1-
19. https://doi.org/10.3126/jems.v1i1.60159

Chaudhary, R. (2019). Effects of green human resource management: Testing a moderated
mediation model. International Journal of Productivity and Performance Management,
70(1), 201-216. https://doi.org/10.1108/ijppm-11-2018-0384

Chiang, C. F., & Hsieh, T. S. (2012). The impacts of perceived organizational support and
psychological empowerment on job performance: The mediating effects of organizational
citizenship behavior. International Journal of Hospitality Management, 31(1), 180—
190. https://doi.org/10.1016/.ijhm.2011.04.011

Chowdhury, S. R., Sakib, M. N., Sanju, N. L., Sabah, S., Chowdhury, F., & Rahman, M. M. (2025).
Aspects and practices of green human resource management: A review of literature
exploring future research direction. Future Business Journal, 11(1), Article 147.

Citta, A. B., Brasit, N., Hamid, N., & Yusri, R. M. (2019). [Judul artikel sesuai naskah aslinya]
[Article title as in the original manuscript]. Jurnal Mirai Management, 4(2), 122—
136. https://journal.stieamkop.ac.id/index.php/mirai/article/view/120

Connelly, B. L., Certo, S. T., Reutzel, C. R., DesJardine, M. R., & Zhou, Y. (2024). Signaling
theory: State of the theory and its future. Journal of Management, 51(1), 24—
61. hitps://doi.org/10.1177/01492063241268459

Creswell, J. W., & Hirose, M. (2019). Mixed methods and survey research in family medicine and
community health. Family Medicine and Community Health, 7(2),
€000086. https://doi.org/10.1136/fmch-2018-000086

Cristofaro, M. (2019). E-business evolution: An analysis of mobile applications’ business
models. Technology = Analysis & Strategic Management, 32(1), 88—
103. https://doi.org/10.1080/09537325.2019.1634804

Elshaer, I. A., Fayyad, S., Mansour, M. A., Azazz, A. M. S., Elziny, M. N., & Semlali, Y. (2024).
The nexus between green transformational leadership, employee behavior, and
organizational support in the hospitality industry. Administrative Sciences, 14(6), Article
107. https://doi.org/10.3390/admsci14060107

Estifo, Z. G., Luo, F., & Faraz, N. A. (2019). Exploring the link between socially responsible HRM
and affective commitment of employees in Ethiopian context. European Journal of
Business and Management. https://doi.org/10.7176/ejom/11-9-16

Faezah, J. N., Yusliza, M. Y., Ramayah, T., Jabbour, C. J. C., & Kot, S. (2024). Green human
resource management and employee ecological behaviour: Testing green culture and
green satisfaction as parallel mediators in Malaysian higher education. Corporate Social
Responsibility and Environmental Management, 31(5), 4280—-
4297. https://doi.org/10.1002/csr.2800

Fajar Sulsel. (2022, January 24). Hasil riset LD FEB Ul: Kontribusi ekosistem Gojek kepada
PDRB Makassar diperkirakan mencapai Rp4,3 triliun [Research results of LD FEB Ul:
Gojek ecosystem's contribution to Makassar GRDP is estimated at Rp4.3
trillion]. Fajar.co.id. https://sulsel.fajar.co.id/2022/01/24/hasil-riset-Id-feb-ui-kontribusi-
ekosistem-gojek

631



Citta, Putro,Arfiany, & Galib

Guerci, M., Longoni, A., & Luzzini, D. (2016). Translating stakeholder pressures into
environmental performance — The mediating role of green HRM practices. International
Journal of Human Resource Management, 27(2), 262—
289. https://doi.org/10.1080/09585192.2015.1065431

Gupta, A., Jangra, S., Bhardwaj, K., & Kumar, P. (2022). Factors affecting green human resource
management practices. ECS Transactions, 107(1), 4571—
4585. https://doi.org/10.1149/10701.4571ecst

Habib, M. A., Nabi, N., Bao, Y., Islam, M., Asha, A. A., & Dulal, M. (2021). Impact of strategic
orientations on the implementation of green supply chain management practices and
sustainable firm performance. Sustainability, 13(1),
340. https://doi.org/10.3390/su13010340

Hair, J. F., Sarstedt, M., Ringle, C. M., & Risher, J. J. (2019). When to use and how to report the
results of PLS-SEM. European Business Review, 31(1), 2—24. https://doi.org/10.1108/ebr-
11-2018-0203

Hanifia, C., & Ratnaningsih, I. Z. (2020). Hubungan antara persepsi dukungan organisasi dengan
keseimbangan kerja-keluarga pada dosen wanita di Universitas Diponegoro Semarang
[The relationship between perceived organizational support and work-family balance in
female lecturers at Diponegoro University Semarang]. Jurnal Empati, 7(1), 130-—
135. https://doi.org/10.14710/empati.2018.20169

Heeks, R., Howson, K., Van Belle, J.-P., Nicholson, B., Mungai, P., Gomez-Morantes, J. E., &
Graham, M. (2021). Digital platforms and institutional voids in developing countries: The
case of ride-hailing markets. World Development, 145, Article
105528. https://doi.org/10.1016/j.worlddev.2021.105528

Karman, A. (2020). Understanding sustainable human resource management — Organizational
value linkages: The strength of the SHRM system. Human Systems Management, 39(1),
51-68. https://doi.org/10.3233/hsm-190602

Kaur, R., & Shah, R. (2022). Employer branding at armed forces: Current and potential
employees’ perspective. European Journal of Training and Development, 46(9), 798—
819. https://doi.org/10.1108/EJTD-03-2019-0043

Khalid, H. A. M., Harun, H., Noor, A. M., & Hashim, H. M. (2021). Green human resource
management, perceived organizational support and organizational citizenship behavior
towards environment in Malaysian petroleum refineries. SHS Web of Conferences, 124,
11001. https://doi.org/10.1051/shsconf/202112411001

Kilay, A. L., Simamora, B. H., & Putra, D. P. (2022). The influence of e-payment and e-commerce
services on supply chain performance: Implications of open innovation and solutions for
the digitalization of micro, small, and medium enterprises (MSMES) in Indonesia. Journal
of Open Innovation: Technology, Market, and Complexity, 8(3), Article
119. https://doi.org/10.3390/joitmc8030119

Kim, K. Y., Eisenberger, R., & Baik, K. (2016). Perceived organizational support and affective
organizational commitment: Moderating influence of perceived organizational
competence. Journal of Organizational Behavior, 37(4), 558—
583. https://doi.org/10.1002/job.2081

Koseoglu, M. A., Arici, H. E., Saydam, M. B., & Olorunsola, V. O. (2024). Environmental, social
and governance assets and diversity scores: Exploring their relationship to carbon
emissions in  global companies. Management  Decision, = 62(10), 3181-
3207. https://doi.org/10.1108/md-05-2023-0818

Labrague, L. J., Van Bogaert, P., Leocadio, M. C., Mcenroe Petitte, D. M., & Tsaras, K. (2018).
Perceptions of organizational support and its impact on nurses’ job outcomes. Nursing
Forum, 53(3), 339—-347. https://doi.org/10.1111/nuf.12260

Lawter, L., & Garnjost, P. (2025). Green human resource management and organizational
performance: A systematic review. Sustainability, 17(7).

Li, H., Yang, Z., Wang, H., & Li, Y. (2023). Digitalization of business models, knowledge
management and green technology innovation of Chinese manufacturing enterprises: A
mixed analysis based on the Haier COSMOPIat ecosystem. Asia Pacific Business Review,
Advance online publication, 1-29. https://doi.org/10.1080/13602381.2023.2282116

Li, W., Abdalla, A. A., Mohammad, T., Khassawneh, O., & Parveen, M. (2023). Towards
examining the link between green HRM practices and employee green in-role behavior:

632



Jurnal Minds: Manajemen Ide dan Inspirasi
December, Vol. 12 No. 2, 2025: 621-634

Spiritual leadership as a moderator. Psychology Research and Behavior Management, 16,
383-396. https://doi.org/10.2147/prbm.s396114

Mirzayi, M., & Motaghi, M. (2024). Relationship between strategic management of human
resources and the culture of organizational fallibility with the mediating role of information
technology. Journal of Social Behavior and Community Health,
8(1). https://doi.org/10.18502/jsbch.v8i1.15678

Mishra, P. (2017). Framework for sustainable organizational development in an emerging
economy. International Journal of Organizational Analysis,
25(5). https://doi.org/10.1108/MRR-09-2015-0216

Muisyo, P. K., Qin, S., Julius, M. M., & Ho, T. H. (2021). Green HRM and employer branding: The
role of collective affective commitment to environmental management change and
environmental reputation. Journal of Sustainable Tourism, Advance online publication,
1897—-1914. https://doi.org/10.1080/09669582.2021.1988621

Mwaura, S., Kiruja, E., & Sagwa, E. V. (2022). Influence of strategic human resource
management practices on performance of public universities in Kenya. Journal of Human
Resource and Leadership, 7(2), 1-19. https://doi.org/10.47604/jhrl.1679

Napathorn, C. (2021). The implementation of green human resource management bundles
across firms in pursuit of environmental sustainability goals. Sustainable Development,
30(5), 787-803. https://doi.org/10.1002/sd.2271

Oelze, N., Hoejmose, S., Habisch, A., & Millington, A. (2014). Sustainable development in supply
chain management: The role of organizational learning for policy implementation. Business
Strategy and the Environment, 25(4), 241-260. https://doi.org/10.1002/bse.1869

Putranti, D., Ratnawati, H., & Mahalalita, D. A. A. (2021). Analisis perceived organizational
support dan budaya kerja terhadap beban kerja dalam meningkatkan kinerja karyawan
bank menuju new normal [Analysis of perceived organizational support and work culture
towards work burden in improving bank employee performance towards the new
normal]. Perbanas Journal of  Business and Banking, 11(1), 17—
33. https://doi.org/10.14414/jbb.v11i1.2507

Qing, L., Wang, C., Nam, E., & Dagestani, A. A. (2024). Does firm-level exposure to climate
change influence inward foreign direct investment? Revealing the moderating role of ESG
performance. Corporate Social Responsibility and Environmental Management, 31(6),
6167—6183. https://doi.org/10.1002/csr.2917

Renwick, D. W. S., Redman, T., & Maguire, S. (2012). Green human resource management: A
review and research agenda. Infernational Journal of Management Reviews, 15(1), 1—
14. https://doi.org/10.1111/j.1468-2370.2011.00328.x

Rhoades, L., & Eisenberger, R. (2002). Perceived organizational support: A review of the
literature. Journal of Applied Psychology, 87(4), 698—714. https://doi.org/10.1037/0021-
9010.87.4.698

Russell, S., & Brannan, M. J. (2016). "Getting the right people on the bus": Recruitment, selection
and integration for the branded organization. European Management Journal, 34(2), 114—
124. https://doi.org/10.1016/j.em;j.2016.01.001

Saeed, B. B., Afsar, B., Hafeez, S., Khan, |., Tahir, M., & Afridi, M. A. (2018). Promoting
employee’s proenvironmental behavior through green human resource management
practices. Corporate Social Responsibility and Environmental Management, 26(2), 424—
438. https://doi.org/10.1002/csr.1694

Sapna, ., Gupta, A., & Kumar, P. (2021). Green human resource management: 21st century tool
for achieving sustainable development. Journal of Management and Science, 11(4), 5—
7. https://doi.org/10.26524/jms.11.33

Sarwar, A., & Shahzad, S. (2024). Fostering sustainability in the healthcare organization through
green HRM practices: The mediation analysis of perceived organizational
support. Employee  Relations: ~ The  International  Journal,  46(8), 1666—
1688. https://doi.org/10.1108/er-07-2023-0368

Sharma, A., Raj, R., Kumar, M., Gupta, A., Johri, A., & Asif, M. (2025). Optimizing employee
satisfaction in India’s IT sector: A focus on employer branding. Humanities and Social
Sciences Communications, 12(1). https://doi.org/10.1057/s41599-024-03689-9

Siahaan, J., Mardhiyah, A., & Siregar, O. M. (2023). The influence of perceived organizational
support and work engagement on employee performance. Marginal Journal of

633



Citta, Putro,Arfiany, & Galib

Management Accounting General Finance and International Economic Issues, 3(1), 95—
106. https://doi.org/10.55047/marginal.v3i1.875

Siburian, N. A., & Sugiarto, A. (2022). Implementasi praktik green human resources management
[Implementation of green human resources management practices]. Jurisma Jurnal Riset
Bisnis & Manajemen, 12(2), 336—360. https://doi.org/10.34010/jurisma.v12i2.5973

Simatupang, M. F., & Salendu, A. (2019). Persepsi dukungan organisasi sebagai mediator antara
keadilan organisasi dan kepuasan kerja karyawan di PT ABC [Organizational support
perception as a mediator between organizational justice and employee job satisfaction at
PT ABC]. Jurnal Diversita, 5(2), 95—104. https://doi.org/10.31289/diversita.v5i2.2696

Spence, M. (2002). Signaling in retrospect and the informational structure of markets. American
Economic Review, 92(3), 434—459. https://doi.org/10.1257/00028280260136200

Srivastava, P., & Bhatnagar, J. (2010). Employer brand for talent acquisition: An exploration
towards its measurement. Vision: The Journal of Business Perspective, 14(1-2), 25—
34. https://doi.org/10.1177/097226291001400103

Sugiarto, A., & Gabriella, D. A. (2020). Kesadaran dan perilaku ramah lingkungan mahasiswa di
kampus [Awareness and environmentally friendly behavior of students on campus]. Jurnal
llmu Sosial dan Humaniora, 9(2), 260. https://doi.org/10.23887/jish-undiksha.v9i2.21061

Susmiati, & Sudarma, K. (2015). Pengaruh budaya organisasi dan dukungan organisasi
persepsian terhadap kinerja karyawan dengan komitmen organisasi sebagai variabel
intervening [The influence of organizational culture and perceived organizational support
on employee performance with organizational commitment as an intervening
variable]. Management Analysis Journal, 4(1), 79-87.

Takeuchi, N., & Takeuchi, T. (2013). Committed to the organization or the job? Effects of
perceived HRM practices on employees’ behavioral outcomes in the Japanese healthcare
industry. International Journal of Human Resource Management, 24(11), 2089-
2106. https://doi.org/10.1080/09585192.2013.767059

Todaro, N. M., Daddi, T., Iraldo, F., & Testa, F. (2020). The influence of managers’ awareness of
climate change, perceived climate risk exposure and risk tolerance on the adoption of
corporate responses to climate change. Business Strategy and the Environment, 30(2),
1232-1248. https://doi.org/10.1002/bse.2681

Trianto, B., Nik Azman, N. H., & Masrizal, M. (2023). E-payment adoption and utilization among
micro-entrepreneurs: A comparative analysis between Indonesia and Malaysia. Journal of
Science and Technology Policy Management, 16(2), 314—
343. https://doi.org/10.1108/jstpm-12-2022-0207

Windayanti, ., Nik Azman, N. H., & Masrizal, M. (2016). The influence of the employer branding,
employee motivation, employee job satisfaction to the employee performance of the special
hospital in Jakarta.

Xia, H., & Yang, L. (2010). The employer branding and employee
performance. https://doi.org/10.1109/1Cl11.2010.609

Yasin, R., Atif, M., & Huseynova, A. (2022). Green human resource management, a gateway to
employer branding: Mediating role of corporate environmental sustainability and corporate
social sustainability. Corporate Social Responsibility and Environmental Management,
30(1), 369-383. https://doi.org/10.1002/csr.2360

Yong, J. Y. VYusliza, M. Y., & Fawehinmi, O. (2019). Green human resource
management. Benchmarking: An International Journal, 27(7), 2005-
2027. https://doi.org/10.1108/bij-12-2018-0438

Yongxing, G., Hongfei, D., Baoguo, X., & Lei, M. (2017). Work engagement and job performance:
The moderating role of perceived organizational support. Anales de Psicologia, 33(3),
708. https://doi.org/10.6018/analesps.33.3.238571

Zhao, F., Chen, Y., Hu, W., Wang, L., & Zhu, H. (2023). Green human resource management and
sustainable development performance: Organizational ambidexterity and the role of
responsible leadership. Asia Pacific Journal of  Human Resources,
62(1). https://doi.org/10.1111/1744-7941.12391

Zihan, W., & Makhbul, Z. K. M. (2024). Green human resource management as a catalyst for
sustainable performance: Unveiling the role of green innovations. Sustainability, 16(4),
Article 1453. https://doi.org/10.3390/su16041453

634



