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Abstract

This article discusses the strategy for implementing Green Human Resource Management
(GHRM) in Micro, Small, and Medium Enterprises (MSMES) in Indonesia. This research
highlights the significant potential for the development of green technology in MSMEs, as well
as the role of human resources in achieving sustainable development. GHRMs are considered
important in promoting environmentally friendly practices within the organization, which can
improve the organization's performance and employees' commitment to green initiatives. Some
of the key points discussed included the growth of MSMEs in Indonesia and their contribution
to the economy and job creation, the challenges faced by MSMEs related to funding and
resources, and the need to adopt GHRM practices such as recruitment, training, and
environmentally friendly performance management. GHRM's objectives include promoting the
sustainable use of resources and improving the environmental performance of the organization.
This study also raises several research questions regarding MSMESs' knowledge about GHRM,
the development of GHRM in Indonesia, and its implementation strategies.

Keywords : Strategy, Green Human Resource Management, Micro Small and Medium
Entreprise, Human Resource Management

A. INTRODUCTION
The opportunities for the development of green technology in the MSME sector are huge
and promising, especially in the context of environmental protection and improving the quality
of life. One of the approach models used in several developed countries is the green economy
approach, which is a model of economic development approach that does not rely on economic
activities on excessive exploitation of natural resources and the environment (Makmun, n.d.).
The role of human resources in realizing sustainable development is realized by applying the
concept of Green Human Resource Management (GHRM). The concept of GHRM emerged
with increasing awareness or saving the environment from damage or extinction. This concept
is able to move HR behavior to improve the performance of an organization or company with
an "environmentally friendly” label. The development of MSMEs in Indonesia is based on
secondary data that shows that the number of MSMES is increasing every year, except in 1998,
when the Asian financial crisis occurred during the 1997-1998 period which also hit Indonesia.
In 1997, there were around 39.765 million MSMEs, or around 99.8%, of the total business
units in Indonesia. Of these, the most dominant is UMI which reaches almost 98%, while the
UK portion is only around 1% and UM is even less, less than 0.1%. The role of human
resources is an important factor for the progress of an MSME. Quality human resources can
help MSMEs survive from competitors and grow. Some of the roles of human resources in
MSMEs include:
1. MSMEs need to ensure that the selected employees have the skills and knowledge
that are appropriate for the job.
2. Training can help employees master the job, increase their motivation, and loyalty
to the company.
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3. MSMEs can create an open and mutually supportive work environment between
all jobs.

4. When MSMEs begin to develop, the organization structure can be adjusted
through key persons who match their competencies.

5. MSMEs can restructure the team and internally review and update work plans.

Which is often a serious obstacle for many MSMEs to survive or develop. The literature
includes research results from (Schiffer and Weder,2001), (Bigstand et al.2003), (Ou and Haynes
2006), (Shen et al. 2009), (Tundui, 2012), (Abdul shaleh and Worthingtong, 2013), (Msoka, 2013),
(Weldesslasie et al,2015), and (Wiliam,2017) all of which show that the main obstacle faced by
many MSMEs is lack of capital. In his research in Ethiopia, (Weldesslasie et al, 2005) explained
that the lack of investment capital experienced by a company results in its growth. Behavior
patterns that care about and create the environment and social life can be pursued or created by the
community with the support of several parties, including MSME entrepreneurs. The existence of
MSME:s is referred to as the spearhead in poverty alleviation , considering its role as an absorber
of the number of workers that is still so that it has an impact on income equality and improving the
community's economy, motivation to become an environmentally friendly entrepreneur (Green
Entrepreneur) to clean up alternatives to the creation of green entrepreneurs for MSMEs.
Although the study was conducted on culinary micro entrepreneurs, at least this model can be a
reference for the development of similar strategies at other business levels such as small and
medium scale in other sectors.

Emphasizing and motivating small entrepreneurs to initiate the emergence of
environmentally friendly behavior in their business operations, which will then be developed into a
conventional entrepreneur model to be based on green business principles. The concept of Green
Human Resources Management (GHRM) was introduced as an effort to meet the needs that have
an impact on the balance between the growth of the company to create wealth and the protection of
the natural environment that makes it possible to build a successful future. GHRM integrates
environmental management and human resource management (HRM). The implementation of
GHMRN in Indonesia can be started in the implementation of HRM functions, namely
environmentally friendly recruitment and selection, analysis and design of environmentally
friendly jobs, environmentally friendly training and development, and environmentally friendly
performance management. This research will analyze about:

1. How to increase the knowledge of MSME actors about green human resource
management?

2. The development of the implementation of green human resource management in
Indonesia.

3. The strategy for implementing green human resource management for MSMEs.

B. LITERATURE REVIEW

1. Micro, Small and Medium Enterprises
Micro, small and medium enterprises (MSMEs) are forms of people's economic activities that
are small-scale and meet the criteria of net worth or annual sales and ownership as regulated in
the Law. MSMEs will develop of four main economic activities (core businesses) that are the
driving force for development, namely agribusiness, the manufactur industry, human resources,
and marine business. MSMEs will also develop of mainstay areas, to be able to accelerate
economic recovery through a regional or regional approach, namely by selecting regions or
regions to accommaodate priority programs and the development of sectors and potentials.

2. Human Resource Management

Human Resource Management is a planning, organizing, coordinating, compensation,

integration, maintenance, and dismissal of human resources in order to achieve organizational
goals. HR terminology refers to people in an organization. Human Resource Management is an
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element that runs the green movement (Prathima & Misra, 2012). HR is the utilization,
development, research, giving, remuneration, and management of individual members of an
organization or a group of employees. HRM concerns the design and implementation of
planning systems, structuring employees, employee development, career management,
performance evaluation, employee compensation, and good employment relations. HRM
involves all management decisions and tactics that directly affect the people who work for the
organization. Proper utilization of human resources involves understanding individual or
organizational needs so that the potential can be fully explored. So in simple terms, the
definition of MSDM is to manage human resources from the entire potential available in an
organization, both public and private organizations.

HR in the context of business, is a person who works in an organization which is often
called an employee. It takes a long time to understand HR because in essence, studying this
discipline means studying other disciplines such as management science, psychology and
behavioral sciences. A systematic learning of HR is to start by understanding the definition and
then the context. There is no equal definition of HR. Three definitions for comparison can be
put forward:

1. Amstrong (1994) defines HR as how people can be managed in the best way in the
interests of the organization.

2. According to Keenoy (1990) HR is a method of simulating the results of employee
resources by integrating HR into business strategy.

3. According to Storey (1995) HR is a typical approach, to employee management that
seeks to achieve competitive excellence through the development of strategies from
employees who are able and have high commitment by using integrated, structural and
personnel techniques.

There are several important components in human resource management which include:
1. Management Function

The management functions are further divided into 4, there are:

e Planning: The function of HR management planning is mainly to help the company
know complete information and get advice or suggestions related to employees.

e Organizing: The process of organizing is to form an organization, then divide it into
units that are in accordance with different functions in the organizational units, but
have the same goal.

e Directing: Directing means giving instructions and inviting employees so that they are
aware and willing to carry out work according to the company's specifications.

e Controlling: controlling means seeing, observing, and assessing actions or work
according to planned results or targets. If there is a deviation from the original plan, it
needs to be corrected by giving instructions to employees.

2. Operational Function
The operational functions are further divided into 6, there are:

e Procurement: The procurement function is to obtain the type and number of workforce
that suits the needs of the organization to achieve organizational goals.

e Development: Development is related to the improvement of skills through
training/training, which is important for worker performance due to the ever-evolving
technological changes, readjustment of positions, and the increasing complexity of
managerial tasks.

¢ Compensation (compensastion): Compensation is the provision of adequate and
reasonable wages to workers for their contributions/services to the objectives of the
organization. Compensation is usually received in the form of money plus other
allowances for a month.

e Integration: Employees are individually asked to change their views that have been
unfavorable to the company to suit the company's desires and goals.
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¢ Maintenance: Maintenance means trying to maintain and improve existing conditions.
e Separation/release/retirement: relates to employees who have worked for the company.
Its main function is to ensure employee retirement.
3. Green Human Resources Management (GRHM)

Green human resources management is a very wise approach to the performance and function
of human resources in an organization, where the scope is the basis of all initiatives carried out
by this innovation is stated as the development, implementation, and maintenance of a
sustainable system whose goal is to make the people in the organization environmentally
friendly (Owino & Kwarisa, 2016).

a. Purpose of Green Human Resources Management (GRHM)

The main goal of the GHRM is to promote the sustainable use of resources and improve
the environmental performance of the organization. By implementing GHRM practices,
companies can attract and retain individuals who have a high level of environmental awareness,
as well as increase employee commitment to green initiatives.

The alignment of human resource management with environmental management is called
Green Human Resource Management which aims to help companies to stimulate
environmental performance through increasing employee commitment to the environment
(Schuler & Jackson, 2014). To achieve a company's eco-friendly environmental goals, GHRM
is a very important strategy tool. This can be achieved by attracting and retaining talented green
individuals who have specialized skills and knowledge of Green Human Resource Management
(Sudin, 2011).

b. Function of Green Human Resources Management (GRHM)

GHRM is a method that helps create an environmentally friendly workforce that can
understand and appreciate the eco-friendly culture in an organization. These green initiatives
can maintain their green goals throughout the process of hiring, recruiting and training human
resources, compensating, developing, and improving the company's human resources. The
Human Resources Department of a company is able to play an important role in the creation of
a culture of sustainability in the company. HR processes play an important role in translating
Green HR policies into practice; Therefore, human resources and their management play an
important role in fulfilling the objectives of Employment Management.

C. METHOD
This research is a descriptive analysis research. Descriptive analysis is a statistic used to
analyze data by describing or describing the data that has been collected as it is without
intending to make generalized conclusions or generalizations, Sugiyono (2004). Descriptive
research is a form of research aimed at describing existing phenomena, both natural and man-
made phenomena

D. RESULTS AND DISCUSSION
1. Increasing The knowledge Of The Importance of Green Human Resource
Management

In an effort to improve seen from various aspects that have occurred showing that positive
attitudes influence consumers' intention to buy environmentally friendly products, it is not
surprising that the research conducted is not surprising that most young people who have a
more positive attitude than older consumers about purchasing environmentally friendly
products, younger consumers are not only concerned with the present but also with the effects
that occur in the the future of the actions they are taking now and prefer to be consumers of the
green market.

Through the strategic aspect, it can be seen from increasing environmental awareness
where MSME actors need to understand the importance of reducing environmental impacts and
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developing sustainable business practices. And it is necessary to improve employees' abilities
and knowledge about GHRM, such as waste management, the use of renewable energy, and the
development of environmentally friendly products. Through the development of GHRM
policies, MSME actors need to develop policies and procedures that support GHRM practices,
optimize the use of resources and reduce operational costs through GHRM, and improve the
company's image as an environmentally conscious and sustainable company.

This aspect has its own challenges and solutions in its work where from a challenge
regarding resource limitations, we can allocate resources effectively and efficiently. Challenges
that involve lack of awareness, we can start by conducting training and campaigns in awareness
about the importance of GHRM.

2. Development of Green Human Resource Management in Indonesia
The development of GHRM in Indonesia shows an increase in awareness of the importance of
environmentally friendly practices in human resource management. The GHRM aims to
promote the sustainable use of resources and improve the environmental performance of the
organization. This has encouraged various Micro, Small, and Medium Enterprises (MSMES) to
adopt this practice in response to the need for environmental sustainability and increase
consumer appeal.

With the existence of several driving factors in the development of GHRM in Indonesia,
including:

1. Through government regulations, the Indonesian government is increasingly aggressively
issuing policies and regulations that support sustainable business practices, including
environmental aspects. This encourages companies to adopt environmentally friendly
practices.

2. With pressure from the community, increasing public awareness of environmental issues
makes consumers prefer products or services from a company that is responsible for the
environment.

3. There is global competition A company in Indonesia through the global market needs to
show a commitment to environmental sustainability.

4. Through the availability of human resources in Indonesia has large enough human
resources and potential to be developed in the field of GHRM.

The various forms of GHRM implementation in Indonesia can be seen through:

1. Companies that start looking for prospective employees who have awareness and
concern for the environment with a green recruitment.

2. Employees are provided with training on environmentally friendly practices and how to
apply them in their daily work by conducting green training and development.

3. The company offers incentives or a benefit to employees who contribute to
environmental conservation efforts using green compensation.

4. Employees are encouraged to participate in environmental programs organized by the
company

5. The company prefers suppliers who are committed to environmental sustainability with
environmentally friendly procurement.

Although the development of GHRM in Indonesia is quite promising, there are still several
challenges that need to be overcome. There is still a lack of awareness within the company that
does not fully understand the importance of a GHRM and its benefits for the business, the lack
of resources that the implementation of the GHRM requires a considerable investment both in
terms of financial and human resources, and the lack of clear and measurable standards to
measure the success of the implementation of the GHRM.

On the other hand, the development of GHRM also opens up great opportunities for a
company in Indonesia, including:
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1. With companies that implement the GHRM concept will be considered more

responsible and sustainable.

2. Environmentally friendly practices can increase the efficiency and productivity of a

company.

3. The GHRM concept can encourage the emergence of new innovations that are oriented

towards the environment.
3. Green Human Resource Management Implementation Strategy for MSMEs
The implementation of Green Human Resource Management (GHRM) in Micro, Small and
Medium Enterprises (MSMES) is an important strategy to increase environmental awareness and
organizational performance. Here are some GHRM implementation strategies for MSMEs:
1. Education and Training: Increase employee knowledge and awareness of the importance
of GHRM and eco-friendly practices.
2. Recruitment and Selection: Integrating eco-friendly criteria in the recruitment process to
attract individuals with high environmental awareness.
3. Compensation and Incentives: Provide incentives for employees who contribute to green
initiatives to increase their commitment to green practices.
4. Workforce Management: Managing the workforce based on the green concept, including
career development and rewards.
5. Organizational Development: Improving environmental awareness and organizational
performance through the development of strategies and policies.

The implementation of GHRM in MSMEs (Micro, Small, and Medium Enterprises) does
have its own challenges, but that does not mean that it is impossible. Starting from small and
simple through socialization, start by providing understanding to all employees about the
importance of protecting the environment. With simple practices implement practices such as
energy saving (turning off lights when not in use, using energy-saving equipment), reducing
paper use, and sorting waste. Involve all employees with environmental programs with small
programs that involve all employees, such as tree planting activities, cleaning up the
environment around the company, or energy-saving campaigns. With creative ideas, invite
employees to provide creative ideas in implementing environmentally friendly practices in the
workplace.

By integrating GHRM into business processes through recruitment, we are looking for
prospective employees who have environmental awareness and an interest in sustainable
practices. Hold training related to GHRM, such as training on waste management, energy
saving, and the use of environmentally friendly materials. Collaborate with stakeholders
through suppliers who provide environmentally friendly raw materials and collaborate with
local communities to carry out activities that have a positive impact on the environment.
Utilizing technology by using applications to monitor energy and water use, as well as
managing waste and social media to disseminate information about environmentally friendly
efforts carried out by MSMEs. The challenges of implementing GHRM range from cost, lack of
human resources, lack of management support. We can find a solution by starting the
implementation of GHRM from small steps that do not require large costs, not all employees
have knowledge about the environment. To create solutions by holding training and
socialization, management must be fully committed to the implementation of GHRM

E.Conclusion
MSMEs are important for the development of Indonesian economy, contributing to job
creation and economic growth. However, companies face challenges such as lack of adequate
capital and resources to grow, MSDM functions to manage employee potential effectively, which
is crucial for the sustainability and development of MSMEs. Good quality of human resources can
help MSMEs compete and adapt to market changes. GHRM is seen as an effective strategy to
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strengthen environmental commitment within the organization. By implementing GHRM practices
such as green recruitment, training, and performance management, MSMEs can improve their
environmental performance while attracting employees who have high environmental awareness.
GHRMs not only support economic goals but also contribute to environmental sustainability. By
integrating green principles in human resource management, MSMEs can create a work culture
that supports sustainability and environmental protection.
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