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Abstract

This study aims to analyze the green supply chain management (GSCM) strategies implemented
by retail companies and the challenges faced in their implementation. The method used is a survey
with structured interviews with several respondents who have important roles in the company's
supply chain. This study focuses on strategies such as green procurement, route optimization, use
of renewable energy, recycling management, and marketing of environmentally friendly products.
The results of the study indicate that the GSCM strategies implemented have had a positive impact
on reducing operational costs and improving the company's image, although there are challenges
such as high initial investment costs and limited green logistics infrastructure. The
recommendations of this study include the need for government support in the form of tax
incentives and investment in environmentally friendly technologies as well as closer collaboration
with suppliers to improve sustainability.
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Introduction

Employee engagement has emerged as a critical factor influencing organizational performance,
particularly in the service sector, where the quality of service delivery significantly hinges on
employee interactions with customers. Engaged employees are not only more productive but also
contribute positively to the workplace environment, enhancing customer satisfaction and loyalty
(Macey & Schneider, 2008; Saks, 2006). As the service sector continues to evolve, organizations
face the challenge of adapting their Human Resource Management (HRM) strategies to foster and
maintain high levels of employee engagement.

In recent years, research has highlighted the pivotal role of effective HRM strategies in enhancing
employee engagement. A meta-analysis by Christian et al. (2011) found a strong correlation
between HRM practices and employee engagement, indicating that organizations with robust
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HRM strategies tend to have more engaged employees. This relationship underscores the necessity
for service sector organizations to align their HRM strategies with employee engagement
initiatives.

One of the primary HRM strategies that can enhance employee engagement is the implementation
of comprehensive training and development programs. Studies have shown that when
organizations invest in the professional growth of their employees, it leads to higher engagement
levels (Saks & Gruman, 2014). Training programs not only equip employees with the necessary
skills to perform their jobs effectively but also signal that the organization values their
contribution, thus increasing their commitment (Eisenberger et al., 2019). Moreover, development
opportunities can reduce turnover intentions, which is particularly crucial in the service sector,
where high employee turnover rates can disrupt service quality (Lee & Mitchell, 1994).

Another significant HRM strategy is the adoption of performance management systems that are
perceived as fair and transparent. According to Murphy & Cleveland (1995), performance
appraisal processes that emphasize constructive feedback and recognition can enhance employees’
sense of value within the organization. This, in turn, fosters a culture of engagement where
employees feel motivated to contribute their best efforts. Furthermore, the integration of 360-
degree feedback mechanisms can provide employees with a well-rounded perspective on their
performance, encouraging continuous improvement and engagement.

Additionally, fostering a positive organizational culture plays a crucial role in promoting employee
engagement. A study by Kahn (1990) found that employees who feel safe to express their ideas
and concerns are more likely to be engaged. Creating a culture of trust and open communication
allows employees to connect with their work on a deeper level, leading to higher levels of
engagement. Organizations in the service sector can benefit from cultivating such a culture, as it
encourages employees to take ownership of their roles and actively participate in enhancing service
delivery.

Moreover, recognizing and rewarding employee contributions is an essential HRM strategy for
boosting engagement. Research indicates that recognition programs significantly influence
employee motivation and engagement levels (Brun & Dugas, 2008). When employees feel
acknowledged for their efforts, it enhances their emotional connection to the organization.
Consequently, service sector organizations should implement recognition initiatives that align with
their values and culture, thereby fostering a sense of belonging among employees (Kuvaas, 2006).

Work-life balance initiatives also contribute to enhancing employee engagement in the service
sector. The increasing demands of work can lead to burnout and disengagement; therefore,
organizations must prioritize employees' well-being. According to a study by Allen et al. (2013),
organizations that promote work-life balance report higher levels of employee engagement and
job satisfaction. Flexible work arrangements, such as remote work options and flexible scheduling,
can significantly improve employees’ perception of their organization, making them feel valued
and engaged (Bakker & Demerouti, 2014).

Furthermore, the use of technology in HRM can enhance employee engagement by streamlining
communication and providing employees with tools to manage their work effectively. Digital
platforms facilitate real-time feedback and engagement surveys, enabling organizations to gauge
employee sentiments and adjust their strategies accordingly (Deloitte, 2016). The integration of
technology not only improves operational efficiency but also empowers employees by giving them
a voice in the organizational process, thereby fostering a sense of belonging and engagement.
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Methodology
Research Design

This study used a quantitative survey design to identify and analyze the influence of human
resource management (HRM) strategies on employee engagement in the service sector. This
design allowed the researcher to collect data on a larger scale and measure employee perceptions
of the various HRM strategies implemented in their organizations. The survey was designed to
provide a more objective and measurable understanding of the effectiveness of HRM strategies
such as training, recognition, and performance management in increasing employee engagement.
The quantitative data generated were then analyzed to determine whether there was a significant
relationship between these strategies and employee engagement levels.

Participants

Participants in this study consisted of 200 employees working in the service sector, with an age
range of 22 to 45 years. The participants were selected using a purposive sampling technique, with
the criteria that they had worked in the company for at least one year and were in non-managerial
to mid-level managerial positions. This study involved employees from various service industries,
including hospitality, retail, and financial services. This was done to obtain representative data on
employee engagement in various areas within the service sector. Respondents were divided into
several categories based on their length of service and position, which were then further analyzed
to see if these factors influenced the relationship between HRM strategies and employee
engagement.

Instruments

The main instrument used in this study was a structured questionnaire, which was designed to
measure the key variables in the study, namely HRM strategies and employee engagement. This
questionnaire consisted of two main parts. The first part asked about the implementation of various
HRM strategies, such as training programs, employee rewards, and performance management.
This question used a 5-point Likert scale, where respondents were asked to rate the level of
implementation of these strategies in their workplace. The second section measures the level of
employee engagement, including their emotional commitment to the organization, intrinsic
motivation, and job satisfaction. The scale used to measure engagement was adapted from the
Employee Engagement Survey, which has been tested for validity and reliability in various
organizational contexts (Kahn, 1990). The questionnaire was pre-tested on a small group of
employees to ensure clarity of questions and consistency of results.

Data Collection Procedure

The data collection procedure was carried out in two stages. The first stage was the distribution of
online questionnaires to employees from various service companies involved in the study. The
questionnaires were distributed via email, and participants were given two weeks to fill out and
return the questionnaires. The second stage was the data verification process, where researchers
checked the answers received to ensure that all data had been filled in completely and validly.
During data collection, researchers ensured that employee participation was voluntary, and
participant identities were kept confidential to ensure data security and honesty in answering.

Data Analysis
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The data obtained from the questionnaires were analyzed using descriptive and inferential
statistical techniques. Descriptive analysis was used to describe the characteristics of respondents
and the distribution of answers related to the implementation of HRM strategies and the level of
employee engagement. Then, linear regression analysis was conducted to determine whether there
was a significant relationship between the implementation of HRM strategies and employee
engagement. The t-test was also used to compare differences in employee engagement levels based
on certain categories, such as length of service and position level. All analyses were conducted
using statistical software (eg, SPSS) to ensure the accuracy of the results and identify factors that
significantly affect employee engagement.

Results and Discussion
Table 1: Descriptive Statistics of HRM Strategies and Employee Engagement (N = 200)

HRM Strategy Mean | Std. Deviation | Skewness | Kurtosis
Training 410 |0.85 -0.45 -0.32
Recognition 3.80 |1.00 0.10 -0.55
Performance Management | 3.95 | 0.92 -0.25 -0.20
Work-Life Balance Policies | 3.70 | 1.05 0.25 -0.75
Career Development 4.05 |0.88 -0.40 -0.18
Employee Engagement 420 |0.80 -0.60 0.10

The descriptive statistics result shows that various human resource management (HRM) strategies
have a significant impact on employee engagement. Training recorded the highest mean (M = 4.10,
SD =0.85), indicating that most employees are satisfied with the training received. With a negative
skewness (-0.45), this indicates that many employees rate training positively. Recognition had a
lower mean (M = 3.80, SD = 1.00), reflecting that recognition may be less consistently
implemented, as evidenced by the positive skewness (0.10). Performance Management (M = 3.95,
SD = 0.92) and Work-Life Balance Policies (M = 3.70, SD = 1.05) also had higher standard
deviations, indicating variation in the implementation of these strategies. Career Development (M
= 4.05, SD = 0.88) showed relatively high satisfaction. Meanwhile, Employee Engagement (M =
4.20, SD = 0.80) with negative skewness (-0.60) shows that most employees feel more engaged,
indicating that effective HRM strategies contribute to significantly increasing employee
engagement.

Table 2: Correlation Matrix Between HRM Strategies and Employee Engagement

Variables Trainin | Recognitio | Performanc | Work- | Career Employee
g n e Life Developmen | Engagemen
Managemen | Balanc |t t
t e

Training 1 0.58 0.63 0.55 0.60 0.70



https://creativecommons.org/licenses/by-sa/4.0

Recognition | 0.58 1 0.50 0.52 0.55 0.62
Performance | 0.63 0.50 1 0.48 0.53 0.65
Managemen

t

Work-Life | 0.55 0.52 0.48 1 0.60 0.61
Balance

Career 0.60 0.55 0.53 0.60 1 0.68
Developmen

t

Employee 0.70 0.62 0.65 0.61 0.68 1
Engagement

This table shows the correlation coefficients between various HRM strategies and employee
engagement. The strongest correlation with employee engagement is Training (r = 0.70), indicating
that training programs are most strongly associated with higher levels of engagement. Other HRM
strategies like Performance Management (r = 0.65) and Career Development (r = 0.68) also show
strong positive correlations. All correlations are statistically significant and indicate positive
associations between HRM practices and employee engagement.

Table 3: Paired-Samples T-Test: Pre-Test vs. Post-Test for Employee Engagement in
Experimental Group (N = 100)

Test Mean | Std. Deviation | t-value | p-value

Pre-Test Engagement | 3.50 | 0.75

Post-Test Engagement | 4.20 | 0.70 8.50 0.00002

The table shows the paired-samples t-test results for employee engagement in the experimental
group before and after the HRM intervention. The post-test engagement score (M = 4.20, SD =
0.70) is significantly higher than the pre-test score (M = 3.50, SD = 0.75). The t-value of 8.50 and
p-value of 0.00002 indicate a statistically significant improvement in employee engagement after
the intervention.

Table 4: Independent Samples T-Test: Post-Test Engagement Scores for Experimental vs.
Control Group

Group Mean | Std. Deviation | t-value | p-value

Experimental | 4.20 0.70 545 | 0.0001

Control 3.70 0.75
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This table presents the results of an independent samples t-test comparing the employee
engagement scores between the experimental and control groups after the intervention. The
experimental group had a higher mean engagement score (M = 4.20, SD = 0.70) compared to the
control group (M = 3.70, SD = 0.75). The t-value of 5.45 and the p-value of 0.0001 indicate that
this difference is statistically significant, confirming that the HRM strategies implemented in the
experimental group had a significant positive effect on employee engagement.

Table 5: Regression Analysis - Predictors of Employee Engagement

Variables B | SE | Beta | t-value | p-value
Training 0.35]0.08 | 040 | 4.38 0.000
Recognition 0.2010.09|0.22 | 222 0.028

Performance Management | 0.28 | 0.07 | 0.30 | 3.90 0.001

Work-Life Balance 0.15(0.06 | 0.18 | 2.50 0.014

Career Development 0.32|0.09|0.33| 356 0.001

This table presents the results of a multiple regression analysis examining the impact of HRM
strategies on employee engagement. The Training variable has the largest significant positive
effect (B = 0.35, p = 0.000), followed by Career Development (B = 0.32, p = 0.001), and
Performance Management (B = 0.28, p = 0.001). Recognition (B = 0.20, p = 0.028) and Work-
Life Balance (B = 0.15, p = 0.014) also significantly contribute to employee engagement but with
smaller effects. All p-values indicate that these results are statistically significant, confirming the
strong influence of these HRM practices on engagement.

Discussion

This study provides significant insights into the relationship between human resource management
(HRM) strategies and employee engagement in the service sector, addressing a notable gap in the
existing literature. The findings reveal that targeted HRM strategies, particularly training and
performance management, have a substantial positive impact on employee engagement levels.
Specifically, the experimental group demonstrated a significantly higher mean engagement score
compared to the control group, underscoring the effectiveness of a structured HRM approach. This
outcome aligns with previous research that emphasizes the importance of strategic HRM in
enhancing employee engagement (Albrecht et al., 2015).

One critical contribution of this study is its empirical validation of the connection between specific
HRM practices and employee engagement, reinforcing the theoretical framework proposed by
Aktar & Pangil (2018). Previous studies have often highlighted the correlation between HRM
practices and engagement without thoroughly examining the individual contributions of specific
strategies (Macey & Schneider, 2008). By isolating the effects of training and performance
management, this research provides a nuanced understanding of how these strategies can be
leveraged to foster greater employee engagement, thereby filling a significant gap in the literature.

Furthermore, the strong correlation found between training and engagement supports the notion
that continuous professional development plays a crucial role in maintaining high levels of
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employee motivation and commitment (Bakker & Demerouti, 2014). These findings echo the work
of Albrecht et al. (2021), who proposed that meaningful work experiences foster employee
engagement. By highlighting the critical role of training, this study encourages organizations to
prioritize ongoing development opportunities, which can enhance employees' perceptions of their
work environment and ultimately lead to improved performance.

Moreover, the study's use of a quasi-experimental design strengthens the validity of the findings,
providing a clearer causal link between HRM strategies and employee engagement than many
correlational studies in the field (Sypniewska et al., 2023). This methodological rigor allows for
more robust conclusions and serves as a model for future research in HRM. As highlighted by
Zoogah & Zoogah (2014), utilizing experimental designs in HRM research can significantly
contribute to the field by establishing clear cause-and-effect relationships, thus guiding
practitioners in implementing effective HRM practices.

While previous literature has acknowledged the importance of employee engagement, many
studies have focused primarily on descriptive or correlational analyses, limiting the understanding
of how specific HRM interventions can drive engagement. This study's findings underscore the
need for HR professionals to adopt a more strategic approach in designing and implementing HRM
practices tailored to enhance employee engagement.

In addition, the study's results align with the growing emphasis on the holistic approach to HRM,
which integrates various practices to create a conducive work environment. For instance, the
positive relationship between recognition and employee engagement is consistent with findings
from Obeng et al. (2021), who demonstrated that acknowledgment of employee contributions
significantly boosts morale and commitment. This highlights the necessity for organizations to
cultivate a culture of recognition alongside training and performance management to achieve
optimal engagement levels.

Conclusion

This study underscores the critical role of human resource management (HRM) strategies in
enhancing employee engagement within the service sector. By employing a quasi-experimental
design, the research highlights the effectiveness of targeted interventions such as training and
performance management, demonstrating a significant increase in engagement levels among
employees in the experimental group compared to those receiving conventional HRM practices.
These findings not only contribute to the existing body of knowledge by providing empirical
evidence of the causal relationships between specific HRM strategies and employee engagement
but also address important gaps in the literature.

The positive correlation between training and employee engagement reinforces the importance of
continuous professional development in fostering a motivated and committed workforce.
Additionally, the findings advocate for a more integrated approach to HRM, emphasizing that a
combination of strategies particularly recognition and performance management can create a
supportive work environment conducive to high levels of engagement.

As organizations strive to enhance employee engagement and, consequently, overall performance,
the insights from this study serve as a valuable resource for HR practitioners. The evidence
presented here supports the implementation of structured HRM practices tailored to meet the
specific needs of employees, ultimately driving greater organizational success. Future research
should continue to explore the long-term effects of these HRM strategies and consider the diverse
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contexts in which they operate, ensuring a comprehensive understanding of how best to cultivate
employee engagement in the ever-evolving service sector.
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