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ABSTRACT 
This study looks into the complex interactions that exist between Indonesian 
Micro, Small, and Medium-Sized Enterprises (MSMEs) and training, hiring, 
employee engagement, social entrepreneurship performance, sustainable 
business practices, and the social impact on local communities. The study 
employs Structural Equation Modeling (SEM-PLS) through a quantitative 
analysis encompassing 487 MSMEs to explore a broad range of hypotheses. 
The findings highlight the paradoxical relationship that exists between 
sustainability and training, underscoring the necessity for HR procedures to be 
approached with delicacy. High employee engagement and successful hiring 
emerge as key factors that influence the performance of social 
entrepreneurship and sustainable business practices. Moreover, the research 
highlights the positive effects of MSMEs involved in social entrepreneurship on 
sustainable practices and the larger community, underscoring the connection 
between sustainability and social entrepreneurship. While the practical 
consequences direct strategic HR planning and the reform of training 
programs, the theoretical implications cover the advancement of Sustainable 
Human Resource Management (SHRM) and the enrichment of social 
entrepreneurship theory. The research offers significant perspectives for 
MSMEs aiming to harmonize HR procedures with sustainability goals and 
promote constructive societal influence. 
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INTRODUCTION 
The convergence of social entrepreneurship, sustainable HR practices, and 

the micro, small, and medium-sized firm (MSME) sector presents an intriguing terrain 
for investigation in the fast-paced corporate world of today. MSMEs are essential to 
the Indonesian economy because they play a significant role in reducing poverty, 
fostering job creation, and fostering economic progress in both developed and 
developing nations (Kadarisman, 2019; D. Sari et al., 2023). Even while MSMEs 
have a big economic impact, it's becoming more widely acknowledged that their 
influence goes beyond financial indicators (Koeswahyono et al., 2022; Kurniawan et 
al., 2023). MSMEs are crucial for environmental and social responsibility. The 
emphasis of attention is on the intricate interactions that occur between sustainable 
human resource practices in Indonesian MSMEs and their effects on social 
entrepreneurship performance, business sustainability, and community well-being 
(Iskandar & Kaltum, 2022b; N. T. P. Sari & Kusumawati, 2022). 

Due to its sociocultural variety, Indonesia has particular potential and 
problems in the MSME sector. MSMEs can be major forces in economic growth, but 
it's critical that their operations reflect the values of social responsibility and 
sustainability (Glänzel & Scheuerle, 2016; Wardhani et al., 2023). MSME businesses 
are seen as significant contributors to societal well-being in addition to being 
economic engines (Castellas et al., 2018; Eikenberry & Kluver, 2004; Mia et al., 
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2022). The Indonesian government has been pushing for sustainable development 
programs in recent years, emphasizing companies that share their social and 
environmental objectives (Kadarisman, 2019; N. T. P. Sari & Kusumawati, 2022; Tria 
Wahyuningtihas et al., 2021). The MSME sector, as the backbone of the economy, 
plays a unique role in determining the sustainable destiny of the country (Febrian & 
Maulina, 2018). 

This study intends to investigate how social entrepreneurship success, 
business sustainability, and wider social effect on local communities are impacted by 
employee recruitment, training, and engagement. Employee training has a significant 
role in raising the caliber of human resources, which benefits organizational 
performance (K. Nkundabanyanga et al., 2014). Training initiatives can boost staff 
members' energy and inventiveness, improving their capacity for original thought and 
self-renewing behavior (Tabasum & Shaikh, 2022). This is especially crucial for 
social entrepreneurs, as they frequently need to come up with creative solutions to 
pressing societal issues (Rahmi et al., 2022; N. T. P. Sari & Kusumawati, 2022). 

The sustainability of a company can be significantly impacted through 
recruitment, particularly green recruitment (Kumar et al., 2022). Hiring people that 
are devoted to sustainable practices and are environmentally concerned is known as 
"green recruitment." This can improve the company's standing, draw in like-minded 
clients, and support the long-term viability of the enterprise (Mathis & Jackson, 2016; 
Ozkazanc-Pan & Clark Muntean, 2018). Employee performance and engagement 
are directly correlated, which aids in the organization's achievement of its objectives 
(Abolnasser et al., 2023; Ahmed et al., 2020). The strong emotional bond that staff 
members have with their company motivates them to work harder at their jobs 
(Tabasum & Shaikh, 2022). Employee retention, a critical component of 
organizational performance, is boosted by engaged workers' propensity to stick with 
the company (Alhmoud & Rjoub, 2019; Awolusi & Jayakody, 2021). 

Organizational sustainability is greatly impacted by green human resource 
management (GHRM) techniques, such as green HR planning, green job design and 
analysis, green recruiting and selection, green employee relations, and green 
training methods (Akhtar et al., 2023; Bahuguna et al., 2023; Gharbi et al., 2022; 
Yong et al., 2020). These procedures support the sustainability of the business as a 
whole, preserve organizational capabilities, boost profitability, and enhance 
employee and customer satisfaction (Kumar et al., 2022). 

Government support, community/local population engagement, employee 
engagement, and organizational contribution are some of the factors that impact 
social entrepreneurship performance (Hidzir et al., 2021). These factors are 
interrelated and form a model that can be used to understand and improve social 
entrepreneurship performance. Local communities can be greatly impacted through 
social entrepreneurship. It can support regional economic growth, generate 
employment, and offer services (Reyes & Campo, 2020). Furthermore, the social 
impact of social entrepreneurship efforts can be amplified by enlisting the 
participation of local residents (Iskandar et al., 2021; Iskandar & Kaltum, 2022a). 

The necessity for businesses to include sustainable practices into their core 
values is becoming more and more obvious given the complexity of today's business 
environment. Human resource (HR) practices play a significant role in this scenario 
(Gulzar, 2017; Mathis & Jackson, 2016). These days, hiring tactics, training plans, 
and employee engagement projects are viewed as strategic tools that can be used to 
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advance social impact and sustainability rather than as merely functional 
requirements (Amah & Oyetuunde, 2020; Antony, 2018; Malik et al., 2022). 
Nonetheless, there is still much to learn about the complex interaction dynamics in 
the unique setting of Indonesian MSMEs. 

The intricate relationship between sustainable human resource practices and 
the socioeconomic impact of MSMEs in Indonesia is not well understood, which is a 
major problem (Kourilsky & Esfandiari, 1997; Lin-Lian et al., 2022; Nafukho & Helen 
Muyia, 2010). The disregard for human resource procedures in MSMEs, which more 
frequently concentrate on daily operational concerns, is one facet of this issue 
(Hermawati, 2020; Nurani et al., 2020). The fundamental problem is the 
underappreciation of human resources' strategic importance as an internal 
organization driver and its larger social influence. MSMEs face particular issues 
because they operate in different industries, thus a general approach to sustainable 
HR practices might not work. It is troublesome because there aren't any particular 
solutions that consider the characteristics of MSMEs in Indonesia. MSMEs have a lot 
of potential to positively impact society; the trick is to make the most of it. 

It is necessary to conduct further research on how human resource practices 
might be adjusted to get the best possible results for businesses and the 
communities that MSMEs serve (Omar, 2020; Tabatabaei et al., 2017; Zhao & 
Huang, 2022). The issue is knowledge gaps that make it difficult to develop 
appropriate practices, policies, and interventions to improve MSMEs' social impact 
and sustainability. It is imperative that this gap be closed if Indonesia's MSME sector 
is to grow overall. 

The significance of Micro, Small, and Medium-Sized Enterprises (MSMEs) in 
Indonesia's socio-economic structure makes this research imperative. Even while 
these businesses undoubtedly contribute financially, it is critical that they adopt 
sustainable and socially conscious business methods (Febrian & Maulina, 2018). 
This is highlighted by multiple elements: The foundation of the Indonesian economy, 
MSMEs significantly boost employment and GDP. However, research into 
sustainable methods is desperately needed because humans are susceptible to both 
environmental changes and economic shocks. For these businesses to be resilient 
and sustainable, these principles must be included. 

MSMEs have the ability to be effective change agents since they are 
significant members of the local community. Employing sustainable Human 
Resource (HR) practices can augment their influence on social entrepreneurship, 
thereby aiding in the development of communities (Campos, 2021). The need to 
maximize this potential for societal well-being gives rise to urgency. Aligning MSMEs 
with sustainable HR practices is not only a local requirement but also a global one in 
an era where global sustainability is the primary focus. MSMEs must adapt to be 
relevant in the global market as investors and customers prioritize socially conscious 
businesses more and more. 

The paucity of studies especially examining the impact of HR practices on 
social entrepreneurship in Indonesian MSMEs underscores the urgency of this 
matter. It is essential to comprehend and modify HR strategies in light of the 
changing socioeconomic environment in order to address current issues. Although 
sustainable HR practices are important, there is a clear knowledge gap about their 
particular consequences when it comes to MSMEs in Indonesia. The difficulty is in 
realizing how HR procedures, especially those pertaining to hiring, training, and 
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employee engagement, can be used to boost community development and social 
entrepreneurship in addition to enhancing corporate performance. By investigating 
the connection between these HR practices and their effects on the social well-being 
of the larger local community, this study aims to close this gap. 

 
METHOD 

a. Design & Sample 
In order to fulfill the objectives of this study, self-reported surveys as well as 

online and offline data search strategies were employed to gather the primary data 
for the research design. The Google digital platform was used to conduct the study's 
online survey. The author and the enumerators—students—were also helped in the 
process of going straight to the object to discover possible respondents for this 
research in order to avoid bias or confusion among potential respondents when 
answering the questionnaire. But before counting, the enumerators received 
instruction that helped them comprehend the goal of the study. The study ran from 
March 5, 2023, until June 5, 2023, or roughly five months. Thanks to the efforts of 
the authors and enumerators, 487 data points were gathered from social company 
owners in Indonesia, despite the fact that the study instrument was constructed in 
Indonesian.  

In this study, the nonprobability method of purposeful sampling was employed 
to generate and gather data. Purposeful sampling can only include specific 
categories of individuals who meet the researcher's criteria or are the only ones with 
the information in question (Sekaran & Bougie, 2016). The people in the sample that 
was chosen are social entrepreneurs. 

The majority of respondents to the offline survey were from the provinces of 
DKI Jakarta, Banten, West Java, East Java, Central Java, West Sumatra, South 
Sulawesi, and Bali, as well as their cities and regencies. In the meantime, the 
authors responded to the online poll in this study using the currently popular social 
media platforms, including Facebook, Instagram, Linkedin, and WhatsApp. 
Demographics collected from the offline research sites, however, were left out. 
Maintaining research ethics requires protecting respondents' identity, including 
pseudonyms and abbreviations. Table 1 provides an overview of the respondents' 
demographics from this study. 
 

Table 1 Demographics of Respondents 
Age N % 

18-25 Years 98 20,12% 
25-35 Years 180 36,96% 
36-45 Years 101 20,72% 
46-55 Years 60 12,32% 
>55 Years 48 9,86% 

Education N % 

Senior High Schools 35 7,19% 
Bachelor’s Degree 178 36,50% 
Master’s Degree 186 38,20% 
Doctoral Degree 88 18,06% 

Business Experience N % 

<5 Years 83 17,04% 
5-10 Years 176 36,17% 
11-15 Years 156 32,06% 
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15-20 Years 35 7,19% 
>20 Years 37 7,61% 

Business Scale N % 

Micro (<10 employee) 178 36,50% 
Small (10-49 employee) 184 37,77% 

Medium (50-249 employee) 72 14,78% 
Large (>250 employee 53 10,89% 

 
Based results Table 1. the age distribution of the respondents reveals a 

notable presence of people in their mid-career phase, with 36.06% of the sample 
falling into the 26–35 age group. A thorough investigation of viewpoints on 
sustainable HR practices in Indonesian MSMEs is ensured by this age distribution. A 
cohort of professionals with a moderate degree of experience is suggested by the 
majority of respondents (36.17%), who have 5–10 years of experience. This variation 
in experience levels helps to provide a more nuanced view of how sustainable HR 
practices are implemented at various phases of a career. 

The large number of responders (38.20%) with master's degrees is 
noteworthy. This educated population offers a good starting point for discussions 
about the integration of sustainable HR practices and may be a reflection of the 
importance that the Indonesian MSME sector places on knowledge and skills. It is 
important to investigate sustainable HR practices in the setting of smaller 
organizations, as evidenced by the preponderance of micro (36.50%) and small 
businesses (37.77%). But the inclusion of large businesses (10.89%) and medium-
sized businesses (14.78%) guarantees a comprehensive analysis of these practices 
across a range of company sizes. 
b. Data Analysis 

The partial least squares approach and structural equation modeling (PLS-
SEM) were utilized in SMARTPLS version 4 to examine the study data. Based on the 
previously developed theoretical framework, we utilized the Confirmatory Composite 
Analysis (CCA) method to support this research. The robustness of the model 
architecture and the latent variable indicators is therefore guaranteed. The PLS-SEM 
methodology evaluates the outer and inner models through two stages of analysis. 
The construct validity and coherence of the survey instrument indicators are 
evaluated using a variety of statistical methods. 

Two different metrics were employed to evaluate the instruments' validity: 
convergent and discriminant validity. Instrument dependability is measured using 
metrics such as Composite dependability (CR) and Cronbach's alpha (CA). Latent 
variables are considered dependable in accordance with the CCA approach if the 
combined CR and CA values exceed 0.70. Convergent validity is assessed using the 
CCA Method using the Average Variance Extracted (AVE) measure. According to 
criteria (Hair et al., 2019), convergent validity is deemed adequate when the value is 
more than 0.50. 

Before it was completed, a preliminary version of the questionnaire was 
distributed to entrepreneurial PhD holders who had published high-caliber papers in 
Scopus. Following that, thirty ad hoc examples of the query words were selected. In 
this study, three independent factors and three dependent variables are present.  
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Table 2 Validity and Reliability of Quisoner 
Variable Items Code Loading 

Factor 

 
 
 
 
 

Training (TRA) 

CA = 0.846, CR = 0.896, AVE = 0.684   

1. The training program implemented 
has been effective in improving 
employee skills. 

2. The training role has increased my 
team's capacity to achieve my 
business's social goals. 

3. I am satisfied with the effectiveness 
of the training program. 

4. We routinely conduct training to 
employees. 

TRA.1 
 
 
 

TRA.2 
 
 

TRA.3 
 
 

TRA.4 

0,794 
 
 
 

0,868 
 
 

0,873 
 
 

0,767 
Recruitment (RET) CA =0.810, CR = 0.887, AVE = 0.724. 

1. The recruitment process is very 
helpful in getting individuals who are 
committed to the business goals. 

2. The recruitment process emphasizes 
the social and sustainability values 
adopted by the company. 

3. My business supports team 
diversification in the context of social 
purpose 

 

 
RET.1 

 
 
 
 

RET.2 
 
 
 

RET.3  

 
0,871 

 
 
 
 

0,858 
 
 
 

0,824 
Employee 

Engagement (EET) 
CA =0.907, CR = 0.935, AVE = 0.782. 
1. Employees engage in activities or 

initiatives that support the company's 
social goals 

2. Satisfaction level with communication 
between management and 
employees about my business's 
social initiatives 

3. Employees interact with coworkers to 
complete shared tasks that support 
the social goals of the business 

4. Employees take responsibility for 
their work and contribute to the 
achievement of the business's social 
goals. 

 

 
EET.1 

 
 

EET.2 
 
 
 
 

EET.3 
 
 
 

EET.4 

 
0,884 

 
 

0,860 
 
 
 
 

0,927 
 
 
 

0,863 

Social 
Entrepreneurship 

Performance (SEP) 

CA =0.893, CR = 0.918, AVE = 0.651. 
1. I believe that this company is 

successfully achieving its social 
goals. 

2. I value the positive impact generated 
by the company in supporting social 
or environmental issues. 

3. I see the positive impact that the 
company has on the community or 
environment. 

4. I feel that the company's efforts in 
achieving its social mission. 

5. How often the company involves 
employees in activities or projects 
that support social causes. 

 
SEP.1 

 
 

SEP.2 
 
 
 

SEP.3 
 
 

SEP.4 
 
 

SEP.5 

 
0,824 

 
 

0,781 
 
 
 

0,852 
 
 

0,762 
 
 

0,777 
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6. I feel involved in the company's 
efforts to improve its social 
performance. 

 
 

 
 
 
 
 

SEP.6 

 
 
 
 
 

0,843 
Sustainable Business 

(SBS) 
CA =0.869, CR = 0.906, AVE = 0.658. 
1. My company integrates sustainable 

business practices in its operations. 
2. My company manages the 

environmental impacts of its business 
activities. 

3. I feel that sustainability is important 
for the long-term growth of this 
company. 

4. My company engages in activities or 
initiatives that support environmental 
sustainability. 

5. The company says it supports 
sustainability in its supply chain or 
business relationships with third 
parties. 

 
SBS.1 

 
 

SBS.2 
 
 

SBS.3 
 
 

SBS.4 
 
 
 

SBS.5 

 
0,751 

 
 

0,847 
 
 

0,846 
 
 

0,763 
 
 
 

0,843 

Social Impact of 
Local Communities 

(SIL) 
 

CA =0.881, CR = 0.910, AVE = 0.630. 
1. The company makes a positive 

contribution to the development of 
the local economy. 

2. My company collaborates with local 
communities to improve the welfare 
of the surrounding community. 

3. My company engages employees in 
social initiatives that impact the local 
community. 

4. My company sees the positive impact 
the company has on the local 
community or environment. 

5. My company supports local 
community initiatives for sustainable 
growth and development. 

6. The company involves employees in 
activities or projects that provide 
direct benefits to the local 
community. 

 
SIL.1 

 
 
 

SIL.2 
 
 
 

SIL.3 
 
 
 

SIL.4 
 
 
 

SIL.5 
 
 
 

SIL.6 

 
0,758 

 
 
 

0,863 
 
 
 

0,845 
 
 
 

0,784 
 
 
 

0,745 
 
 
 

0,758 

 
A list of the criteria for validity and reliability is given in Table 3 above. A total 

of twenty-eight questionnaire questions were employed in this study. Convergent 
validity—a measure of the questionnaire's validity—was determined by using the 
partial least squares approach to the calculation. The degree to which an indicator 
accurately reflects a dimension is the gauge of convergent validity. As per (Hair et 
al., 2019), an evaluation tool is deemed to possess convergent validity if the Average 
Variance Extracted, or AVE, value is more than 0.5. Factor loadings are shown for 
each item in the table, and they are all greater than 0.70. As predicted, every 
construct composite reliabilities and AVE value exceed 0.50 and 0.70, respectively. 
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Table 3 Research on Discriminant Validity 
 TRA RET EET SEP SBS SIL 

Training 1      

Recruitment 0,231 1     

Employee Engagement  
0,432 

 
0,491 

 
1 

   

Social Entrepreneurship 
Performance 

 
0,214 

 
0,642 

 
0,221 

 
1 

  

Sustainable Business 0,243 0,193 0,347 0,231 1  

Social Impact of Local 
Communities 

0,182 0,432 0,329 0,692 0,341 1 

 
 Statistically, the Heterotrait-Monotrait Coefficient (HTMT) can be used to 
evaluate the discriminant validity of research instruments. To assess discriminant 
validity in PLS-SEM study, keep in mind that (Ringle et al., 2012) recommended the 
HTMT ratio as a more accurate statistic. It is crucial to verify that the HTMT ratio 
does not exceed 0.90 in order to determine the instrument's legitimacy. The validity 
of the research instrument used to evaluate the model it contains is indicated by 
Table 4, where the HTMT ratio values for each latent variable are all less than 0.90. 
The structural or internal assessment's goal is to put a number on how well the 
conceptual model predicts the variance of the independent variable.  Figure 2 
depicts the internal model and the construction process. The four measurement 
experiments that were conducted are included as well. 
 

 
Figure 1 Internal Model Assessment 

 

 The objective of the internal or structural assessment is to ascertain how well 
the conceptual model predicts the variance of the independent variables. Four 
measurement analyses are conducted in order to achieve this. The combined 
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influence of the exogenous and endogenous components was assessed for 
significance using the R-square (R2) value, also known as the coefficient of 
determination. Additionally, using a subsample of 5000, the bootstrap technique was 
used to evaluate the statistical significance of the direct and indirect path 
coefficients. In order to show that there is a statistically significant association 
between latent variables, this evaluation uses the t-statistic, also known as the p-
value, which requires a value of less than 0.1. At this point, the research approach 
described by (Hair et al., 2019) was used to test the study's hypotheses. The 
measurement and overall effectiveness of the structural model were then assessed, 
and the robustness of the model was verified using a Goodness of Fit study. The 
Chi-Square ratio, NFI, and SRMR values are evaluated for strength in the analysis. 
In addition to the predictive relevance analysis discussed above, another method 
employed in this work is the blindfolding methodology, which is based on cross-
validated redundancy and was fully explained by Sarstedt, Straub, and Hair in 2012. 
Examining and analyzing partial least squares structural equation modeling (PLS-
SEM) in relation to structural equation modeling is one of the main goals of this work. 
 

RESULTS AND DISCUSSION 
 Researchers (Hair et al., 2019) especially advise that before performing a 
more thorough analysis, make sure there are no missing outlier data from distributing 
questionnaires to research participants. 500 surveys were initially sent out; however, 
it was discovered that some outliers were missing or respondents had not filled out 
the form after the author, the enumerator, entered the data. 487 questionnaires were 
judged suitable and accurate after the missing outlier data was eliminated. The 
research should multiply five to ten times more than the entire number of research 
indicators if SEM-PLS is used as the data analysis method (Hair et al., 2019). This 
study presents the least number of samples needed to test the sample requirements 
in PLS-SEM, which is 28 indicators in total. Based on this, 487 samples are found to 
be eligible.  

In the PLS-SEM test series, the second need is to confirm that no 
multicollinearity assumption is present in any of the variables that are used to 
generate a construct. As stated by (Hair et al., 2017), one must not use this 
assumption if the VIF value is less than 3,000. The findings are displayed in the table 
below, which was produced by conducting this study without depending on the 
multicollinearity hypothesis. 

Table 4 The Results of The Inner VIF Multicolinearity Test 
Variable Sustainable 

Business 
Social 

Entrepreneurship 
Performance 

Social Impact of 
Local Communities 

Training 1,421 2,481  

Recruitment 2,432 1,982  

Employee Engagement  
1,822 

 
2,321 

 
 

Social Entrepreneurship 
Performance 

 
2,129 

 
 

 
2,102 

Sustainable Business 2,332  1,762 
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The study's multicollinearity assumption criteria have satisfied all pertinent 
requirements, as per (Hair et al., 2017). Every one of the resultant structures has an 
inner VIF value less than 3,000, as Table 4 above illustrates. According to the VIF 
values of the network variables in these topics, the training, hiring, and employee 
engagement variables' VIF values on the performance of social entrepreneurship 
and sustainable business are less than 3,000. It is indicated by this value that these 
variables are acceptable. Furthermore, for the constructs associated with the 
dependent variable, values fewer than three thousand were also discovered. 

The GoF in the study model will also be examined as a proposed criterion. 
Model fit evaluation can be done with the use of the SMARTPLS website, according 
to Hair et al., 2017 and 2019. The assessment of model fit is essential for 
determining the overall utility of the structural, internal, and external models. The 
theta root mean square (RMS) and the standardized root mean square (SRMR) 
should therefore be less than 0.02, 0.10, or 0.08. In addition, there must be a 
minimum of 0.9 in the numerical fit index (NFI). 

 
Table 5 Research on GOF 

 Saturated 
Model 

Estimated Model 

SRMR 0,076 0,085 

d ULS 0,804 0,841 

d G  
0,623 

 
0,601 

Chi-Square  
1730,282 

 
1762,492 

NFI 0,832 0,832 

 
 The calculated model's NFI value of 0.842, indicating a great degree of fit, and 
SRMR value of 0.085, below the recommended threshold of 0.10, are displayed in 
Table 5. Given the study's findings, the model satisfies the Goodness of Fit 
presumptions. 
a. Interior Model Architectur 

By applying the coefficient of determination (R-square), one can determine 
the extent to which other factors impact the dependent variable. The dependent 
latent variable of the structural model with an R2 value of 0.67 or higher, as per 
(Chin, 1998; Hair et al., 2019), suggests that the influencing independent factors 
have a positive impact on the dependent variable under influence. Results fall into 
two categories: weak and moderate. If they fall between 0.19 and 0.33 and between 
0.33-0.67, they are classified as weak.  

Table 6 R Square Test 
Variable R² R² Adjusted 

Sustainable Business 0,534 0,085 

Social Entrepreneurship 
Performance 

0,613 0,841 

Social Impact of Local 
Communities 

 
0,643 

 
0,601 
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Strong explanatory power is indicated by the high R2 values for social 
entrepreneurship performance (0.613), social impact of local communities (0.643), 
and sustainable business (0.534) in their respective models. Furthermore, the 
corresponding R2 adjusted values (0.602, 0.652, 0.694) imply that the models 
successfully take into account the quantity of predictors, hence enhancing the 
resilience of the associations investigated in the research. These results confirm 
that, in the context of the study, the variables selected to explain variations in social 
entrepreneurship performance, sustainable business practices, and the social impact 
on local communities are reliable. 
b. Forecasting Model's Applicability 

Based on recommendations from (Hair et al., 2017, 2019), this study 
evaluated the model using the Q2 redundancy measure while accounting for the 
reflecting component of the metric. How well the model predicts outcomes outside of 
a sample is indicated by Hair's Q2 value. For a given dependent construct reflecting 
endogenous variables in structural equation models, a Q2 value larger than zero 
indicates the route model's predictive usefulness. Given the data, Table 7 
demonstrates the predictive power of the model. 

Table 7 Blindfolding Test Result 
Variable SSO SSE Q2 (1-SSE/SSO) 

Sustainable Business 3349 3521,039 0,050 

Social 
Entrepreneurship 
Performance 

3349 3119,072 0,067 

Social Impact of 
Local Communities 

 
3349 

 
3220,030 

0,038 

 
c. Exam Bootstrapping 

When the t-statistic value at the 95% confidence level is greater than the t-
statistic (>1.96), the hypothesis is considered significant. The software SmartPLS 
bootstrap was used to achieve the findings seen here. Together with the beta value, 
mean, standard deviation, t-value, and p-value, the construct hypotheses analysis is 
displayed in Table 8. The 0.05 p-value was therefore used to make the decision. 

Table 8 Hypotesis Test 
Hypotesis Original 

Sample 
(O) 

Sample 
Mean (M) 

Standar 
Deviation 
(STDEV) 

T-Statistic P-Values Results 

TRA ->  SBS -0,419 -0,394 0.162  2.592 0.010 Supported 

TRA ->  SEP -0.352  -0,355 0.146 2.521 0.015 Supported 

RET -> SBS 0.403 0,406 0.077 5.253 0.000 Supported 

RET -> SEP 0.559 0,541 0.101 5.559 0.000 Supported 

EET -> SBS 0.688 0,673 0.086 7.812 0.000 Supported 

EET -> SEP 0.492 0,461 0.152 3.231 0.001  Supported 

SEP -> SBS 0,467 0,468 0.078 5.969 0.000 Supported 

SBS -> SIL 0,351 0,375 0.107 3.275 0.001 Supported 

SEP-> SIL 0,504 0,504 0.081 6.192 0.000 Supported 

 
Table 8, which presents the bootstrap results, demonstrates this. According to 

the negative coefficient, business sustainability (SBS) tends to decline as training 
(TRA) grows. At the 0.05 level, the t-statistic of 2.592 is significant, indicating that the 
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hypothesis is supported. This suggests that there is a statistically significant inverse 
link between organizational sustainability and training. Like H1, the negative 
coefficient suggests that social enterprise performance (SEP) tends to decline as 
training (TRA) increases. At the 0.05 level, the t-statistic of 2.521 is significant, 
indicating that the hypothesis is supported. This suggests that there is a statistically 
significant inverse link between social enterprise performance and training. The 
approval of H1 and H2 is the conclusion. 

Business sustainability (SBS) tends to rise as recruitment (RET) increases, 
according to the positive coefficient. The hypothesis is supported by the extremely 
significant (p<0.001) t-statistic of 5.253. This suggests that recruiting and 
organizational sustainability have a statistically significant positive link. According to 
the positive coefficient, social enterprise performance (SEP) tends to climb when 
recruitment (RET) does. The hypothesis is supported by the t-statistic of 5.559, 
which is very significant (p<0.001). This suggests that recruitment and social 
enterprise performance have a statistically significant beneficial association. H3 and 
H4 are deemed authorized in the end. 

Business sustainability (SBS) tends to rise as employee engagement (EET) 
does, according to the positive coefficient. The hypothesis is supported by the 
extremely significant (p<0.001) t-statistic of 7.812. This suggests that employee 
engagement and organizational sustainability have a statistically significant positive 
link. Social entrepreneurship performance (SEP) tends to rise as employee 
engagement (EET) does, according to the positive coefficient. At the 0.001 level, the 
t-statistic of 3.231 is significant, indicating that the hypothesis is supported. This 
suggests that employee engagement and social entrepreneurship performance are 
positively correlated in a statistically meaningful way. H5 and H6 are deemed 
authorized in the end. 

The positive correlation shows that business sustainability (SBS) tends to rise 
in tandem with social enterprise performance (SEP). The idea is supported by the 
extremely significant (p<0.001) T-statistic of 5.969. This suggests that social 
entrepreneurial success and organizational sustainability have a statistically 
significant positive link.  The positive correlation suggests that social impact on local 
communities (SIL) tends to improve as social entrepreneurial performance (SEP) 
does. Supporting the hypothesis, the t-statistic of 3.275 is significant at the 0.001 
level. This suggests a statistically significant positive correlation between social 
impact on local communities and the performance of social entrepreneurs. H7 and 
H8 are deemed authorized in the end. 

The positive correlation suggests that social impact on local communities 
(SIL) tends to improve as social entrepreneurial performance (SEP) does. The 
hypothesis is supported by the extremely significant (p<0.001) t-statistic of 6.192. 
This suggests a statistically significant positive correlation between social impact on 
local communities and the performance of social entrepreneurs. We conclude that 
H9 is authorized. 

To sum up, the statistical analysis provided support for every hypothesis. The 
results show a strong correlation between social entrepreneurship performance, 
employee engagement, training, and recruitment, as well as how these factors affect 
organizational sustainability and the social impact on nearby communities. The 
study's findings advance knowledge of sustainable HR practices in MSMEs in 
Indonesia from the standpoint of social entrepreneurship. 
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Discussion 
The study's conclusions offer a sophisticated understanding of the 

connections among Indonesian MSMEs' social impact on local communities, 
performance in social entrepreneurship, hiring practices, employee engagement, and 
training. In this section, we examine how to interpret these findings, connect them to 
earlier studies, and talk about the theoretical ramifications. 

An intriguing finding is the inverse association between social 
entrepreneurship performance and training and sustainable business practices. 
Training has historically been linked to successful organizational outcomes 
(Lumunon et al., 2021; Oloan, 2022). This finding, however, raises the possibility that 
not all training programs will support the objectives of social entrepreneurship and 
sustainability. This makes it necessary to examine training programs' orientation and 
substance more closely. Do these programs focus on teaching about sustainability, 
or are they lacking this crucial element? Consideration must be given serious 
thought to the paradoxical negative link regarding training identified in H1 and H2. 
Training has long been thought to be an effective means of improving organizational 
performance. Nonetheless, it seems that not all training programs make an equal 
contribution when it comes to sustainability and social entrepreneurship. It is 
necessary to investigate how training programs relate to sustainability goals in terms 
of content, orientation, and alignment. To make sure that their training initiatives 
encourage employees to think sustainably, organizations might need to review and 
rethink their curricula. 

The literature on the significance of human resource practices in fostering 
organizational sustainability is consistent with the favorable effects of recruitment 
practices on social entrepreneurship and sustainable company performance (Mathis 
& Jackson, 2016; Sutanto & Kurniawan, 2016). Broader organizational goals are 
aided by efficient recruitment techniques that take into account a candidate's 
commitment to sustainability goals in addition to talents. The positive correlations 
found in H2 and H43 demonstrate how strategically important recruitment is to the 
advancement of social entrepreneurship and sustainable business practices. 
Organizational goals are greatly aided by efficient hiring procedures that take into 
account candidates' beliefs and commitment to sustainability (Baten, 2017; Chandani 
et al., 2016). This is consistent with the claim that a company's early personnel 
lifecycle has a significant impact on how things turn out in the long run (Chandani et 
al., 2016; Sendawula et al., 2018; Yuswardi & Suryanto, 2021). 

Likewise, the research emphasizing the crucial role engaged employees play 
in organizational success is echoed by the strong positive association between 
employee engagement and sustainable business practices and social 
entrepreneurship performance (Nugroho, 2023; Tabasum & Shaikh, 2022; Winasis 
et al., 2020). Employee engagement increases the likelihood that they will actively 
engage in social entrepreneurship and take ownership of sustainability efforts 
(Iskandar & Kaltum, 2022b).  

The idea that social entrepreneurship can act as a catalyst for positive 
organizational and community outcomes is reaffirmed by the positive relationship 
shown between social entrepreneurship performance and sustainable business 
practices as well as local community social impact. MSMEs that actively participate 
in social entrepreneurship are seen as having a good impact on the community as 
well as encouraging sustainable practices in their operations (Burkett, 2013; 
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Castellas et al., 2018; Iskandar & Kaltum, 2021; Krupa et al., 2019; McLoughlin et 
al., 2009; Troise et al., 2022). 
a. Theoretical Contribution 

This research adds empirical support to the body of knowledge on particular 
HR practices that have an impact on sustainability, which helps to advance the field 
of sustainable HRM. According to the findings, a targeted approach to HR 
procedures—such as hiring, training, and employee engagement—is essential to 
promoting long-term business strategies. 

By offering empirical evidence for the favorable correlation between social 
entrepreneurial performance, sustainable company practices, and social effect on 
local communities, this research contributes to the theoretical framework of social 
entrepreneurship. This puts into question the conventional understanding of 
entrepreneurship, which primarily considers financial gains. 

Given the contradictory effects of training on sustainability practices, it is 
necessary to reconsider the purpose and method of training within the framework of 
sustainable human resource management. Conventional training programs may 
enhance certain abilities, but they might not place as much emphasis on the 
attitudes and values that encourage sustainable behavior. These findings open up 
new avenues for future research on the subject matter and efficacy of training with a 
sustainability focus. 
b. Practical Implications 

The study's findings highlight the necessity of strategic HR planning that 
specifically incorporates sustainability objectives for practitioners. HR specialists 
should coordinate employee engagement campaigns, recruitment tactics, and 
training plans with the organization's sustainability goals. This entails not just seeking 
out people who have a strong commitment to sustainability, but also cultivating an 
environment that values and promotes sustainable behavior. 

The contradictory training-related findings emphasize how crucial it is to 
review and even restructure training initiatives. Employers should make sure that 
training programs contain elements that help employees create a sustainable 
mentality in addition to skills development. 

The necessity for recruitment procedures that specifically take candidates' 
ideals and dedication to sustainability into account is highlighted by the positive 
effects of hiring on social entrepreneurship and sustainable company practices. In 
order to guarantee that the staff is aligned with company values, HR professionals 
should integrate sustainability criteria into the hiring process. 

The significance of employee engagement activities from a strategic 
perspective is underscored by the robust positive correlation observed between 
sustainability and social entrepreneurship performance and employee engagement. 
Programs that encourage employee participation and enable them to actively 
contribute to sustainability objectives and social entrepreneurship endeavors are 
something that organizations ought to invest in. 
c. Limitations and Future Research Directions 

There are certain limitations that should be acknowledged even if the study's 
findings offer insightful information. Causal inferences are limited by the data's cross-
sectional character. Future studies investigating the temporal relationship between 
HR practices, sustainability, and social entrepreneurship may employ a longitudinal 
approach. 
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Furthermore, because the study's focus was on MSMEs in Indonesia, caution 
should be exercised when extrapolating the results to other settings. To evaluate the 
robustness of the association, future research could expand this analysis to include 
diverse cultural and economic contexts. 

Additionally, the impact of particular HR practices on sustainable outcomes—
such as employee engagement, recruiting, and training—was examined in this study. 
Future studies should look into other elements like leadership and organizational 
culture to provide a more thorough knowledge of the mechanisms influencing 
sustainability in MSMEs.. 

 
CONCLUSION 

To sum up, this study offers a thorough evaluation of how HR procedures, 
sustainability, and social entrepreneurship relate to MSMEs in Indonesia. The 
necessity to reevaluate training programs to make sure they are in line with 
sustainability goals is highlighted by paradoxical discoveries pertaining to training. 
Sustainable business practices and social entrepreneurship can be fueled by 
strategic levers such as high employee engagement and effective recruitment 
practices. By highlighting the connections between social entrepreneurship and 
sustainable human resource management, this study enhances the theoretical 
frameworks in both fields. In order to improve sustainable outcomes, HR 
professionals can use the study's practical findings to inform their strategic planning, 
recruitment, and employee engagement initiatives. This research offers pertinent 
insights for companies seeking to traverse the challenging landscape of HR 
practices in the quest of sustainable and socially impacting company operations, as 
companies around the world struggle with the sustainability imperative. 
 
Reference 
Abolnasser, M. S. A., Abdou, A. H., Hassan, T. H., & Salem, A. E. (2023). 

Transformational Leadership, Employee Engagement, Job Satisfaction, and 
Psychological Well-Being among Hotel Employees after the Height of the 
COVID-19 Pandemic: A Serial Mediation Model. International Journal of 
Environmental Research and Public Health, 20(4), 3609. 

Agrawal, A., & Hockerts, K. (2019). Impact investing strategy: Managing conflicts 
between impact investor and investee social enterprise. Sustainability. 
https://www.mdpi.com/2071-1050/11/15/4117 

Ahmed, U., Umrani, W. A., Zaman, U., Rajput, S. M., & Aziz, T. (2020). Corporate 
entrepreneurship and business performance: The mediating role of employee 
engagement. SAGE Open, 10(4), 2158244020962779. 

Akhtar, U. A., Muhammad, R., Bakar, L. J. A., Parameswaranpillai, V., Raj, B., & 
Khan, N. B. (2023). Green Human Resource Management Bibliometric 
Analysis of the Published Literature from 2008 to 2022. International Journal 
of Professional Business Review: Int. J. Prof. Bus. Rev., 8(4), 1. 

Alfawaire, F., & Atan, T. (2021). The effect of strategic human resource and 
knowledge management on sustainable competitive advantages at Jordanian 
universities: The mediating role of organizational innovation. Sustainability, 
13(15), 8445. 

Alhmoud, A., & Rjoub, H. (2019). Total Rewards and Employee Retention in a 
Middle Eastern Context. SAGE Open, 9(2). 



 
International Journal of Business, Law, and Education 

Volume 4, Number 2, 2023 

 

919 
 

https://doi.org/10.1177/2158244019840118 
Amah, O. E., & Oyetuunde, K. (2020). The effect of servant leadership on employee 

turnover in SMEs in Nigeria: the role of career growth potential and employee 
voice. Journal of Small Business and Enterprise Development, 27(6), 885–
904. 

Antony, M. R. (2018). Paradigm Shift in Employee Engagement - A Critical Analysis 
on the Drivers of Employee Engagement. Internationl Journal of Information, 
Business and Management, 10(2), 32–46. 

Ashraf, T., & Siddiqui, D. A. (2020). The Impact of Employee Engagement on 
Employee Retention: The Role of Psychological Capital, Control at Work, 
General Well-Being and Job Satisfaction. Human Resource Research, 4(1), 
67. https://doi.org/10.5296/hrr.v4i1.16477 

Awolusi, O. D., & Jayakody, S. S. (2021). Exploring the Impact of Human Resource 
Management Practices on Employee’s Retention: Evidence from the Food 
and Beverage Industry in the State of Qatar. Journal of Social and 
Development Sciences, 12(4 (S)), 39–58. 

Bahuguna, P. C., Srivastava, R., & Tiwari, S. (2023). Two-decade journey of green 
human resource management research: a bibliometric analysis. 
Benchmarking: An International Journal, 30(2), 585–602. 

Baten, A. (2017). HOW TRAINING AND SKILLS DEVELOPMENT IMPROVE 
EMPLOYEE’S PERFORMANCE, MORAL, AND MOTIVATION. Emerging 
Markets: Business and Management Studies Journal, 4(2), 71–91. 

Burkett, I. (2013). Using the business model canvas for social enterprise design. In 
Recuperado de http://knode. com. au/wp-content …. startupexpress.com.au. 
http://startupexpress.com.au/wp-content/uploads/2021/09/BMC-social-impact-
griffith-uni.pdf 

Calic, G., & Mosakowski, E. (2016). Kicking off social entrepreneurship: How a 
sustainability orientation influences crowdfunding success. Journal of 
Management Studies. https://doi.org/10.1111/joms.12201 

Campos, J. D. S. (2021). Analysis of entrepreneurial leadership skills and 
sustainable employee productivity of MSMEs. Journal of Social 
Entrepreneurship Theory and Practice, 1(1), 12–27. 

Castellas, E. I.-P., Ormiston, J., & Findlay, S. (2018). Financing social 
entrepreneurship: The role of impact investment in shaping social enterprise 
in Australia. Social Enterprise Journal, 14(2), 130–155. 

Chandani, A., Mehta, M., Mall, A., & Khokhar, V. (2016). Employee engagement: A 
review paper on factors affecting employee engagement. Indian Journal of 
Science and Technology, 9(15). 
https://doi.org/10.17485/ijst/2016/v9i15/92145 

Chin, W. W. (1998). The partial least squares approach to structural equation 
modeling. Modern Methods for Business Research, 295(2), 295–336. 

Eikenberry, A. M., & Kluver, J. D. (2004). The marketization of the nonprofit sector: 
Civil society at risk? Public Administration Review. 
https://doi.org/10.1111/j.1540-6210.2004.00355.x 

Febrian, A. F., & Maulina, E. (2018). The influence of social capital and financial 
capability on sustainable competitive advantage through entrepreneurial 
orientation : Empirical evidence from Small and Medium Industries in 
Indonesia using PLS-SEM. 5(12), 218–232. 



 
International Journal of Business, Law, and Education 

Volume 4, Number 2, 2023 

 

920 
 

https://doi.org/10.14738/assrj.512.5720. 
Florin, J., & Schmidt, E. (2011). Creating shared value in the hybrid venture arena: A 

business model innovation perspective. Journal of Social Entrepreneurship. 
https://doi.org/10.1080/19420676.2011.614631 

Gharbi, H., Sobaih, A. E. E., Aliane, N., & Almubarak, A. (2022). The Role of 
Innovation Capacities in the Relationship between Green Human Resource 
Management and Competitive Advantage in the Saudi Food Industry: Does 
Gender of Entrepreneurs Really Matter? Agriculture, 12(6), 857. 

Glänzel, G., & Scheuerle, T. (2016). Social impact investing in Germany: Current 
impediments from investors’ and social entrepreneurs’ perspectives. 
VOLUNTAS: International Journal of Voluntary and Nonprofit Organizations, 
27, 1638–1668. 

Gruman, J. A., & Saks, A. M. (2011). Performance management and employee 
engagement. Human Resource Management Review, 21(2), 123–136. 

Gulzar, R. (2017). Understanding the relationship between HRM practices and 
organization performance in HDFC bank. Archives of Business Research, 
5(3), 53–69. 

Hair, J. F., Ringle, C. M., & Sarstedt, M. (2017). A Primer on Partial Least Squares 
Structural Equation Modelling (PLS-SEM). 2e Edition. SAGE Publications. 

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

Hermawati, A. (2020). Transglobal leadership approach to sustainable tourism 
competitiveness at tourism sector-engaged MSMEs through integrated human 
resource performance and responsible marketing. International Journal of 
Tourism Cities, 6(4), 863–883. 

Hidzir, P. A. M., Ismail, S., & Kassim, E. S. (2021). Government Support, 
Stakeholder Engagement and Social Entrepreneurship Performance: An 
Exploratory Factor Analysis. Journal of Academic Research in Business and 
Social Sciences, 11(7), 1604–1618. 

Iskandar, Y., Joeliaty, J., Kaltum, U., & Hilmiana, H. (2021). Bibliometric Analysis on 
Social Entrepreneurship Specialized Journals. Journal: WSEAS 
TRANSACTIONS ON ENVIRONMENT AND DEVELOPMENT, 941–951. 
https://doi.org/10.37394/232015.2021.17.87 

Iskandar, Y., & Kaltum, U. (2021). The Relationship Between Intellectual Capital and 
Performance of Social Enterprises: A Literature Review. 
https://doi.org/https://doi.org/10.36941/ajis-2021-0141 

Iskandar, Y., & Kaltum, U. (2022a). Entrepreneurial Competencies, Competitive 
Advantage, and Social Enterprise Performance: A Literature Review. 
International Conference on Economics, Management and Accounting 
(ICEMAC 2021), 192–203. https://doi.org/10.2991/aebmr.k.220204.020 

Iskandar, Y., & Kaltum, U. (2022b). Exploring Human Resource and Organizational 
Factors That Influence the Performance of a Social Enterprise. Organizational 
Cultures: An International Journal, 22(2). 

Jamal, T., Zahid, M., Martins, J. M., Mata, M. N., Rahman, H. U., & Mata, P. N. 
(2021). Perceived green human resource management practices and 
corporate sustainability: Multigroup analysis and major industries 
perspectives. Sustainability, 13(6), 3045. 



 
International Journal of Business, Law, and Education 

Volume 4, Number 2, 2023 

 

921 
 

K. Nkundabanyanga, S., Balunywa, W., Tauringana, V., & M. Ntayi, J. (2014). Board 
role performance in service organisations: the importance of human capital in 
the context of a developing country. Social Responsibility Journal, 10(4), 646–
673. 

Kadarisman, M. (2019). The influence of government and MUI mediations towards 
marketing strategy of Warteg and its impact on developing MSMEs in Jakarta, 
Indonesia. Cogent Business & Management, 6(1), 1629096. 

Kerr, J. E. (2007). Sustainability Meets Profitability: The Convenient Truth of How the 
Business Judgment Rule Protects a Board’s Decision to Engage in Social 
Entrepreneurship. Cardozo L. Rev. https://heinonline.org/hol-cgi-
bin/get_pdf.cgi?handle=hein.journals/cdozo29&section=30 

Koeswahyono, I., Maharani, D. P., & Liemanto, A. (2022). Legal breakthrough of the 
Indonesian job creation law for ease, protection, and empowerment of 
MSMEs during the COVID-19 pandemic. Cogent Social Sciences, 8(1), 
2084895. 

Kourilsky, M. L., & Esfandiari, M. (1997). Entrepreneurship education and lower 
socioeconomic black youth: An empirical investigation. The Urban Review, 
29(3), 205–215. 

Kramar, R. (2014). Beyond strategic human resource management: is sustainable 
human resource management the next approach? The International Journal 
of Human Resource Management, 25(8), 1069–1089. 

Krupa, T., Sabetti, J., & Lysaght, R. (2019). How work integration social enterprises 
impact the stigma of mental illness: negotiating perceptions of legitimacy, 
value and competence. Social Enterprise Journal. 
https://doi.org/10.1108/SEJ-12-2018-0075 

Kumar, G., Anbu, A., & Saranya, J. (2022). The Study on Impact of Green HRM 
Practices on Organization Sustainability from Employee Perspective with 
Special Reference to Automotive Industries in Chennai. Webology, 19(1), 
4979–4989. 

Kurniawan, -, Maulana, A., & Iskandar, Y. (2023). The Effect of Technology 
Adaptation and Government Financial Support on Sustainable Performance of 
MSMEs during the COVID-19 Pandemic. Cogent Business & Management, 
10(1), 2177400. 
https://doi.org/https://doi.org/10.1080/23311975.2023.2177400 

Lemon, L. L., & Palenchar, M. J. (2018). Public relations and zones of engagement: 
Employees’ lived experiences and the fundamental nature of employee 
engagement. Public Relations Review, 44(1), 142–155. 
https://doi.org/10.1016/j.pubrev.2018.01.002 

Leung, Z. C. S., Ho, A. P. Y., Tjia, L. Y. N., Tam, R. K. Y., & ... (2019). Social impacts 
of work integration social enterprise in Hong Kong–Workfare and beyond. … 
Entrepreneurship. https://doi.org/10.1080/19420676.2018.1541007 

Lin-Lian, C., De-Pablos-Heredero, C., Montes-Botella, J. L., & Lin, S. (2022). The 
Influence of Entrepreneurial Motivation on the Valuation of Socioeconomic 
Benefits of Business Incubator Functions. Economies, 10(11), 281. 

Lumpkin, G. T., & Dess, G. G. (1995). Simplicity as a strategy-making process: The 
effects of stage of organizational development and environment on 
performance. Academy of Management Journal, 38(5), 1386–1407. 

Lumunon, D. F., Massie, J. D. D., & Trang, I. (2021). The Effect of Training, Digital 



 
International Journal of Business, Law, and Education 

Volume 4, Number 2, 2023 

 

922 
 

Transformation, and Work Motivation on Employee Performance during the 
Covid-19 Period: A Study on Culinary UMKM Employees in Manado City. 
Central Asian Journal Of Literature, Philosophy and Culture, 2(8), 22–37. 

Maheshwari, M., Samal, A., & Bhamoriya, V. (2020). Role of employee relations and 
HRM in driving commitment to sustainability in MSME firms. International 
Journal of Productivity and Performance Management, 69(8), 1743–1764. 

Mair, J., & Marti, I. (2006). Social entrepreneurship research: A source of 
explanation, prediction, and delight. Journal of World Business. 
https://www.sciencedirect.com/science/article/pii/S1090951605000544 

Mair, J., & Noboa, E. (2006). Social entrepreneurship: How intentions to create a 
social venture are formed. Social Entrepreneurship. 
https://doi.org/10.1057/9780230625655_8 

Maksum, I. R., Rahayu, A. Y. S., & ... (2020). A Social Enterprise Approach to 
Empowering Micro, Small and Medium Enterprises (SMEs) in Indonesia. 
Journal of Open …. https://www.mdpi.com/2199-8531/6/3/50 

Malik, A., Ali, M. A., Rafiq, S., & Adnan, M. (2022). Employee Perception, Barriers 
towards Career Development and HRM Strategies tenacity Employee Career 
Development. Sustainable Business and Society in Emerging Economies, 
4(2), 561–572. 

Margiono, A., & Feranita, F. (2021). The past, present, and future of social 
entrepreneurship in Indonesia: A strategy to move the ecosystem forward. 
Entrepreneurial Connectivity: Network, Innovation and Strategy Perspectives, 
29–40. 

Mathis, R. L., & Jackson, J. H. (2016). Human Resource Management : Personnel 
Human Resource Management. In Harvard Business Review (Vol. 13, Issue 
January 2019). 

McLoughlin, J., Kaminski, J., Sodagar, B., Khan, S., & ... (2009). A strategic 
approach to social impact measurement of social enterprises: The SIMPLE 
methodology. Social Enterprise …. 
https://doi.org/10.1108/17508610910981734 

Mia, M. M., Rizwan, S., Zayed, N. M., Nitsenko, V., & ... (2022). The impact of green 
entrepreneurship on social change and factors influencing AMO theory. 
Systems. https://www.mdpi.com/2079-8954/10/5/132 

Nafukho, F. M., & Helen Muyia, M. A. (2010). Entrepreneurship and socioeconomic 
development in Africa: a reality or myth? Journal of European Industrial 
Training, 34(2), 96–109. 

Nikolova, I., Schaufeli, W., & Notelaers, G. (2019). Engaging leader – Engaged 
employees? A cross-lagged study on employee engagement. European 
Management Journal, 37(6), 772–783. 
https://doi.org/10.1016/j.emj.2019.02.004 

Nugroho, S. A. (2023). THE INFLUENCE OF ORGANIZATIONAL CULTURE, 
TRANSFORMATIONAL LEADERSHIP, AND COMPENSATION TO 
EMPLOYEE ENGAGEMENT AT NON GOVERNMENTAL ORGANIZATION X 
IN JAKARTA. International Journal of Social Science, 2(6), 2357–2366. 

Nurani, N., Nurjanah, R., & Prihantoro, I. (2020). Competence of Human Resources 
of Small and Medium Enterprises (MSMEs) of West Java through Intellectual 
Property Rights (IPR) Protection in the COVID-19 Pandemic Era. PalArch’s 
Journal of Archaeology of Egypt/Egyptology, 17(10), 3878–3896. 



 
International Journal of Business, Law, and Education 

Volume 4, Number 2, 2023 

 

923 
 

Oloan, D. (2022). The Relationship Between Transformational Leadership, Training, 
And Employee Involvement As An Intervention Variable On Employee 
Performance. The Management Journal of Binaniaga, 6(2), 151–164. 

Omar, K. M. (2020). Key Elements of the HRM Challenges in the Technology Era 
21st Century. Open Journal of Business and Management, 9(1), 32–43. 

Ozkazanc-Pan, B., & Clark Muntean, S. (2018). Networking towards (in)equality: 
Women entrepreneurs in technology. Gender, Work and Organization, 25(4), 
379–400. https://doi.org/10.1111/gwao.12225 

Phan Tan, L. (2022). Bibliometrics of social entrepreneurship research: Cocitation 
and bibliographic coupling analyses. Cogent Business & Management, 9(1), 
2124594. 

Pincus, J. D. (2022). Employee Engagement as Human Motivation: Implications for 
Theory, Methods, and Practice. Integrative Psychological and Behavioral 
Science. https://doi.org/10.1007/s12124-022-09737-w 

Rahmi, V. A., Handayati, P. H., Djatmika, E. T., & Ismanto, H. I. (2022). The Role of 
Women’s Entrepreneurial Motivation in Mediating the Relationship Between 
Entrepreneurship Training and Entrepreneurial Intentions in the Rural. 
International Journal of Social Science and Business, 6(1). 

Rama Devi, V. (2009). Employee engagement is a two‐way street. Human Resource 
Management International Digest, 17(2), 3–4. 

Renwick, D. W. S., Redman, T., & Maguire, S. (2013). Green human resource 
management: A review and research agenda. International Journal of 
Management Reviews, 15(1), 1–14. 

Reyes, C. J. P., & Campo, N. C. (2020). Áreas básicas del emprendimiento social 
como factor de desarrollo empresarial. Tendencias En La Investigación 
Universitaria: Una Visión Desde Latinoamérica. Vol. X, 187–203. 

Ringle, C. M., Sarstedt, M., & Straub, D. W. (2012). Editor’s comments: a critical look 
at the use of PLS-SEM in" MIS Quarterly". MIS Quarterly, iii–xiv. 

Salvado, J. C. (2011). Social enterprise models and SPO financial sustainability: the 
case of BRAC. Journal of Social Entrepreneurship. 
https://doi.org/10.1080/19420676.2011.560172 

Sari, D., Kusuma, B. A., Sihotang, J., & Febrianti, T. (2023). The role of 
entrepreneurial marketing & innovation capability in the performance of SMEs 
during covid-19 pandemic: Evidence of MSMEs in West Java. Cogent 
Business & Management, 10(1), 2194091. 

Sari, N. T. P., & Kusumawati, A. (2022). Literature Review : The Efforts To 
Strengthening of Micro, Small and Medium-Sized Enterprises (MSME) in 
Indonesia. Asian Journal of Management, Entrepreneurship and Social 
Science, 2(01 SE-Articles), 98–115. 

Sekaran, U., & Bougie, R. (2016). Research Methods for Business A Skill-Building 
Approach Seventh Edition. In john wiley & sons. https://doi.org/10.1007/978-
94-007-0753-5_102084 

Sendawula, K., Nakyejwe Kimuli, S., Bananuka, J., & Najjemba Muganga, G. (2018). 
Training, employee engagement and employee performance: Evidence from 
Uganda’s health sector. Cogent Business and Management, 5(1), 1–12. 
https://doi.org/10.1080/23311975.2018.1470891 

Sengupta, S., & Sahay, A. (2017). Social entrepreneurship research in Asia-Pacific: 
perspectives and opportunities. Social Enterprise Journal, 13(1), 17–37. 



 
International Journal of Business, Law, and Education 

Volume 4, Number 2, 2023 

 

924 
 

Shafeek, H. (2016). The impact of human resources management practices in 
SMEs. Annals of the Faculty of Engineering Hunedoara, 14(4), 91. 

Shapero, A., & Sokol, L. (1982). The social dimensions of entrepreneurship. … 
Research Reference in Entrepreneurship. 
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=1497759 

Suriyankietkaew, S., Krittayaruangroj, K., & Iamsawan, N. (2022). Sustainable 
Leadership practices and competencies of SMEs for sustainability and 
resilience: A community-based social enterprise study. In Sustainability. 
mdpi.com. https://www.mdpi.com/2071-1050/14/10/5762 

Sutanto, E. M., & Kurniawan, M. (2016). The impact of recruitment, employee 
retention and labor relations to employee performance on batik industry in 
Solo City, Indonesia. International Journal of Business and Society, 17(2), 
375–390. 

Tabasum, S., & Shaikh, A. R. (2022). Impact of employee engagement on employee 
performance with mediating effect of employee retention. International Journal 
of Social Science & Entrepreneurship, 2(2), 1–20. 

Tabatabaei, S. A. N., Omran, E. S., Hashemi, S., & Sedaghat, M. (2017). Presenting 
sustainable HRM model based on balanced scorecard in knowledge-based 
ICT companies (the case of Iran). Economics & Sociology, 10(2), 107. 

Tabuena, A. C., Necio, S. M. L., Macaspac, K. K., Bernardo, M. P. E., Domingo, D. 
I., & De Leon, P. D. M. (2022). A Literature Review on Digital Marketing 
Strategies and Its Impact on Online Business Sellers During the COVID-19 
Crisis. Asian Journal of Management, Entrepreneurship and Social Science, 
2(01), 141–153. 

Tria Wahyuningtihas, E., Giri Sucahyo, Y., & Gandhi, A. (2021). Driving Factors for 
MSMEs in Indonesia to Adopt Information Technology on Culinary. 
Proceedings of the 5th International Conference on E-Commerce, E-Business 
and E-Government, 79–84. 

Troise, C., Dana, L. P., Tani, M., & Lee, K. Y. (2022). Social media and 
entrepreneurship: exploring the impact of social media use of start-ups on 
their entrepreneurial orientation and opportunities. Journal of Small Business 
and Enterprise Development, 29(1), 47–73. 

von der Weppen, J., & Cochrane, J. (2012). Social enterprises in tourism: An 
exploratory study of operational models and success factors. Journal of 
Sustainable Tourism, 20(3), 497–511. 

Wardhani, R. A., Arkeman, Y., & Ermawati, W. J. (2023). The Impact of Quick 
Response Adoption of Payment Code on MSMEs’ Financial Performance in 
Indonesia. International Journal of Social Service and Research, 3(3), 869–
878. https://doi.org/https://doi.org/10.46799/ijssr.v3i3.294 

Winasis, S., Riyanto, S., & Ariyanto, E. (2020). Digital transformation in the 
indonesian banking industry: Impact on employee engagement. International 
Journal of Innovation, Creativity and Change, 12(4), 528–543. 

Yong, J. Y., Yusliza, M., Ramayah, T., Chiappetta Jabbour, C. J., Sehnem, S., & 
Mani, V. (2020). Pathways towards sustainability in manufacturing 
organizations: Empirical evidence on the role of green human resource 
management. Business Strategy and the Environment, 29(1), 212–228. 

Yuliarmi, N., Martini Dewi, N., Rustariyuni, S., Marhaeni, A., & Andika, G. (2021). 
The effects of social capital and human resources on financing and SMEs 



 
International Journal of Business, Law, and Education 

Volume 4, Number 2, 2023 

 

925 
 

performance. International Journal of Human Capital in Urban Management, 
6(1), 29–44. 

Yuswardi, Y., & Suryanto, S. (2021). Impact of Compensation, Career Development, 
Performance Appraisal and Training on Performance of Employees in Batam. 
Journal of Global Business and Management Review, 3(2), 61–68. 

Zhao, W., & Huang, L. (2022). The impact of green transformational leadership, 
green HRM, green innovation and organizational support on the sustainable 
business performance: Evidence from China. Economic Research-
Ekonomska Istraživanja, 35(1), 6121–6141. 

Zid, M., Alkhudri, A. T., Casmana, A. R., Marini, A., & Wahyudi, A. (2020). Ex 
migrant workers of international women and social entrepreneurship: study at 
kenanga village in Indramayu Regency in West Java Province in Indonesia. 
International Journal of Advanced Science and Technology, 29(06), 1855–
1861. 

 
 
 


