
 Enrichment: Journal of Management, 12 (6) (2023) 
   

 

Journal homepage: www.enrichment.iocspublisher.org 

Published by: Instiute of Computer Science (IOCS) 
 

Enrichment: Journal of Management 
 

Journal homepage: www.enrichment.iocspublisher.org 

Factors affecting environmental performance in The Ectourism 
Industry in Bali Indonesia 

 
I Made Darsana1, Francisca Titing Koerniawaty² 

1,2 Prodi Magister Terapan Perencanaan Dan Pengembangan Pariwisata, Denpasar Institute of Tourism and 
International Business, Indonesia 

ARTICLEINFO  ABSTRACT 

Article history: 

Received Jan 20, 2023 
Revised Feb 12, 2023 

Accepted Feb 24, 2023 
 

 Environmental changes and global warming are also being felt in the 
tourism industry. The success of the tourism industry is highly 
dependent on the demand for tourism. International tourism is 
recognized as very vulnerable to crises or disasters. The main issues in 
this research are whether Green HRM is a predictor of environmental 
performance and whether the citizenship behavior of environmental 
organizations of employees acts as a mediator in the ecotourism 
industry in Bali, Indonesia. The purpose of this research is to find out 
the factors that affect environmental performance in the ecotourism 
industry in Bali, Indonesia. This type of research uses a quantitative 
approach with a cross sectional and non-experimental approach. The 
research design is also descriptive and explanatory in nature because it 
does not only focus on the current condition of green HRM but also 
explains the relationship between variables, namely Organizational 
Citizenship Behavior (Z) GHRM (X). The results of the study show that 
Green HRM is able to increase the OCB of employees in the Ecotourism 
Industry in Bali Indonesia. Green HRM has a positive and insignificant 
effect on Environmental Performance and Employee OCB has a positive 
and significant effect on Environmental Performance. Employee OCB is 
able to mediate the effect of Green HRM positively and significantly on 
environmental performance and the formation of environmental 
performance is more dominantly influenced by employee OCB. 
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INTRODUCTION 
Higher levels of competition, uncertain climate and global warming are major issues in the tourism 
industry today (Mishra, 2017: Hussain et al., 2019). Environmental changes and global warming are 
also being felt in the tourism industry. The success of the tourism industry depends heavily on 
tourism demand. International tourism is recognized as very vulnerable to crises or disasters (Ritchie 
and Jiang, 2019). Job seekers pay high attention to organizations that are environmentally conscious 
(Gully, Phillips, Castellano, Han, & Kim, 2013), which means that organizations that try to attract 
and recruit positions for employees who have good competence and that emphasize environmental 
sustainability. Studies conducted by Shafique UR (2020), explain that good GHRM can improve an 
organization's environmental performance. However, GHRM itself has developed over the last 
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thirty years and has always been a concern for job seekers because companies that implement GHRM 
will guarantee employees to be able to work well and comfortably (Renwick et al., 2016). 

Furthermore, Renwick et al., (2016) explained that the recruitment and selection processes in 
organizations that emphasize environmental sustainability reflect an increased influence of GHRM. 
In addition, because the need for environmental protection is growing. GHRM which is concerned 
with the environment will also affect training, management, and leadership development in 
organizations (Renwick et al., 2016). A recent study has shown that utilizing GHRM can help achieve 
environmental sustainability (Paille et al., 2020). The results of other studies explain that employee 
Organizational Citizenship Behavior (OCB) influences environmental performance). Although some 
research results indicate that GHRM may not be related to economic sustainability (Yusoff et al., 
2019). The relationship between GHRM and the performance of the environment needs to be 
reviewed again by including the OCB variable as a mediating variable (Nosheen A, 2020 ). Based on 
the description as described on the background of the problem and based on theoretical and 
empirical thinking, it can be proposed that the main issues in this study are whether Green HRM is 
a predictor of environmental performance and whether environmental organizational citizenship 
behavior of employees plays a role as a mediator in the ecotourism industry in Bali, Indonesia. 

RESEARCH METHOD 
The research design is also descriptive and explanatory in nature because it does not only focus on 
the current state of green HRM, but also explains the relationship between variables namely 
Organizational Citizenship Behavior (Z) GHRM (X) Organizational Environmental Performance (Y). 

This study was reviewed based on findings from previous studies. This study tries to present 
how the mediating variable plays a role in the relationship between the independent and dependent 
variables. The data is collected through a questionnaire. The questionnaire is used considering the 
focus of this research is the stakeholder's perspective on the condition of the research object. 
Questionnaires were distributed to respondents, namely tourists who visited the Tirta Empul-
Tampaksiring tourist attraction. This study used purposive sampling. The distribution of the 
questionnaire was carried out accidental, namely taking respondents who happened to be available 
or available somewhere according to the research context. The current research population is all 
employees at ecotourism destinations in Gianyar-Bali Regency with a total of 163 employees. A total 
of 163 questionnaires were distributed among ecotourism destination employees and 130 
questionnaires were returned. The Green HRM measure was adapted. In this measure, green 
recruitment & selection is measured by 5 items; Green Training & Development is measured by 5 
items; Green performance and ratings are measured by 5 items; Green rewards are measured by 3 
items; and employee empowerment and participation is measured by 5 items. OCB-E is measured 
by 10 items and adapted from Boiral and Paille (2012). 

Organizational environmental performance is measured by 5 items and adapted. The 
reliability was tested using Cronbach Alpha and composite reliability; meanwhile, validity was 
determined by testing convergent validity and different validity through confirmatory factor 
analysis (CFA). Details the data analysis used in this research is Partial Least Square (PLS) analysis 
with a calculation process assisted by the SmartPLS software application program. Analysis with 
PLS was used because the model used in this study was quite complicated and the respondents who 
were part of this study were less than 100 respondents/tourists who visited the Tirta Empul 
Tampaksiring Temple to provide services to tourists. 

RESULTS AND DISCUSSIONS 
Based on the results of data collection on 130 respondents, then data analysis was carried out 
including a description of the characteristics of the respondents, a description of the score of the 
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respondents' answers and an analysis of the influence using PLS software. Analysis of the PLS output 
includes evaluating the Outer model and evaluating the inner model. 

Characteristics of Respondents 
This study also briefly describes the characteristics of the respondents in the study area, which 

include: (1) gender; (2) education; and (3) age. Based on the tabulation of data collection results with 
a questionnaire, where the characteristics of the respondents based on gender are presented in Table 
1 below: 

Table 1. Characteristics of Respondents Based on Gender 

No Gender 
frequency 

(People) (%) 

1. Male 78 60.0 
2. Female 52 40.0 

 amount 130 100.00 

In Table 1 it can be seen that the respondents were male, namely 78 people or 60.0 percent, 
while female sex 52 people or 40.0 percent. That is the gender of the respondents is dominated by 
men. This means that employees who carry out activities in the tourist destination of Gianyar are 
dominated by men. 

Based on the tabulation of data collection results with a questionnaire, as related to the 
characteristics of the respondent's educational level are presented in Table 2 below: 

Table 2. Characteristics of Respondents Based on Education Level 

No 
Level 

Education 

Frequency 

(person) (%) 

1. SENIOR HIGH SCHOOL 24 18.5 
2. Diploma 20 15,4 
3. S1 86 66,1 

 Amount 105 100.00 

Table 2 clearly shows that most of the respondents' education level is Bachelor (S1), namely 
86 people or 66.1 percent. Followed by high school level of education, namely a number of 24 people 
or 18.5 percent. Furthermore, the level of Diploma education is 20 people or 15.4 percent. Thus it can 
be concluded that the educational level of employees who work in Gianyar tourist destinations 
mostly have undergraduate education. 

Furthermore, based on the tabulation of data collection results with a questionnaire, as related 
to the age characteristics of the respondents shown in Table 3 below: 

Table 3. Characteristics of Respondents by Age 

No 
Age 
(year) 

Frequency 

(person) (%) 

1. 18-26 27 20,8 
2. 27 - 44 64 49,2 
3. 45 – 64 39 30.0 

 Amount 105 100.00 

In Table 3 the figure shows that most of the respondents are aged between 27 and 44 years, 
namely 64 years (49.2%). In the second place are respondents aged 45 to 64 years or 39 (30.0%). In 
third place respondents were aged 18 to 26, namely 27 people (20.8%). Therefore, it can be said that 
most of the workers working in the Gianyar tourist center are elderly people. To find out 
respondents' perceptions of each research variable, respondents' perceptions of green HRM latent 
variables, respondents' perceptions of OCB Employee variables and perceptions of "the environment 
around differences in performance". 

 



        ISSN 2087-6327 (Print)|2721-7787 (Online) 

Enrichment, Vol.12, No. 6, February 2023: pp 4927-4934 

4930 

Respondents' Perceptions of GREEN HRM Latent Variables 
To find out how respondents felt the potential for green HRM changes in the study 

environment, we collected data by giving several statements to respondents. Respondents' responses 
are displayed in a frequency table, like the table below. 

Table 4. Respondents' Perceptions of Green HRM Variables 

Dimension Indicator Frequency of Answers Average Indicator Average Dimension Variable Mean 
Dimensions Indicator Answer Frequency Indicator 

Revision 
Dimensional 
Average 

Variable 
Average 1 2 3 4 5 

Green 
Recruitment and 
Selection 

x1.1.1 0 0 3 72 55 4,40 

4,4 7 

4,40 

x1.1.2 0 0 0 67 63 4.48 
x1.1.3 0 0 0 63 67 4.52 
x1.1.4 0 0 0 65 65 4.50 

Green Training 
and Development 

x1.2.1 0 0 2 68 60 4.45 

4,4 2 
x1.2.2 0 0 5 60 65 4.46 
x1.2.3 0 0 5 65 60 4,42 
x1.2.4 0 0 2 79 49 4.36 

Green 
Compensation 

x1.3.1 0 1 2 68 59 4,42 

4.36 
x1.3.2 0 1 8 74 47 4,28 
x1.3.3 0 1 2 74 53 4.38 
x1.3.4 0 1 5 72 52 4.35 

Green 
Performance 
Appraisal 

x1.4.1 0 1 6 63 60 4,40 

4,34 

x1.4.2 0 1 13 57 59 4,34 
x1.4.3 0 1 0 65 64 4.48 
x1.4.4 0 1 1 75 53 4.38 
x1.4.5 4 1 23 67 35 3.98 
x1.4.6 0 1 1 78 50 4.46 

The data in Table 4 shows respondents' perceptions of each dimension and the latent variable 
Green HRM on average tends to be high with an average score above 4.00 on a scale of 5. Especially 
for the Green HRM variable it has an average score of 4.40. This means that Green HRM in realizing 
OCB Employee and employee performance gets high appreciation. The highest average score among 
the four Green HRM dimensions is on the green recruitment and selection dimension with an 
average score of 4.47 on a scale of five. Respondents perceive that green recruitment and selection is 
very good. Furthermore, the average scores of the dimensions of green training and development, 
green compensation, and green performance appraisal are 4.42, 4.36, and 4.34 respectively. The green 
recruitment and selection dimension is seen as the most important dimension for Green HRM 
compared to the other three dimensions. 

Respondents' Perceptions of Employee Performance Latent Variables 
In order to find out how the respondents perceive the employee performance latent variable at the 

research location, data is collected by giving a number of statements to the respondents. 
Respondents' answers are then presented in a perceptual frequency table like the following table. 

Table 5. Respondents' Perceptions of Employee Performance Variables 

Dimensions Indicator Answer Frequency Indicator 
Revision 

Dimensional 
Average 

Variable 
Average 1 2 3 4 5 

Regulatory 
Demands 

y2.1.1 0 0 1 66 63 4.48 
4,33 

4,40 

y2.1.2 0 0 3 75 52 4.38 
y2.1.3 0 0 15 80 35 4,15 

Cost Factor 
y2.2.1 0 0 3 79 48 4.35 

4.36 
y2.2.2 0 0 5 72 53 4.37 

Stakeholder 
Forces 

y2.3.1 0 0 1 68 61 4.46 
4.48 

y2.3.2 0 0 1 64 65 4.49 
y2.4.1 0 0 1 66 63 4.48 4,42 
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Competitive 
Requirements 

y2.4.2 0 0 7 69 54 4.36 

Data in Table 6 shows that respondents' perceptions of each dimension and the latent variable 
Employee Performance tend to be high on average with an average score above 4.00 on a scale of 5. 
Especially for the Employee Performance variable, it has an average score of 4.40. This means that 
Employee Performance gets high appreciation . The highest average score among the four 
dimensions of Employee Performance is in the Stakeholder Forces dimension with an average score 
of 4.48 on a scale of five. Respondents perceive Stakeholder Forces very well. Furthermore, the 
average score of the Regulatory Demand, Competitive Requirements, and Cost Factor dimensions is 
4.43, 4.43, and 4.36 respectively. The Stakeholder Forces dimension is seen as the most important 
dimension for Employee Performance compared to the other three dimensions. 

Outer Model Evaluation (Measurement Model). 
External standardized tests were used for each measurement of each of the studied variables. 

Evaluation of the external model includes two tests, namely the validity test and reliability test. The 
tests used include (1) factor loading test, (2) Fornell-Larcker test, and (3) cross-sectional test. 
Reliability assessment according to Cooper and Schindler (2006) can be assessed by looking at the 
value of Cronbach's Alpha, rho_A, Composite Reliability and Average Variance Extracted (AVE). 
 
Validity test 

Construct validity refers to the degree of agreement of the measure used with the theory used 
to define the construct. One way to measure effectiveness is to measure the strength of the 
relationship between the environment and its components. Construct validity is achieved when 
there is a strong relationship between the construct and the problem and a weak relationship with 
other variables. 

In this study there are 3 variables including the Green HRM variable (X1) with 4 dimensions 
namely Green Recruitment and Selection (X1.1), Green Training and Development (X1.2), Green 
Compentation (X1.3), and Green Performance Appreciation ( X1.4). OCB Employee variable (Y1) 
with 5 dimensions namely Litruism (Y1.1), Courtesy (Y1.2), Sportsmanship (Y1.3), Civic Vertua 
(Y1.4), and Concientiousness (Y1.5). Environmental Performance variable (Y2) with 4 dimensions, 
namely Regulatory Demand (Y2.1), Cost Factor (Y2.2), Stakeholder Forces (Y2.3), and Competitive 
Requirements (Y2.4) is a second order construct.  

Table 6. Specific Indirect Effects With OCB Employee As Mediation Variable 
Original Sample, T-Values, P-Values 

  
Original 

Sample (O) 
T Statistics 

(|O/STDEV|) 
P Values 

X1 -> Y1 -> Y2 0.486 2,837 0.002 

Based on the data in Table 7 , it is possible to test the formulation of hypothesis 4 : Green 
HRM Has a Positive and Significant Influence on Environmental Performance with OCB 
Employee Work as a Mediating Variable 

The hypothesis that states a positive effect is denoted by i > 0, thus a one-sided test will be 

carried out, namely the right side. Ha is accepted or H 0 is rejected if t count > critical t and P < . Referring 

to the t-table of Hubert M Blalock (1985: 603) at the error rate ( ) = 5% for a one-tailed test, the 
coefficient t table or critical t = 1.658 is obtained. 

Data in Table 7 for the effect of Green HRM on Environmental Performance through OCB 

Employee (X 1 →Y 1 →Y 2 ) shows path coefficients ( ) = 0.486, T statistics = 2.837 and P value = 0.002. The 

magnitude of T statistics = 2.837 > critical t = 1.658 and P value = 0.002 < = 0.050 thus statistically at α = 5%, 
Ho is rejected or Ha is accepted. That is, the hypothesis states that Green HRM has a positive and 
significant effect on Environmental Performance with OCB Employee work as a mediating variable 
is proven true. The role of OCB Employee as a mediation has a significant positive effect on the 
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influence of Green HRM on Environmental Performance . In other words, OCB Employee is able to 
mediate the indirect effect of Green HRM on Environmental Performance.  
 
Effect size testing 

Gravetter and Wallnau (2004), when researchers report a statistically significant effect, they 
need to also report the effect size.  To see the effect of each exogenous latent construct on its 
endogenous variables, an effect size evaluation (f 2 ) can be used. Effect size is defined as the strength of 
the relationship or influence between the independent variables and the dependent variable. Table 
8 below shows the effect size coefficient of each relationship of exogenous variables to endogenous 
variables. The effect size based on three criteria, namely 0.02 - 0.14 (small), 0.15 - 0.35 (medium), and 
> 0.35 (large). 

Table 7. Coefficient effect size ( f-square) 

Relations Between Constructs f Square 
Category 

Effect 
Green HRM →OCB Employee (X 1 →Y 1 ) 4,595 Big 
Green HRM→ Environmental Performance (X1 →Y 2 ) 0.539 Big 

OCB Employee→ Environmental Performance (Y 1 →Y 2 ) 0.755 Big 

Table 8 shows the largest effect size coefficient on OCB Employee is by the big Green HRM 
(4,595). Against the Environment Perfomance, it looks the largest effect size coefficient is owned by the 
OCB Employee variable (0.755), then followed by the Green HRM variable of 0.539. Thus it can be 
stated that Environment Performance dominantly influenced by OCB Employee. Based on the effect 
size dominant on Environmental Performance it can be stated that the presence of OCB Employees 
is very meaningful in the formation of Environmental Performance, while Green HRM is a supporter 

in the formation of OCB Employees. 

CONCLUSION 
The results of this study indicate that Green HRM is able to increase employee OCB in the 
Ecotourism Industry in Bali Indonesia. Furthermore, it can also be explained that Green HRM has a 
positive and not significant effect on Environment Performance and OCB Employee has a positive 
and significant effect on Environment Performance. Furthermore, the results of this study also 
explain that OCB employees are able to mediate positively and significantly influence Green HRM 
on environmental performance and the formation of environmental performance is more 
dominantly influenced by OCB employees. This research model can be used as a reference in creating 
an increase in OCB employees and an increase in environmental performance in the ecotourism 
industry in Gianyar Bali. In an effort to improve environmental performance, more improvements 
or guidance should be made to create an OCB employee. 
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