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Abstract: 

This research is motivated by environmental performance. The aim of this study is to determine the influence of the relationship 
between green competence building, green employee involvement, and green work-life balance on environmental 
performance, mediated by the green organizational culture of the Head of Study Program at PGRI Higher Education Institutions 
in East Java. The grand theory of this research is the AMO theory (Ability, Motivation, Opportunity). The sampling technique 
uses a saturated or census sample. The sample in this study consists of 185 respondents, the Head of Study Program at PGRI 
Higher Education Institutions in East Java, through a self-administered survey. The research instrument uses a questionnaire 
and is analyzed using SEM analysis, employing the Warp PLS Version 7.0 analysis tool to analyze the outer model, inner 
model, and hypothesis testing using p-value. The results show a significant direct influence of green competence building and 
green employee involvement on green organizational culture. Subsequently, green organizational culture significantly 
influences environmental performance. The relationship with green work-life balance does not significantly affect green 
organizational culture.  

This research indicates that there is an intervening variable effect, namely green organizational culture, on the 
relationship between green competence building, green employee involvement, and environmental performance. However, 
green organizational culture cannot act as an intervening variable in the relationship between green work-life balance and 
environmental performance. This study demonstrates that the practices of green competence building, green employee 
involvement, and green organizational culture play a crucial role in the implementation of environmental policies to promote 
environmental performance at PGRI Higher Education Institutions in East Java. 

Keywords: green competence building; green employee involvement; green work life balance; green organizational culture; 
environmental performance. 
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Introduction 

Globally, researchers, along with environmental policymakers, agree that the causes of environmental degradation, 
including resource deficits, rising pollution, and biodiversity loss, are fundamentally linked to human behavior (Hui, 
Chan, and Pun 2001). In response, many organizations implement an Environmental Management System (EMS) 
to ensure that their daily operations do not have adverse effects. Therefore, it is essential to comprehend how 
employee behavior is influenced to minimize the negative environmental impact of organizational activities. 

According to Nogueira et al.(2013), employee work performance is a function (f) of the interaction between 
ability (A) and motivation (M), expressed as work performance = (A x M). Inadequacies negatively affect work 
performance. Robbins additionally proposed incorporating an opportunity factor, modifying the equation to work 
performance = f (A x M x O). As indicated by Wijoyo & Mashuri (2020), the fundamental assumption of the AMO 
theory is that an employee's performance is determined by a function of ability, motivation, and existing 
opportunities. 

According to Muisyo & Qin (2021), culture is an internal element of the organization. Green Organizational 
Culture (GOC) ensures that organizational activities are pro-environmental and support the natural environment 
through a collection of artifacts, assumptions, and values reflecting the company's commitment to environmentally 
friendly or sustainable operations (Aggarwal and Agarwala 2021). From a GOC perspective, it is insufficient to 
merely prevent pollution and produce environmentally friendly products. Companies must actively think, seek, and 
act in a green manner (Muisyo & Qin 2021). 

Research conducted by Saadatian et al. (2009), based in one of the universities in Malaysia, asserts that 
responsibility for shared environmental sustainability involves adopting green practices on university campuses. 
Several comprehensive studies are underway in national higher education institutions, highlighting the current state 
of potential efforts. Rayner & Morgan (2018) state that while universities have relatively lower pollution emissions 
than the corporate sector, they bear significant responsibility for environmental awareness, research, and education 
of current and future generations about the importance of pro-environmental behavior. Additionally, the need for 
environmental sustainability in the campus environment has gained attention because activities and operations 
have direct or indirect impacts on the environment. Examples include material consumption, waste generation, 
circulation of people, excessive vehicles in the campus environment, and electricity use (Alshuwaikhat and 
Abubakar 2008). 

Increasing environmental pressures, coupled with rising costs of resource consumption, have prompted 
universities to advocate for pro-environmental behavior and sustainable resource use, aligning with the views of 
(Mtutu and Thondhlana 2016). Recognizing their environmental responsibilities, more universities are integrating 
environmental management aspects into their policies, educational curricula, research projects, building design, 
technology, and other campus activities (Mikulik and Babina 2009). However, progress toward environmental 
sustainability remains slow (Watson et al. 2013). 

According to Watson et al. (2013), most university leaders and faculty members globally are unaware of the 
concept of sustainable development and its application in universities. There has been little effort to incorporate 
sustainability principles into courses, research, and outreach programs. Watson et al. (2013) highlighted key 
stakeholders in universities, including academic directors, professors, and students. Ideally, sustainable 
development concepts should be included in the policies, processes, and learning of all these stakeholder 
members. In practice, this is almost impossible in the early stages of integrating environmental sustainability into 
the university system. 

In the literature on campus environments, some researchers focus on top-down management 
transformation, while others emphasize bottom-up student-led green initiatives. However, in this case, the 
consideration of mid-level participants in the institution, such as directors of degree programs and their role in 
campus sustainability, is overlooked. Brinkhurst et al. (2011) stated that the joint commitment of the academic 
community involvement in higher education is an important factor for institutionalizing environmental sustainability 
practices. Environmental sustainability in higher education institutions requires adjustments in joint teaching 
courses and is highly dependent on the ability of Study Program Heads and their willingness to support these 
initiatives (Alfikalia, Haryanto, and Widyaningsih 2022). The role of the head of the study program is crucial to the 
process of developing campus sustainability, based on knowledge, technical skills, and direct relationships with 
superiors (managers) and subordinates (students). The head of the study program has a potentially impactful but 
often unrecognized role in sustainability. There is a need to support and encourage pro-environmental behaviors 
of course leaders to achieve lasting progress towards campus environmental performance (Brinkhurst et al. 2011). 
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1. Literature Review  

1.1.  Ability-Motivation-Opportunity (AMO) Grand Theory 

Robbins (2001) argues that employee performance is symbolized as a function (f) of the relationship between ability 
(A) and motivation (M), so that, in a formula, work performance = (A x M). If anyone has a value below the standard, 
it will negatively affect the work performance itself. Then, Robbins (2001) suggests adding the opportunity factor 
(O) so that the equation becomes: work performance = f (A x M x O).  

In line with Robbins's (2001) suggestion of adding the opportunity (O) factor in work performance, research 
by Mia et al., (2022) states that the Ability, Motivation, and Opportunity (AMO) Theory, originally proposed by 
Malinski et al. (1993) and developed by Boxall & MacKy (2009), has become a generally accepted framework for 
explaining how Human Resources (HR) policies can work and impact performance. It is very helpful in deciding 
which HR policies should be developed and implemented. According to research conducted by Boxall & Macky 
(2009), most studies on high-performance work practices use the AMO (Ability, Motivation, Opportunities) 
framework, either explicitly or implicitly. The model proposes that Human Resource (HR) practices contribute to 
improved employee performance by developing employees' abilities and skills to do their jobs, increasing 
employees' work motivation, and providing opportunities for employees to fully utilize their skills and be motivated. 

1.2.  Green Competence Building 

According to Waqass (2021), green competence building is the set of skills needed to adapt products, services, 
and processes to climate change and related environmental and regulatory requirements. This type of competence 
is crucial for all sectors and at all levels within the workforce. Green skills will be required across various sectors 
and at all workforce levels.  

As described by Anwar et al. (2020), green competence is the ability of individuals to interact with their 
immediate environment in a constructive way that reflects extraordinary enthusiasm. Research and development 
(R&D) along with green knowledge sharing, as emphasized by Borsanyi et al. (2021), are crucial for innovation 
within companies. Organizations utilize these technologies to create new products and processes, as well as 
enhance existing ones, thereby improving organizational performance economically, environmentally, and socially. 
According to Li et al. (2013), indicators of green competence building encompass green knowledge, green skills, 
green abilities, green attitudes, green behavior, and green awareness. The following are specific indicators of green 
competence building: 

▪ Green knowledge: This involves understanding environmentally protective practices that individuals 
possess, influencing the decision-making process. 

▪ Green skills: These are abilities possessed by individuals or employees pertaining to a job that 
contributes to environmental protection. 

▪ Green abilities: This refers to the competence and attitude of employees in performing their work properly 
to ensure environmental sustainability in the workplace. 

▪ Green attitude: It involves efforts to increase environmental awareness, manifested through important 
actions and attitudes, enabling individuals to contribute to environmental protection by choosing products 
that do not harm the environment. 

▪ Green behavior: This represents efforts to choose green products over non-green ones, assuming they 
possess the same quality. This activity serves as an alternative solution to address environmental 
problems. 

▪ Green awareness: This is the environmental value that employees prioritize, actively increasing their 
environmental knowledge in the operational processes of their work. 

1.3. Green Employee Involvement 

According to Lanatri Danirmala (2022), employee green involvement is defined as an opportunity for employees to 
engage in learning environmentally friendly strategies. These strategies aim to prevent current environmental 
problems. Further, it is suggested that the more employees are involved in activities to prevent environmental 
problems, the more aware they become of their commitment to protecting the environment. As stated by Putra 
(2015), higher employee interest in participating in such activities directly contributes to the development of 
environmental management. This employee involvement has a positive impact on both the workplace and the 
surrounding environment.  
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The participation of employees can also contribute to improving the current environment. From the results 
of the previous explanation, it can be concluded that employee green involvement is an environmentally friendly 
action that encourages employees to participate in maintaining the sustainability of the surrounding environment 
and fosters personal awareness in saving the world. According to Mahn & Poblete (2023), the implementation of 
environmentally friendly human resource management practices in the workplace can extend the impact on a 
person's personal life, stimulating them to adopt environmentally friendly living behaviors and reinforcing these 
behaviors. According to Eva et al. (2023), several indicators are related to employee green involvement, including: 

▪ Environmentally friendly paper printing and recycling which involves the processing and reusing or 
recycling of paper from unused sources, creating high-value paper with economic and ecological 
benefits. 

▪ Environmentally friendly social responsibility which signifies a commitment to building environmental 
awareness in the organization to enhance the quality of life and the environment, benefiting both the 
organization and the local community. 

▪ Environmental education and training which refers to an ongoing environmental training program aimed 
at improving the abilities of human resources with awareness in protecting the environment. 

▪ Eco-teams which are an important way to increase employee engagement in efforts to actively 
participate in maintaining the sustainability of the work environment and encouraging others to practice 
eco-awareness. 

1.4. Green Work Life Balance 

The definition of green work-life balance at work implies that an employee must be able to balance time spent at 
work with time before and after work. According to (Akpa et al. 2022), green work-life balance is a person's ability 
to balance the demands of work and personal needs, including those related to their family. Consistent with the 
theory mentioned, green work-life balance is defined as an individual's ability to fulfill work commitments along with 
family and other non-work commitments Sandiford & Green (2021). Work-Life Balance is a broad concept involving 
work priorities (career and ambitions) and life aspects (happiness, leisure, family, and spiritual development). 

Abdulai Sawaneh & Kanko Kamara (2019) provide a more specific explanation of green work-life balance 
as the effective management of work alongside other essential activities such as family, community activities, 
volunteer work, self-development, travel, and recreation. Indicators to measure green work-life balance, according 
to Johnson et al. (2013), include: 

▪ Time balance: the amount of time individuals can allocate to both their work and activities outside of 
work. 

▪ Involvement balance: the quantity and level of psychological involvement a person has with their 
commitments in both work and activities outside of work. 

▪ Satisfaction balance: the level of satisfaction a person experiences with their work activities and activities 
outside of work. 

1.5. Green Organizational Culture 

The definition of green organizational culture can be proposed as an integration of basic assumptions with the 
understanding that the organization must go beyond considerations of mutual benefit to adopt a broader perspective 
on itself and the sustainable development of the social environment, along with nature. According to Yodsuban et 
al. (2023), green organizational culture is broadly outlined as the extent to which the assumptions, values, symbols, 
and artifacts of the organization reflect the desire and need to operate in an environmentally sustainable manner. 
Green organizational culture is a set of shared beliefs, values, perspectives, norms, and practices that guide 
organizational members to behave responsibly toward the external environment during economic business 
processes (Fodor et al. 2021). This involves the environment and humans, making it necessary to cultivate a green 
culture because it promotes ecological development and sustainable economic growth based on politics, science, 
and aesthetics. According to Tahir et al. (2019), the indicators of green organizational culture consist of: 

▪ Environmental problems are natural occurrences, events that happen as part of natural processes. 
These natural processes occur without causing significant consequences for the environmental system 
itself and can naturally recover later (homeostasis). However, environmental problems can no longer be 
considered solely natural because humans play a very significant role as a causal factor for 
environmental events. 

  



Journal of Environmental Management and Tourism 

▪ Environmental improvement by the organization is persistent, consistent, and regular, involving all 
elements of the organization at different levels. This is done as a means to reduce the level of waste and 
diversity, facilitating business processes, improving quality, and enhancing organizational performance. 
The goal is to create a safe environment that fosters innovation, increases creativity, and achieves 
excellence in competition. 

▪ Environmental awareness is expressed as the awareness felt by consumers that consuming green 
products contributes positively to the environment. 

1.6. Environmental Performance 

According to Sturge et al. (2021), environmental performance can be interpreted as forces that influence, either 
directly or indirectly, the performance of organizations and companies. It can be concluded that environmental 
performance is a work process in which the environment interacts with each other according to a certain pattern, 
with each having characteristics and certain values regarding the organization that will not be separated from the 
environment in which the organization is located, along with its people.  

Another understanding of environmental performance is expressed by Todd & Todd (2021), which defines 
the overall achievement of the company in managing environmental problems as a result of the implementation of 
the company's operational activities. According to Seebens et al., (2018), environmental performance is the 
company's efforts to create a good environment and carry out joint activities using materials that do not damage 
the environment. According to Teerawattana & Yang (2019), nine indicators in environmental performance are 
proposed. These indicators can be considered in the development of sustainable business, which is briefly 
described as: 

1. Gaining a deeper comprehension of sustainability involves incorporating simple practices such as using 
containers, recycling, and printing on both sides of paper into all office activities. 

2. Employees play a significant role in a sustainable strategy, with companies having the opportunity to engage 
them by assigning tasks like crafting and displaying the company's environmental vision. Empowering 
workers with clear goals and strategies can capitalize on their knowledge and commitment to the company. 

3. Establishing ongoing two-way communication ensures that the company effectively communicates its 
sustainable strategies to stakeholders while also understanding and meeting public expectations. 

4. Recognizing that the company's impact extends beyond the office necessitates a comprehensive 
understanding of the product life cycle, from design and materials to production, sales, consumer use, and 
post-use treatment, including recycling and repurposing. 

5. A commitment to sustainability involves getting to know and visiting all suppliers, emphasizing the 
importance of understanding the entire supply chain to develop a more sustainable business. 

6. Embracing sustainability requires collaboration not only within the company but also with competitors, other 
industries, NGOs, and the government. Transparency is increasingly essential, and businesses must 
operate openly to meet the growing demand for sustainability. 

7. The business case for sustainability encompasses a broad spectrum of strategies, starting from employees 
and customers to suppliers. This continuous process of development and expansion is crucial for sustained 
success. 

8. Recruiting new employees with a shared concern for sustainability, in addition to strong business knowledge, 
is a key step in making the company more sustainable. 

9. Finding joy in sustainability involves innovating in line with the company's sustainability goals. This approach 
fosters a culture of happiness, encouraging creativity, innovation, and a willingness to experiment without 
fear. 

2. Research Hypothesis Development 

Based on the conceptual framework picture, the hypotheses used in this study are as follows: 

H1: Green Competence Building affects the Green Organizational Culture of the Head of the PGRI Higher 
Education Study Program in East Java. 

H2: Green Employee Involvement affects the Green Organizational Culture of the Head of the PGRI Higher 
Education Study Program in East Java. 

H3: Green Work Life Balance affects the Green Organizational Culture of the Head of the PGRI Higher Education 
Study Program in East Java. 
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H4: Green Organizational Culture affects the Environmental Performance of the Head of the PGRI Higher Education 
Study Program in East Java. 

H5: Green Competence Building has a significant effect on Environmental Performance mediated by Green 
Organizational Culture of the Head of the PGRI Higher Education Study Program in East Java. 

H6: Green Employee Involvement has a significant effect on Environmental Performance, which is mediated by 
Green Organizational Culture of the Head of the PGRI Higher Education Study Program in East Java. 

H7: Green Work Life Balance has a significant effect on Environmental Performance, which is mediated by Green 
Organizational Culture of the Head of the PGRI Higher Education Study Program in East Java. 

Figure 1. Conceptual framework 

3. Research Methodology  

This study employs three independent variables: Green Competence Building, Green Employee Involvement, and 
Green Work Life Balance. Additionally, it includes one mediating variable, Green Organizational Culture, and one 
dependent variable, Environmental Performance.  

The measurement of Green Competence Building is based on the research by Li et al. (2013), comprising 
6 indicators. Green Employee Involvement is measured according to the research of Eva et al. (2023), 
encompassing 4 indicators. Green Work Life Balance is measured using the research of Johnson et al. (2013), 
which includes 3 indicators. The measurement of Green Organizational Culture adopts the research by Tahir et al. 
(2019), consisting of 3 indicators. Finally, the measurement of Environmental Performance is based on 
Teerawattana & Yang (2019), comprising 9 indicators. All indicator items are rated on a 5-point Likert scale, ranging 
from 1 (strongly disagree) to 5 (strongly agree). 

The sampling technique utilizes a saturated sample or census, encompassing all Heads of PGRI Higher 
Education Study Programs in East Java, totaling 185 individuals. Data collection methods include questionnaires, 
interviews, and literature from various sources. The data analysis method employed is SEM PLS, utilizing the Warp 
PLS 7.0 tool, and testing involves the outer model, inner model, and hypothesis testing using P-Value. 

The Head of the PGRI Higher Education Study Program in East Java is described as follows: there are 185 
respondents, comprising 107 men and 78 women. The majority of respondents are above 50 years of age, with 4 
respondents, and those aged 20-30 years. The highest level of education among respondents is at the S2 level, 
with 149 respondents, while S3 has 36 respondents, and S1 has 0 respondents. Based on length of service, the 
majority have a working period of 21-30 years (80 respondents), followed by 11-20 years (44 respondents) and 0-
10 years (9 respondents). 

2. Research Results 

This study utilizes the Partial Least Squares (PLS) approach to path modeling for estimating measurement and 
structural parameters within the Structural Equation Model (SEM) (Chin 1998). 
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2.1. Outer Model 

In PLS, a procedure similar to the method of Kleijnen et al. (2007) is employed to assess the psychometric 
properties of the measurement instruments, using reflective indicators for all research constructs. An initial null 
model, devoid of structural relationships, is estimated. Reliability is then evaluated using Composite Scale Reliability 
(CR) and Average Variance Extracted (AVE) (Fornell dan Larcker 1981), or Cronbach's Alpha (Malhotra et al., 
1996). The criteria for CR are met if the value exceeds the cutoff of 0.700, and for AVE, the criterion is a value 
surpassing the cutoff of 0.500 (Fornell and Larcker, 1981).  

Meanwhile, the criterion for meeting Cronbach's Alpha is exceeding the cutoff value of 0.600 (Malhotra, 
Agarwal, and Peterson 1996). Convergent validity is evaluated by examining standardized loadings on each 
construct (Chin 1998), with the criterion for fulfillment being standardized loadings exceeding 0.500. From Table 1, 
it is evident that all measures exhibit standardized loadings surpassing 0.500, implying that all variables meet the 
requirements of convergent validity. 

The subsequent step involves assessing discriminant validity. Following the guidelines of Fornell and 
Larcker (1981), the AVE for each construct should be greater than the squared latent factor correlation between 
pairs of constructs, confirming satisfactory validity for all constructs. Table 1 illustrates that for all constructs, the 
CR value exceeds 0.700, Cronbach's Alpha value exceeds 0.600, and from Table 2, the AVE value surpasses 
0.500. Consequently, it can be affirmed that all constructs demonstrate satisfactory discriminant validity and fulfill 
the reliability requirements. 

Table 1. Validity and reliability measurement results 

Variable Indicator Outer Loadings Root Of AVE 
Composite 
Reliability 

Cronbach’s 
Alpha 

Green Competence Building 

GCB1 0.926 

0.933 0.976 0.970 

GCB2 0.932 

GCB3 0.925 

GCB4 0.945 

GCB5 0.926 

GCB6 0.942 

Green Employee Involvement 

GEI1 0.942 

0.935 0.965 0.952 
GEI2 0.944 

GEI3 0.909 

GEI4 0.944 

Green Work Life Balance 

GWB1 0.857 

0.876 0.908 0.848 GWB2 0.862 

GWB3 0.908 

Green Organizational Culture 

GOC1 0.928 

0.920 0.943 0.909 GOC2 0.908 

GOC3 0.924 

Environmental Performance 

EP1 0.776 

0.737 0.914 0.894 

EP2 0.788 

EP3 0.733 

EP4 0.762 

EP5 0.787 

EP6 0.724 

EP7 0.689 

EP8 0.731 

EP9 0.633 

Source: Data processed by WarpPLS 7.0, 2023 

From Table 1, the results of data processing show combined loadings, indicating that all factor loadings in 
measuring each research variable have values above 0.6 and are statistically significant (p < 0.001) or have a P 
value < 0.05, confirming the validity of all indicators. The processing of the root value of AVE reveals that for the 
four variables, the root value of AVE exceeds the correlation value between latent variables. Consequently, all 
indicators serving as construct measures for the four research variables demonstrate valid discriminant validity. 

Further analysis of the data processing involves examining the composite reliability coefficient and 
Cronbach's alpha coefficient. The test results indicate that all composite reliability values exceed 0.7, and all 
Cronbach's alpha values are greater than 0.6. Therefore, it can be concluded that the indicators for all variables 
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have met both composite reliability and internal consistency reliability criteria, demonstrating the acceptance of 
internal consistency reliability. 

2.2.  Inner Model 

The processing of model fit and quality indices reveals the results of three fit indicators: Average Path Coefficient 
(APC), Average R-Squared (ARS), and Average Variance Inflation Factor (AVIF). P-values for APC and ARS 
indicators are calculated through resampling estimation and Bonferroni-like correlation. The P-values for APC, 
ARS, and AARS are all below 0.05, signifying significance. The AVIF value of 1.785, an indicator of multicollinearity, 
is less than 3.3, indicating that the data is considered ideal. Similarly, the AFVIF value of 1.724, also indicating 
multicollinearity, is less than 2.087, reinforcing the ideal nature of the data. 

The Tenenhous Goodness of Fit (GoF) displays a value of 0.547, falling into the large category. Additionally, 
Sympson's Paradox Ratio (SPR) and R-Squared Contribution Ratio (RSCR) have a value of 0.997, categorizing 
them as good. The Statistical Suppression Ratio (SSR) and Nonlinear Bivariate Causality Direction Ratio 
(NLBCDR) have a value of 1, which is deemed acceptable. 

2.3. Hypothesis Test 

Table 2. P Values 

Direct Influences 
Path 

Coefficient 
P-value Conclusion 

Green Competence Building -> Green Organizational Culture  0.535 <0.001 Highly significant 

Green Employee Involvement  -> Green Organizational Culture 0.284 <0.001 Highly significant 

Green Work Life Balance -> Green Organizational Culture -0.016 0.412 Not Significant 

Green Organizational Culture -> Environmental Performance 0.422 <0.001 Highly significant 

Source: Data processed by WarpPLS 7.0 

Based on the hypothesis testing conducted on 185 respondents as outlined in Table 2, the following 
hypotheses can be deduced: 

H1: Green Competence Building has a significant effect on the Green Organizational Culture of the Head of the 
PGRI Higher Education Study Program in East Java. 

H2: Green Employee Involvement has a significant effect on the Green Organizational Culture of the Head of the 
PGRI Higher Education Study Program in East Java. 

H3: Green Work-Life Balance does not significantly affect the Green Organizational Culture of the Head of the 
PGRI Higher Education Study Program in East Java. 

H4: Green Organizational Culture has a significant effect on the Environmental Performance of the Head of the 
PGRI Higher Education Study Program in East Java. 

2.4. Mediation Test 

To identify mediation in the model, it can be determined by examining the P values of indirect effects for paths with 
two segments, where a P value ≤ 0.05 (Alpha 5%) indicates significance. 

Table 3. P values of indirect effects for paths with two segments 

Relationship between Variables 
P-Value Description 

Independent Variable Mediating Variable Dependent Variable 

Green Competence Building  Green Organizational Culture 
Environmental 
Performance 

<0.001 Mediation 

Green Employee Involvement  Green Organizational Culture 
Environmental 
Performance 

0.010 Mediation 

Green Work Life Balance Green Organizational Culture 
Environmental 
Performance 

0.447 Non-mediation 

Source: Data processed by WarpPLS 7.0 

Based on the P values of indirect effects for paths with two segments presented in Table 3, the following 
hypotheses can be inferred: 
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H5: Green Competence Building has a significant effect on Environmental Performance, which is mediated by the 
Green Organizational Culture of the Head of the PGRI Higher Education Study Program in East Java. 

H6: Green Employee Involvement has a significant effect on Environmental Performance, which is mediated by the 
Green Organizational Culture of the Head of the PGRI Higher Education Study Program in East Java. 

H7: Green Work-Life Balance has a significant effect on Environmental Performance, not mediated by the Green 
Organizational Culture of the Head of the PGRI Higher Education Study Program in East Java. 

To determine whether the model exhibits full or partial mediation, one can examine the P-value values for 
both direct and indirect effects, as indicated by the data processing results: 

Figure 2. Research model results 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

3. Discussions  

The chairman of the PGRI Higher Education Study Program in the East Java region is generally knowledgeable 
about environmental protection to enhance environmental awareness. All study program leaders are required to 
prioritize the surrounding environment for sustainable environmental improvement. In the current scope of work, 
the chairman of the study program, according to their abilities, consistently completes tasks with attention to 
environmental considerations. Elevating environmental awareness within the higher education environment is 
deemed crucial. The head of the study program must opt for green products when they are of equal quality to non-
green alternatives, underscoring the environment as a primary concern for promoting sustainable practices. 
Furthermore, the head of study program in the PGRI Higher Education East Java is obligated to establish 
environmental goals for each academic community, fostering environmental consciousness among all members. 
Neglecting the environment can disrupt the delicate balance of nature. The research findings indicate that green 
competence building positively influences the green organizational culture held by the Head of the PGRI Higher 
Education Study Program in the East Java region. 

Study program leaders play a pivotal role by inspiring and mobilizing all stakeholders within the college 
environment to actively participate in sustainable environmental conservation initiatives. They can foster a collective 
commitment by instilling a sense of belonging to the sustainability of the university environment. The engagement 
of program leaders is critical in achieving the college's environmental goals, leading to increased commitment and 
motivation. Integrating sustainable environmental practices into the daily work culture goes beyond mere adoption, 
ensuring that these practices become a natural part of how study program leaders operate in higher education. In 
light of this description, it becomes evident that green employee involvement serves as a crucial catalyst for 
generating and reinforcing a green organizational culture. The results demonstrate that green employee 
involvement significantly influences the green organizational culture of the Head of the PGRI Higher Education 
Study Program in the East Java region. 

The Head of the PGRI Higher Education Study Program in the East Java region should allocate more 
attention and focus to fulfill his duties. This is crucial to ensure he does not overlook the importance of maintaining 
a green work-life balance, which, in turn, could affect the development of a green organizational culture. Any 
disparity in perception regarding the significance of a green work-life balance among the Head of the Study Program 
and other campus stakeholders may impede the formation of an optimal green organizational culture. Failure to 
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strike a balance between these two aspects might not immediately manifest consequences, but over time, it could 
have a negative impact. 

Efforts to establish a green work-life balance must be integrated with initiatives to cultivate a green 
organizational culture that aligns with environmental sustainability. Separating these endeavors or neglecting one 
over the other could hinder the desired outcomes. Insufficient information or understanding about these efforts 
within the internal campus community may further challenge the Head of the Study Program in achieving an 
effective balance, resulting in suboptimal results. The study's findings indicate that green work-life balance had an 
insignificant effect on the green organizational culture of the Head of the PGRI College Study Program in the East 
Java region. 

Conclusions and Further Research  

Notably, a positive and significant correlation exists between a green organizational culture and the environmental 
performance of the Head of the PGRI Higher Education Study Program in the East Java region. Policies established 
by the Head of the Study Program regarding green organizational culture play a pivotal role in enhancing 
environmental performance. A green organizational culture encompasses a set of beliefs, values, and norms that 
shape the Head of the Study Program's perspective on the importance of managing and empowering a culture that 
prioritizes environmental stewardship around the campus. The research results affirm that a green organizational 
culture significantly influences the environmental performance of the Head of the PGRI College Study Program in 
the East Java region. 

The interpretation of a green organizational culture that is environmentally friendly serves as a mediator for 
the impact of green competence building, emphasizing environmental care, on environmental performance. This 
suggests that the Head of the PGRI Higher Education Study Program in the East Java region is making efforts to 
enhance the capacity of internal campus parties (by increasing their environmental care capabilities). The practice 
of green competence building has a positive impact on improving environmental performance, and this relationship 
can be influenced or mediated by focusing on the sustainability of the green organizational culture. The study's 
findings indicate that green competence building significantly affects environmental performance, and this impact 
is mediated by the green organizational culture of the Head of the PGRI Higher Education Study Program in East 
Java. 

Similarly, green organizational culture acts as a mediator for the influence of green employee involvement 
on environmental performance. This implies that the effect of green employee involvement on environmental 
performance operates through the mechanism of green organizational culture. Green employee involvement is 
defined as the extent to which study program leaders engage in initiatives and activities related to efforts aimed at 
ensuring the sustainability of the college environment. Green organizational culture involves establishing policies 
that promote and support work activities aligning with environmental care. Environmental performance refers to the 
success of the study program leader in managing the environment for preservation. The research results show that 
green employee involvement significantly affects environmental performance, and this effect is mediated by the 
green organizational culture of the Head of the PGRI Higher Education Study Program in the East Java region. 

However, green organizational culture cannot mediate the effect of green employee involvement on 
environmental performance. In this context, green employee involvement still pertains to the extent to which study 
program leaders participate in initiatives related to the sustainability of college environmental preservation. Green 
organizational culture, involving policies that encourage environmentally conscious work activities, does not play a 
mediating role in this relationship. The study's results indicate that green work-life balance has a significant effect 
on environmental performance, and this effect is not mediated by the green organizational culture of the Head of 
the PGRI Higher Education Study Program in the East Java region. 
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