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ABSTRACT: This article examines the implementation of green recruitment & selection (GRS) in increasing the competitive
ad-vantage of the Jatiluwih tourism village, Tabanan, Bali, Indonesia. The data used in discussing this article are qualitative and
quantitative data through observation, interviews, and literature study. Informants are determined by snowball sampling tech-
nique. Informants who were interviewed were 9 people involving 30 respondents. Respondents were selected by random sam-
pling of employees working in tourism villages. Data analysis used a combination of qualitative and quantitative descriptive.
The results of the study show that green recruitment & selection (GRS) in increasing the competitive advantage of the Jatiluwih
tour-ism village has been going very well. This is evidenced by the results of community opinion data processing which states
that GRS in increasing the competitive advantage of the Jatiluwih tourism village is at an average score of 4.30 (very good). This
shows that the green recruitment & selection that has been implemented by the management can maintain a sustainable tourism
village so that it continues to exist. For this reason, the management is expected to continue to carry out green recruitment and
selection on an ongoing basis so that the tourism village still has a competitive advantage in the future.
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INTRODUCTION

Jatiluwih tourism village is one of the tourist villages which is included in the category of advanced tourism villages in
Tabanan Regency. This tourist village has a lot of potential resources, both natural resource potential and artificial resources that
are attractive for tourists to visit. Cooper (2011) stated that the feasibility of developing a tourism village is linked to the concept
of tourism product components consisting of: attractions, amenities, access, ancillary services, retailing and order services. There-
fore, in the development of this tourist village, it is necessary to consider the various potentials that exist to support the develop-
ment of tourism in the village. Garrod, (2012) argues that there are two approaches related to the application of planning princi-
ples in the context of tourism development, namely the approach associated with planning systems that emphasize potential
benefits and secondly tend to be associated with participatory planning cores that are more centralized with provisions and ar-
rangements that are more balanced between development and tourism. controlled planning.

In the development of sustainable tourism it is aimed at developing local potential originating from nature, socio-culture or
the economy in order to contribute to local government, as well as improve people's welfare. Reid, et.al (2004); Gelbman,
Timothy, (2011); and Nunkoo, et.al (2012) said that in developing tourism, it is necessary to develop a model of balance between
economic, environmental, socio-cultural benefits and community empowerment. In an effort to empower the community, the
most important thing that needs to be socialized from the start is that tourism activities apart from having a positive impact on
local communities must also make a direct contribution to environmental conservation, as happened in Jatiluwih village. Pugra,
et.al (2011) stated that the impact of tourism development has been able to create job opportunities for the community through
the opening of various types of businesses related to tourism that can be utilized by the workforce. The emergence of these job
opportunities has motivated local people to get involved in the world of tourism.

Therefore the motivation of the local workforce is a key factor in the development of tourist villages. Human resource
management practices play a crucial role in shaping organisational behavior and culture (Obie, et.al 2025). The motivation of
the local workforce in village management is very influential on the image so that it can increase the competitive advantage of
tourist villages. This image will directly determine the sustainability of the tourist village. Every tourist village member always
tries to develop a positive image and minimize negative images (Labato, et.al, 2006); Putra, Pitana (2010); (Darmayanti & Oka,
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2020) This means that in the development of a tourist village must pay attention to the sustainability of the components of
sustainable tourism, such as: environmental, economic, social, and cultural aspects of the local community. It is hoped that the
development of the Jatiluwih tourism village will be able to optimally empower the local workforce so that this tourist village
can be sustainable. The good or bad image will directly determine the development or not of the development of the tourism
village in the future. Every tourist destination must always try to develop a positive image and minimize negative images (Her-
nandes-Labato, (2006); Oka, et.al (2021a). The image obtained from the tourism village does not only rely on elements from
natural resources but is seen from how the manager is able to empower local workers in managing the tourism village in order
to be able to face challenges that may occur in the future. For this reason, this article focuses on examining the implementation
of green recruitment & selection in increasing the competitive advantage of the Jatiluwih tourism village from the perspective of
employees.

METHODOLOGY

The discussion of this article uses qualitative and quantitative data. Data collection was carried out through observation, in-
depth interviews, and literature study. Data from informants' opinions were taken from local people who understand the imple-
mentation of green recruitment and selection in tourist villages. Key informants were determined using a purposive sampling
method. In-depth interviews were conducted with informants (community leaders). The first informant was taken from a com-
munity leader, then a search for other informants was carried out based on the instructions from the first informant, and so on.
When the answers are saturated data collection is stopped. Data were analyzed descriptively qualitatively, through processing
and interpreting data which is a series of activities of reviewing, grouping, systematizing, interpreting and reifying data so that a
phenomenon has social, academic and scientific value (Bungin 2020).

Furthermore, to obtain data on community opinion in the implementation of green recruitment and selection, a number of
questionnaires were distributed. Distribution of questionnaires using random sampling method to employees who work in tourist
villages (Sugiyono 2022). The number of samples was quoted as many as 30 respondents. To study people's perception of the
implementation of green recruitment and selection in this tourist village, quantitative descriptive using a Likert scale is used. The
research design is limited to explaining the implementation of green recruitment and selection in Jatiluwih village using a com-
bined analysis of both qualitative and quantitative. Respondents filled out a questionnaire, which contained an assessment of
people's perceptions in implementing green recruitment and selection referring to opinions Govindarajulu, Daily (2004) by giving
a score of 1 to 5, then analyzed using a Likert scale. Kusmayadi & Sugiarto (2000) stated that the Likert scale is a tool for
measuring community opinion, which is measured from a very positive to very negative level, to indicate their level of agreement
or disagreement with the statements outlined in the questionnaire. The measurement results were analyzed using a scale of 4.20
- 5.00 (very good), 3.40 - 4.19 (good), 2.60 - 3.39 (fairly good), 1.80 - 2.59 (poor) , 1.00 - 1.79 (very less). It is hoped that this
measurement can reveal community employees in implementing green recruitment and selection in this village.

LITERATURE REVIEW

In managing a tourist village, management skills are needed in managing human resources so that it can be sustainable.
Management's ability to manage sustainable human resources is often referred to as Green Human Resource Management
(GHRM). GHRM integrates environmentally friendly human resource (HR) initiatives and practices for the sustainable use of
resources which results in more efficiency, reduces the amount of waste, and increases a caring attitude at work (Margaretha &
Saragih, 2013). Furthermore, Adhikari et al. (2014) defines GHRM is the implementation of HR management policies and
practices for the sustainable use of resources in organizations and promotes environmental sustainability. According to Arulrajah
et al. (2016) GHRM is defined as the process of making employees' mindsets more green by using "green" human resource
policies and practices. This is for the benefit of the individual, society and the environment. The human resource management
function is to act as a driver of sustainability by implementing GHRM policies and practices with the aim of improving
environmental performance. Today, the concept of GHRM promotes greater awareness among companies, private/public sector,
seeking to implement the role of GHRM activities in strengthening and driving environmental performance. GHRM's
commitment will help reduce environmental degradation activities and protect the environment for present and future generations
(Jackson, et.al., 2011).

An organization can promote effective and efficient GHRM by implementing green recruitment and selection (GRS), green
training (GTR), and green compensation (GCO) practices (Govindarajulu & Daily (2004). In a business organization, so that the
implementation of activities/operations can run smoothly, it must begin with the recruitment and selection of employees who
understand green environment. Organizations should focus on selecting and recruiting employees who are supportive and
interested in the environment (Renwick et al., 2013). Therefore, to increase the attractiveness of recruitment and selection for
prospective employees who are increasingly aware of the importance of the environment (Ehnert, 2009), organizations must
build a reputation that is inspired by the idea that this organization is responsive to the environment (Hadjri et al., 2020).
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Organizations should reflect their environmental sustainability agenda on the organization's website and other available
public channels so that prospective employees can clearly see the organization's green focus. This is confirmed by the research
of (Guerci, et.al, 2016) who found that intentions related to environmental sustainability can play a major role in attracting
potential applicants. Green selection recruitment ensures that new recruits understand the green organizational culture and share
its environmental values through selection of prospective employees' knowledge, values, and beliefs about the environment.
Recruitment messages must include environmental criteria (Arulrajah, et.al, 2016). In the job analysis phase, job descriptions
and job specifications must clarify and emphasize environmental aspects, green achievements and explain what is expected of
“green” employees in the future (Renwick, et.al, 2013)

However, Welford (1997) recommends a number of steps that organizations can implement to enhance GHRM through a
green selection recruitment process. First, the job description must include elements that emphasize the role of environmental
reporting. Second, induction programs for newly recruited employees should focus on providing information about the policies,
values and goals of green organizations. Third, interviews should be conducted to assess the candidate's potential suitability for
the organization's greening program. The design of this interview process is supported by Hadjri, et.al (2020) who stated that
when interviewing potential candidates, questions related to the environment should be a major part of the evaluation process.
Arulrajah, et.al (2016) explained that organizations can increase their efforts to protect the environment through integrating
environmental tasks into each employee's job duties and responsibilities, designing new jobs or positions that care about the
environment to focus exclusively on the environmental performance aspects of organization. During the selection of prospective
employees, the employee selection process must ensure the selection of candidates who are committed to the environment
(Jabbour., 2011).

RESULT AND DISCUSSIONS

The people of Jatiluwih village continue to synergize in managing the tourism village so they can compete with similar
tourist villages. The manager synergizes with stakeholders for the sustainability of the development of a tourist village so that it
can compete competitively in the future. Village management seeks to maximize tourism potential through optimal community
empowerment and minimize threats that disrupt the existence of tourist villages. Through harmonious communication,
coordination and cooperation, it is expected to be able to find solutions in developing villages towards green-based tourism
considering the activities in developing tourism villages are very complex. This is in line with opinion of Darmayanti, et.al
(2020); Oka, et.al (2021b) which mentions that planning for the development of tourist destinations is a complex task due to the
interdependence of various stakeholders and fragmented control over destination resources. Therefore, the development of
sustainable tourism at the regional level requires cooperation and collaboration between relevant stakeholders so that it can be
sustainable.

This article examines the application of green recruitment & selection in increasing the competitive advantage of the
Jatiluwih tourist village. In the study of the application of green recruitment & selection aspects in tourist villages, they were
grouped into 7 green recruitment and selection (GRS) variables adopted by opinion (Govindarajulu, Daily (2004). Meanwhile,
the variable aspects of competitive advantage are represented by 3 variables as shown in Table 1. Prior to distributing the
questionnaires, validity and reliability tests were carried out to test the accuracy of the research instrument in the form of a
questionnaire..

1. Validity and Reliability Test

Through validity and reliability tests it is hoped that they can be used statistically so that they can measure variables in a
valid and reliable manner. In the early stages of testing the questionnaire instrument was carried out on 30 respondents, referring
to opinions Sugiyono, (2022) which states that in the external validity test the number of samples tested was around 30 people.
The results of this validity test indicate that the 10 questions from each variable indicator outlined in the questionnaire are valid
because the value of r count is > 0.30. Furthermore, it is stated that if the correlation of each indicator is positive and the magnitude
is > 0.3 then this factor is a strong construct or the instrument has good construction validity. The validity test was carried out
using the SPSS for windows program for each statement item in the questionnaire classified into 2 aspects, namely: green
recruitment and selection (GRS) and competitive advantage (CA).

Reliability test shows the extent to which a measurement can give results that are not different when the measurement is
carried out again on the same subject. The reliability test used is for one-time data collection and for analyzing questionnaires
whose scale is between 0 and 1 using the Cronbach alpha formula, where an instrument is said to be reliable with a significant
level at Cronbach alpha values> 0.6 (Simamora, 2001).

Tests carried out on 2 aspects, namely: green recruitment and selection (GRS) and competitive advantage (CA). The green
recruitment and selection aspect consists of 7 statements, namely: applicants have environmental knowledge (x1), choose
workers who are interested in the environment (x2), job descriptions, and job specifications must clarify and emphasize
environmental aspects and explain what is expected of them. future “green” employees (x3), recruitment of new employees
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focuses on providing information on organizational policies and goals (x4), management selects and hires a workforce that is
supportive and committed to the environment (x5), management prioritizes local workforce in recruiting workers (x6), and green
selection recruitment ensures that the recruitment of new candidates understands the green organizational culture and its various
environmental values (x7). The aspects of competitive advantage include: tourism village management empowering all available
resources with strategies to achieve the expected end goal (x8), competitive advantage of tourism villages in the form of natural
potential (terracing rice fields, mountains); and culture (cultural heritage, subak system, customs, culinary) (x9), and competitive
advantage is also seen from the quality of service, product quality and prices according to consumer demand and tastes where

the company is able to survive always superior to competitors (x10) .

The 10 statement items above produce a significance level of 0.919, which means that the questionnaire is reliable to be
used as a research instrument. Based on the results of the validity and reliability tests, it can be concluded that the research
instrument used has validity because it is able to produce good moment products and has reliability because its value is relatively
consistent, which is >0.60. With the fulfillment of the results of validity and reliability, this research still uses the instrument in
the form of a questionnaire.

2. Based on the results of the questionnaire analysis distributed to 30 respondents, where the assessment uses a Likert scale.
This perception assessment uses a Likert scale with the initial step of giving a score by converting strongly agree = 5, agree
= 4, fairly good = 3, poor = 2, and very less = 1. Community perceptions of the implementation of green human resources
in Jatiluwih village , as shown in Table 1. The results of all frequency data and analysis of all items, are described in a verbal
narrative in the interpretation of each of the following variables:

Table 1. Community Perception Level in the Implementation of Green Recruitment and Selection

Choice Ave-

Aspects  Variables )y rage Criteria
5 4 3 2 1

Have knowledge about the
environment (x1)
Choose workers who are interested
in the environment (x2)
Green Able to clarify environmental
Recruit-  aspects (x3)
ment & New  employee  recruitment
Selection focuses on providing information
about organizational policies and
objectives (x4)
Choose a workforce that is
committed to environment (Xs)

Prioritizing local workforce (x¢) 90 28 9 2 1 130 4,33 ery good

80 28 18 2 0 128 4,27 ery good
90 28 9 4 0 131 4,37 ery good
75 28 21 2 0 126 4,20  Very good

95 20 15 2 0 132 4,40 'ery good

&5 28 15 2 0 130 4,33 ery good

Recruitment of new candidates
who understand green 80 24 12 4 2 122 4,07 Good
organizational culture (x7)

Management  empowers  all
potential resources (Xg)
Competi- Has a natural and cultural

90 24 15 2 0 131 4,37 Very good

90 28 12 2 0 132 4,40 Very good

tive competitive advantage (Xo)
Advan- Have a competitive advantage in
tage the form of service quality, 95 20 9 2 1 127 4,23 Very good

product, and price (x10)

Average 4,30 Very good

Source: Research results

An explanation of the level of cummunity perception in implementing green recruitment and selection to increase the competitive
advantage of the Jatiluwih tourism village, is further described as follows:
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1. Have knowledge about the environment (x1)

Environmental knowledge is the initial capital for prospective candidates to participate in protecting and preserving the environ-
ment. (Enhert, 2009) mentions to increase the attractiveness of recruitment and selection for prospective employees, selected
from those who are increasingly aware of the importance of environmental existence. In preserving the environment, it is neces-
sary to understand adequate knowledge to raise awareness in protecting the environment itself. This was confirmed by I Nengah
Kartika (Head of Jatiluwih village); I Nengah Wirata (Manager of Yeh Baat Villa & Restaurant) who stated that in recruiting the
workforce employed in the management of tourist villages are villagers who have knowledge about the environment. The in-
formants' opinions were then cross-checked with the opinions of the respondents. The results of cross tabulation of this variable
obtained a score of 4.27 (very good) meaning that job applicants accepted to work in tourist villages are those who have
knowledge and awareness of the importance of the existence of the environment so that the existence of the natural environment
can be enjoyed by future generations.

2. Choose workers who are interested in the environment (x2)

Environmental awareness arises from the deepest intentions. High individual intention will encourage someone to participate
better in protecting the environment. Renwick, et.al (2013) stated that organizations should focus on selecting and recruiting
employees who are supportive and interested in the environment. This was emphasized by I Gede Made Alitoyo (deputy manager
of the tourism village); I Wayan Suarka (Head of planning & development division) who stated that in recruiting workers in
tourist villages priority was given to those who had a high motivation in protecting the environment. The informants' opinions
were then cross-checked with the opinions of the respondents. The results of cross tabulation of this variable obtained a score of
4.37 (very good) meaning that job applicants selected to work in tourist villages are those who are interested and have an aware-
ness of the importance of environmental existence in the future.

3. Able to clarify environmental aspects (x3)

The job descriptions carried out in the sustainability program are the work of employees who emphasize the aspects of green
environmental sustainability. The goal is that the employees involved can really understand what each individual involved in the
organization will do. Renwick, et.al (2013) stated that in the job analysis phase, job descriptions and job specifications must
clarify and emphasize environmental aspects, green achievements and explain what is expected of "green" employees in the
future. There are several environmental aspects that need to be considered in the development of tourist desti nations, such as:
preservation of local tree plants, maintenance of environmental authenticity, pollution, river pollution, and others. This was
confirmed by I Nengah Sutirtayasa (manager of the tourism village) who stated that in recruiting workers in tourist villages
priority was given to those who had a high motivation in protecting the environment. The informants' opinions were then cross-
checked with the opinions of the respondents. The results of this variable cross-tabulation obtained a score of 4.20 (very good)
meaning that the job applicants selected to work in tourist villages are those who describe job specifications that emphasize
environmental aspects.

4. New employee recruitment focuses on providing information about organizational policies and objectives (x4)
Provision of information about policies, values, and goals of the organization is mandatory for new employees. This aims to
socialize green policies to all prospective employees for the achievement of organizational goals. Welford (1997) stated that in
recruiting new employees, the focus should be on providing information about the policies, values, and goals of green organiza-
tions. The provision of information about organizational policies is carried out in a straightforward and systematic manner so
that they can be easily implemented in the field. This was emphasized by Yudi Artawan (local village secretary) who stated that
information about organizational policies and goals is an important factor in facilitating the attainment of organizational goals.
The informants' opinions were then cross-checked with the opinions of the respondents. The results of cross-tabulation of this
variable obtained a score of 4.33 (very good) meaning that in recruiting workers in tourist villages, workers who are highly
committed to preserving the rural environment are needed.

5. Choose a workforce that is committed to environment (x5)

Organizational operations require highly committed human resources. Commitment is important to maintain the sustainability
of an environmental work program. For this reason, in recruiting workers, it is necessary to prioritize people who have a high
commitment to maintaining environmental sustainability. During the selection of prospective employees, the employee selection
process must ensure the selection of candidates who are committed to the environment (Jabbour, 2011). This was confirmed by
I Putu Eka Saputra (Head of promotion and marketing division) who stated that in recruiting workers in tourist villages, we look
for potential workers who are committed to preserving the environment. The informants' opinions were then cross-checked with
the opinions of the respondents. The results of cross tabulation of this variable obtained a score of 4.33 (very good) meaning that
in recruiting workers in tourist villages, workers who are highly committed to preserving the rural environment are needed.
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6.  Prioritizing local workforce (x6)
Organizational operations require strong and resilient human resources. Strong and tough means human resources who have the
will, ability, and have the opportunity to devote themselves to the organization. For this reason, in recruiting workers, it is nec-
essary to prioritize local workers, considering that they are the owners of the village. Through selective empowerment of local
workers, it will encourage their awareness to be responsible for the environment in which they live. Winia, et.al (2019) states
that selecting workers by prioritizing local communities can raise awareness in preserving the natural and cultural environment.
This was emphasized by Ni Made Eka Endrayani (Village owned enterprise) who stated that in recruiting workers in the Jatiluwih
tourist village, they still prioritize local communities to raise their awareness of the importance of protecting the environment so
that tourists are increasingly visiting tourist villages. The informants' opinions were then cross-checked with the opinions of the
respondents. The results of this variable cross-tabulation obtained a score of 4.33 (very good) meaning that in recruiting workers
in tourist villages while still prioritizing local workers for the sustainability of tourist villages.

7. Recruitment of new candidates who understand green organizational culture (x7)
Understanding of organizational and environmental values is very important for prospective workers. The work culture in ques-
tion is the ability to implement environmental preservation values so that they are sustainable. Green selection recruitment en-
sures that new recruits understand the culture of green organizations and share their environmental values (Jackson, et.al, 2011)
through selection of knowledge, values and beliefs about the environment in an effort to maintain the existence of the environ-
ment itself. This was emphasized by I Wayan Wira Darma (Business Division) who stated that maintaining the sustainability of
environmental values is an organizational culture that must be implemented by all staff involved in the organization. The inform-
ants' opinions were then cross-checked with the opinions of the respondents. The results of cross tabulation of this variable
obtained a score of 4.07 (good) meaning that a green organizational culture related to green environmental values must be im-
plemented by every employee who works in a tourist village.

8. Management empowers all potential resources (x8)
Jatiluwih Village has a number of resources to be developed into an attractive tourist attraction to visit. Some of the resources
they have, namely: terracing exotic rice fields, the subak system which is a noble cultural heritage, traditional dances, and local
culinary delights that are suitable for sale to tourists. This is supported by I Gede Alitoyo (deputy manager of the tourism village)
who stated that this village has several interesting resources such as: cool and beautiful rice fields, a worldwide farming system,
and traditional dances that are thick with traditional culture. The informants' opinions were then cross-checked with the opinions
of the respondents. The results of cross-tabulation of this variable obtained a score of 4.37 (very good) meaning that these re-
sources will be sustainable if the manager has a strategy in developing resources so that they can compete with other tourist
villages.

9.  Has a natural and cultural competitive advantage (x9)
The competitive advantage of a tourist village in the form of natural and cultural potential is the basic capital in developing a
tourism village. These resources must be managed properly in order to become an icon of a tourist village so that it is sustainable.
Murni, et.al (2023) states that the competitive advantages possessed by tourist destinations must be preserved so that they can be
sustainable. This is supported by the statement of I Nengah Kartika (Head of Jatiluwih village) who stated that this competitive
advantage is the capital of Jatiluwih village in the development of a tourism village. The informants' opinions were then cross-
checked with the opinions of the respondents. The results of cross tabulation of this variable obtained a score of 4.40 (very good)
meaning that the community stated that this competitive advantage was very important in the development of a tourism village.

10. Have a competitive advantage in the form of service quality, product, and price (x10).
Quality of service, products, and competitive prices are important components for tourists in choosing a tourist village to spend
their spare time. This competitive advantage must be maintained as well as enhanced so that tourists are interested in visiting
tourist villages. Porter (1987) states that competitive advantage is the value or benefit that will be paid by the buyer, by offering
a lower price than competitors can bring up superior value or offering benefits to exceed the price offered. Competitive advantage
in tourism village marketing is very important to be packaged properly in order to be able to attract tourist visits. This is supported
by the statement of Ni Nengah Deni (Ananta Loka Restaurant) who stated that the management continues to carry out marketing
both through online and offline media. The informants' opinions were then cross-checked with the opinions of the respondents.
The results of cross-tabulation of this variable obtained a score of 4.23 (very good) meaning that the community thinks that
tourism village marketing has been done well.

Guided by the description above, in developing Jatiluwih tourism village so that it can be sustainable it is necessary to
recruit workers who have green environmental knowledge, have the motivation to preserve the environment, are committed to
implementing green environmental values, are able to clarify green environment, prioritize local workers, and understand green
organizational culture. Of course in the development of a sustainable tourism village, the management must involve the local
community. This aims to increase community awareness in preserving nature and culture. It is also realized that community-
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based tourism development usually requires external facilitation and assistance, for this reason it is advisable to be able to estab-
lish partnerships with external entities. Various models of partnership patterns are possible, but there are also arguments for
minimizing external involvement in tourism management. It is hoped that tourism management will be fully controlled, owned
and managed by members of the less fortunate (marginalized) community. Various entities may engage in partnership with the
management such as the private sector, NGOs and government entities (Mtapuri, Giampiccoli, 2016); (Oka, et.al, 2019) and they
are expected to play different roles in the development of community-based tourism. However, the government's role is still
considered fundamental in the development of community-based tourism. Governments should be the main protagonists, whose
job is to formulate official definitions of forms of tourism to inform regulations and policies to the public.

CONCLUSION

Based on the description above, it can be concluded that the implementation of green recruitment & selection in increasing the
competitive advantage of the Jatiluwih tourism village, Tabanan, Bali. it's been going very well. This is evidenced by the results
of processing community opinion data which states that green recruitment & selection (GRS) in increasing the competitive
advantage of the Jatiluwih tourism village is at an average score of 4.30 (very good). The competitive advantage possessed by
this tourist village is in the form of natural potential (terracing rice fields, mountains); and culture (cultural heritage, subak
system, customs, culinary) that attract tourists to visit. The competitive advantage of the tourist village is in the form of natural
and cultural uniqueness that can be used as basic capital in developing a tourist village to remain the main tourist village for
tourists in doing refreshments. These resources must be managed properly by the manager so that they can become an icon of a
tourist village so that it is sustainable. For this reason, the management is expected to continue to carry out green recruitment
and selection on an ongoing basis so that this tourist village continues to have a competitive advantage in the future.
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