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Abstract 

The hospitality sector in Batam plays a critical role in driving the local economy by increasing demand for 

accommodation, creating job opportunities, and improving residents’ income. Collaboration with local vendors 

and craft industries supports the growth of local businesses. Despite challenges in maintaining service quality, 

hotel competition encourages innovation in services and facilities. By adapting to technological trends and 

sustainability, the hospitality sector remains a strong partner in sustainable and successful tourism development 

in Batam City. This study analyzes the effects of organizational culture, knowledge management practices, and 

organizational learning on human resource management practices (HRMP) and sustainable organizational 

performance in starred hotels in Batam City. The population of this study consisted of 557 employees working in 

starred hotels in Batam, with a sample of 233 employees. Data analysis was conducted using Structural Equation 

Modeling with AMOS 20. The findings indicate that organizational culture and knowledge management practices 

significantly affect HRMP, while organizational learning does not. Organizational culture does not have a 

significant direct effect on sustainable organizational performance. However, knowledge management practices 

and organizational learning positively contribute to sustainable performance. HRMP significantly affects 

sustainable organizational performance and mediates the effects of organizational culture and knowledge 

management practices on performance, although it does not mediate the effects of organizational learning. To 

enhance the performance of four- and five-star hotels in Batam City, the recommended steps include strengthening 

organizational culture with values of collaboration, innovation, and integrity; improving knowledge management 

through sharing and training platforms; optimizing organizational learning; advancing HRM practices focused on 

employee development and fair compensation; supporting career development and conflict resolution; and 

enhancing sustainable performance through product innovation, operational efficiency, and change management 

in a positive work environment. 

Keywords: Organizational Culture, Knowledge Management Practices, Organizational Learning, Human 

Resources Management Practices, Sustainable Organizational Performance. 

 

INTRODUCTION 

The hospitality sector is an essential component in supporting tourism by providing 

accommodations for travelers and playing a role in providing positive experiences. This sector 

contributes to the economy by creating employment opportunities and promoting destinations 

(Lee et al. 2016). Increased tourism activity also drives investments in tourism infrastructure 

development (Yu, Park, and Hyun 2021). 

The COVID-19 pandemic led to a decline in hotel visits and occupancy. Although it started to 

recover in 2021, tourist visits in 2022 had not returned to pre-pandemic levels, though the 

upward trend is promising. Batam has 88 four- and five-star hotels with 11,044 rooms and 



  
  
 
 

DOI: 10.5281/zenodo.14631740 

174 | V 2 0 . I 0 1  

14,067 beds. The hospitality sector and tourism growth are mutually beneficial. Increasing 

tourist numbers drive demand for quality accommodations, while hotels provide essential 

resting places for visitors.  

With innovation and quality service, hotels are essential partners in fostering tourism and local 

economic growth. A strong organizational culture focusing on hospitality and professionalism 

is essential to maintain service standards through employee development. Knowledge 

management practices (KMP) support human resource management practices (HRMP) by 

facilitating access to training information, career development, and best practices. 

Organizational learning enables HR to design effective training and ensure employees’ access 

to the knowledge (Rasool et al. 2019). Performance evaluations and guest feedback allow 

hotels to improve HRMP continuously (Kordab, Raudeliūnienė, and Meidutė-Kavaliauskienė 

2020). A positive organizational culture, effective knowledge management practices, and 

sustainable organizational learning support sustainable organizational performance. 

Knowledge management practices improve hotel efficiency, reduce stress, and support career 

development. It creates a productive work environment, improves service quality, and boosts 

employee confidence (Jin et al. 2020). Knowledge management practices can be one of the key 

factors to deliver positive guest experiences and improve the hotel’s image. Organizational 

support for sustainable learning and development can enhance HRM practices (Ulrich 2018). 

An organizational culture aligned with sustainability goals in the hospitality industry can 

positively impact sustainable performance through socially responsible, environmentally 

friendly, and community-focused practices (Inthavong et al. 2023). Employees working in 

these environments are more likely to embrace sustainable practices. Additionally, a culture 

promoting integrity, transparency, and good business ethics can enhance guest trust and long-

term investment (Sapta et al. 2021). The relationship between organizational culture and 

sustainable performance in hotels creates an environment where sustainable principles are 

consistently practiced for better outcomes. 

Knowledge management practices and sustainable organizational performance have a 

significant impact (Valmohammadi, Sofiyabadi, and Kolahi 2019). Strong knowledge 

management practices support sustainable innovation by identifying opportunities for 

environmentally friendly solutions and socially responsible practices (Rasool et al. 2019). The 

integration of knowledge into hotel operations improves service quality, meets guest 

expectations, and supports sustainable performance (Sivagnanam et al. 2022). Effective 

organizational learning, including response to change and performance evaluation, improves 

efficiency and innovation (Paais and Pattiruhu 2020).  

A strong organizational culture in starred hotels in Batam, combined with knowledge 

management practices, organizational learning, human resource management practices 

(HRMP), and sustainable organizational performance, creates a solid foundation for long-term 

success. The close relationship among these elements plays a crucial role in maintaining high 

standards in hotel services and performance. An organizational culture that reflects the values 

of service, hospitality, and professionalism serves as a foundation for implementing effective 
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HRMP, while a culture that supports collaboration and professional growth motivates 

employees to contribute to their full potential. Good HRMP, including recruitment, training, 

and employee development processes, provides support for maintaining high standards. 

Additionally, continuous organizational learning facilitates active performance evaluation, 

identification of improvement opportunities, and the implementation of changes. 

Organizational culture, knowledge management, and organizational learning contribute to 

enhancing market adaptation and sustainable performance. This study highlights the 

relationships among organizational culture, knowledge management, organizational learning, 

and sustainable organizational performance. 

 

METHOD 

This study employed an explanatory survey design as it explained the causal relationships 

between the independent variables—organizational culture, knowledge management practices, 

and organizational learning—and their effects on human resource management practices 

(HRMP) as an intervening variable, as well as their effects on sustainable organizational 

performance in starred hotels in Batam City. The data used in this study were derived from 

both primary and secondary sources. Primary data were obtained from the distribution of 

questionnaires to employees of four- and five-star hotels in Batam City. Meanwhile, secondary 

data were obtained from the Secretariat of BPP-PHRI (National Executive Board of the 

Indonesian Hotel and Restaurant Association) in Batam. 

The research sample size was calculated using Slovin’s formula based on a population of 557 

employees, resulting in a sample of 233 respondents. The sampling technique employed was 

purposive sampling. The research instrument utilized was a questionnaire. Data analysis was 

conducted using Structural Equation Modeling (SEM) with Amos software version 20. The 

collected data were tabulated using descriptive statistics. This analysis described the mean and 

percentage as they are, without drawing conclusions regarding respondents’ perceptions of the 

question indicators related to the research variables (Shajahan 2014). Subsequently, validity, 

reliability, and model testing were conducted. 

 

RESULT AND DISCUSSION 

SEM Assumption Testing  

In this study, the sample size used was 233, indicating that it met the sample adequacy 

requirements. Therefore, SEM could produce good and efficient estimates. The results of the 

normality test showed a multivariate c.r of -0.413, which was outside the range of -2.58 to 

+2.58 at a significance level of 5%. Therefore, it can be concluded that the multivariate data is 

normally distributed. The results of the univariate outlier test through the Z-score showed that 

the lowest Z-score value was -2.930, and the highest Z-score value was 1.916. Therefore, all 

indicators showed Z-Score values that were within the range of ±3. Therefore, it can be 

concluded that there were no univariate outliers in the research data. The results of the 

multivariate outlier detection showed that all observations had a mahalonobis d-squared value 

smaller than the maximum limit of the chi-square table of 72.05. Therefore, all observations 
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(respondents) were not indicated as outliers, and all could be used for further analysis. The 

detection of multicollinearity and singularity using the Amos program indicated that the 

correlation matrix among indicators (sample correlation matrix) produced the lowest value of 

-0.071 and the highest value of 0.753 (none exceeding 0.80). The Variance Inflation Factor 

(VIF) values for each independent variable were 1.036, 1.048, and 1.049, respectively, all three 

of which are less than 10. Therefore, it can be concluded that there is no multicollinearity in 

this research model, and the assumptions of no multicollinearity or singularity can be met. 

Measurement model analysis was conducted simultaneously on all constructs. 

The results of the goodness-of-fit test on the measurement model have produced the criteria 

that were met across absolute fit indices, incremental fit indices, and parsimony fit indices. 

Accordingly, the measurement model can be accepted as its fit was good (good fit or marginal 

fit). A good fit indicates a high level of model adequacy, while a marginal fit indicates an 

acceptable level of adequacy within tolerable limits. The results of the construct validity 

evaluation showed that all indicators in the measurement model had factor loading values 

greater than 0.50, confirming their validity in forming the constructs of organizational culture, 

knowledge management practices, organizational learning, human resource management 

practices, and sustainable organizational performance, thus meeting the criteria for convergent 

validity. Each variable also achieved construct reliability values exceeding 0.70, and Average 

Variance Extracted (AVE) values greater than 0.50. It can, therefore, be concluded that the 

indicators measuring the constructs of organizational culture, knowledge management 

practices, organizational learning, human resource management practices, and sustainable 

organizational performance are reliable and robust. 

Structural Model Analysis 

Similar to regression analysis, SEM also outputs the coefficient of determination (R2). (Hair et 

al. 2018:152) states that the coefficient of determination measures the proportion of variance 

in the dependent variable that can be explained by the independent variables. The results of the 

calculation of the coefficient of determination (R2) of the effect between variables in this study 

are presented in Table 8 below: 

Table 1: Coefficient of Determination (R2) 

The effects among variables R2 

X1, X2, X3  Z RZ 
2 = 0.379 

X1, X2, X3, Z Y RY 
2 = 0.465 

R2 total  = 1 – √ [(1–RZ1
2) x (1–RY

2)]  

 = 1 – √[(1–0.379) x (1–0.465)] 

 = 1 – 0.576 = 0.424 

Notes: 

X1: Organizational Culture   

X2: Knowledge Management Practices  

X3: Organizational Learning   

Z: Human Resource Management Practices (Z) 

Y: Sustainable Organizational Performance 
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Table 1 shows that the value of RZ1
2 is 0,379, meaning that the percentage of the effect of 

organizational culture, knowledge management practices, and organizational learning on 

human resource management practices at starred hotels in Batam City is 37.9 percent, while 

the remaining 62.1 percent is affected by other variables.  

Furthermore, the RY
2 value is 0.465, meaning that the percentage of the effect of organizational 

culture, knowledge management practices, organizational learning, human resource 

management practices, and job satisfaction on sustainable organizational performance at 

starred hotels in Batam City is 46.5 percent, while the remaining 53.5 percent is affected by 

other variables.  

The total coefficient of determination (R2 total) is 0.424, indicating that the model developed 

in this study can explain about 42.2 percent of the data diversity. In other words, the model in 

this study has very good predictive relevance or is relevant to be used to predict sustainable 

organizational performance through organizational culture, knowledge management practices, 

organizational learning, and human resource management practice. 

 

Figure 1: Summary of Parameter Significance Test Results 

 

DISCUSSION OF VARIABLE DESCRIPTIVE RESULTS 

The effect of organizational culture on human resource management practices 

The research results and hypothesis testing using SEM found that the estimated coefficient of 

the effect of organizational culture on human resource management practices is significant with 

a CR value of 5.572 (greater than the 1.96 threshold) and a significance value (p-value) of 

0.000 (less than the 5% threshold). The results of this hypothesis testing show that a strong and 

positive organizational culture tends to create an environment in which human resource 
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management practices (HRMP) can flourish. Employees engaged in a culture that encourages 

collaboration, open communication, and personal growth are more likely to experience greater 

support from management in terms of career development, training, and performance 

management. The results of this study are consistent with previous studies (Noe et al. 

2019:309) (Wright 2020:207) (Wesson 2018:481) that organizational culture is highly diverse 

and unique, formed by the values and beliefs of the founder or leader or through implemented 

human resource management practices. This culture has a significant impact on the long-term 

success of the organization, making its management and development an important focus in 

organizational management. This is supported by previous research (Al-Bahussin and 

Elgaraihy 2013) (Schein 2010) (Quinn 2011) that organizational culture has a positive and 

significant effect on human resource management practices. 

The effect of knowledge management practices on human resource management 

practices 

The coefficient estimation results for the effect of knowledge management practices on human 

resource management practices also show a significant effect with a CR value of 4.065 (greater 

than the 1.96 threshold) and a significance value (p-value) of 0.000 (less than the 5% threshold). 

The results of testing this hypothesis show that effective knowledge management practices can 

improve the efficiency and effectiveness of HRMP. A good system for sharing knowledge and 

experience enables HRMP to more easily identify employee training needs, manage 

organizational knowledge, and support innovation. The results of this study are consistent with 

the statements of previous studies (Kay 2018:347) (Hubert 2011:380) (Parcell 2001:309) that 

knowledge management practices recognize human resource management as one of an 

organization’s most valuable assets. Therefore, it must be managed properly to increase 

productivity, efficiency, and organizational adaptability to environmental changes to obtain 

sustainable organizational performance. This conclusion is further corroborated by previous 

studies (Sunanda 2022) (Wood et al. 2019), which confirm that knowledge management 

practices have a positive and significant effect on human resource management practices. 

The effect of organizational learning on human resource management practices 

The coefficient estimation results for the effect of organizational learning on human resource 

management practices show an insignificant effect with a CR value of 1.119 (less than the 1.96 

threshold) and a significance value (p-value) of 0.263 (greater than the 5% threshold. The 

results of this hypothesis testing show that although organizational learning is important for 

overall organizational development, the focus and objectives of organizational learning are 

considered to be more related to improving overall organizational performance than to specific 

management related to human resources. In the context of employees of 4- and 5-star hotels in 

Batam City, HRMP is more affected by internal factors specific to the hospitality industry, such 

as company policies. The results of this study are inconsistent with the assertions made by 

previous researchers (McLain, Chris, and Robert 2001:379), (Gold 2017:229), that learning 

organizations systematically collect data and information from various sources, including 

human resource practices, operational experience, customers, competitors, research, and 

internal input. The results also do not align with previous studies (Kokkaew, Peansupap, and 
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Jokkaw 2022) (Velsor 2019) that organizational learning has a significant effect on human 

resource management practices. 

The effect of organizational culture on sustainable organizational performance 

The coefficient estimation results for the effect of organizational culture on sustainable 

organizational performance show an insignificant effect with a CR value of 0.262 (less than 

the 1.96 threshold) and a significance value (p-value) of 0.793 (greater than the 5% threshold). 

The results of this hypothesis testing show that although a strong organizational culture can be 

the foundation for sustainable performance, external factors and other management practices 

are considered more instrumental in determining sustainable performance, especially in the 

hospitality industry. This is because sustainable organizational performance is highly affected 

by external factors such as tourism trends, market competition, and government regulations. 

The results of this study are inconsistent with the statements of previous researchers (Gold 

2017:229), (Aswathappa 2020:307), (Sidani 2019:261), that organizational culture can have a 

significant impact on organizational performance and success. Organizational culture plays an 

important role in achieving sustainable performance. The results also do not align with studies 

by (Imran et al. 2021) (Hofstede 2001), who found that organizational culture has a significant 

effect on sustainable organizational performance. 

The effect of knowledge management practices on sustainable organizational 

performance 

The coefficient estimation results for the effect of knowledge management practices on 

sustainable organizational performance show a significant effect with a CR value of 4.171 

(greater than the 1.96 threshold) and a significance value (p-value) of 0.000 (less than the 5% 

threshold). The results of this hypothesis testing show that efficiency in knowledge and 

information management can increase innovation, operational efficiency, and the 

organization’s ability to adapt to change. All of which are critical factors in achieving 

sustainable organizational performance. The results of this study are consistent with the 

statements of previous researchers (Aswathappa 2020:307) (Prusak 2000:404) (Gold 

2017:229) that knowledge management practices are essential for sustainable organizational 

performance because by managing knowledge effectively, organizations can increase 

productivity, innovation, and adaptation to change. This creates operational efficiency, 

supports continuous learning, and strengthens organizational competitiveness, all of which 

contribute to sustainable performance. This is supported by previous studies conducted 

(Valmohammadi et al. 2019), (Girard and McNeilly 2019), that knowledge management 

practices have a significant effect on sustainable organizational performance. 

The effect of organizational learning on sustainable organizational performance 

The coefficient estimation results for the effect of organizational learning on sustainable 

organizational performance also show a significant effect with a CR value of 3.374 (greater 

than the 1.96 threshold) and a significance value (p-value) of 0.000 (less than the 5% threshold). 

The results of this hypothesis testing show that effective organizational learning enables 

organizations to adapt quickly to environmental changes, avoid repeated mistakes, and improve 
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the ability to identify and capture new opportunities. All of which are crucial aspects of 

sustainable performance. The results of this study are consistent with the previous studies 

(Argote 2011:266) (Gold 2017:229) that organizational learning is closely related to 

sustainable organizational performance. It facilitates the continuous development of skills, 

adaptability, and innovation, thereby supporting long-term objectives and sustainable 

outcomes. The findings are also consistent with previous studies (Kordab et al. 2020) (Parcell 

2001) (Kokkaew et al. 2022) that organizational learning has a significant effect on sustainable 

organizational performance. 

The effect of human resource management practices on sustainable organizational 

performance 

The coefficient estimation results for the effect of human resource management practices on 

sustainable organizational performance show a significant effect with a CR value of 3.166 

(greater than the 1.96 threshold) and a significance value (p-value) of 0.002 (less than the 5% 

threshold). The results of this hypothesis testing show that effective human resource 

management practices, such as employee development, good performance management, and 

proper recruitment, can increase productivity, employee retention, and innovation, which in 

turn contribute to sustainable performance. The results of this study are consistent with the 

statements made by previous researchers (Aswathappa 2020:442), (Razzetti 2022:104), 

(Dessler 2020:344), (Sidani 2019:204), that effective HR practices—including recruitment, 

training, career development, and retention—positively impact long-term organizational 

performance. The findings also align with studies by previous studies (Rasool et al. 2019), 

(Russell Clavey 2013), (Weber 2006), that human resource management practices have a 

significant effect on sustainable organizational performance. 

The effect of organizational culture (X1) mediated by human resource management 

practices (Z1) on sustainable organizational performance (Y) 

The results of the indirect significance test for the pathway X1Z1Y indicate a significant 

effect, with a positive coefficient of 0.065 and a significance value (p-value) of 0.043 (less than 

the 5% threshold). These findings suggest that HRMP significantly mediates the effect of 

knowledge management practices on sustainable organizational performance. This means that 

in the context of stared hotels in Batam City, HRMP plays a crucial role in translating the 

values and norms of organizational culture into practices that lead to sustainable organizational 

performance.  

Therefore, to improve sustainable performance, starred hotels should not only focus on 

developing a strong organizational culture but also ensure the proper adoption of HRMP. The 

results of this study are consistent with previous studies (Gold 2017:229), (Aswathappa 

2020:307), which show that effective HR management, including employee development, 

facilitates the implementation of knowledge management practices. This creates an 

environment where knowledge can be identified, shared, and utilized optimally, thereby 

improving overall organizational performance. However, no prior studies have explicitly 

addressed this specific mediation relationship. 
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The effect of knowledge management practices (X2) mediated by human resource 

management practices (Z1) on sustainable organizational performance (Y) 

The results of the indirect significance test for the pathway X2Z1Y also indicate a 

significant effect, with a positive coefficient of 0.065 and a significance value (p-value) of 

0.043 (less than the 5% threshold). This indicates that HRMP significantly mediates the impact 

of knowledge management practices on sustainable organizational performance. Specifically, 

in the context of four- and five-star hotels in Batam City, effective knowledge management 

enhances sustainable performance, particularly when accompanied by robust HRMP practices. 

Starred hotels should, therefore, pay attention not only to the knowledge management aspect 

but also ensure that their HRMP system supports the application of such knowledge in daily 

practice. The results of this study are consistent with previous studies (Aswathappa 2020:307) 

(Gold 2017:229), which highlight that effective human resource management—particularly 

employee development—can facilitate the implementation of knowledge management 

practices. This creates an environment where knowledge can be identified, shared, and utilized 

optimally, ultimately improving organizational performance. However, no prior research has 

specifically examined this mediation effect. 

The effect of organizational learning (X3) mediated by human resource management 

practices (Z1) on sustainable organizational performance (Y) 

The results of the indirect significance test for the pathway X3Z1Y show an insignificant 

effect with a coefficient value of only 0.017 and a significance value (p-value) of 0.576 (greater 

than the 5% threshold). This demonstrates that HRMP does not mediate the relationship 

between organizational learning and sustainable organizational performance. It indicates that 

in starred hotels in Batam City, organizational ability to learn is not significantly affected by 

HRMP practices in achieving sustainable performance. For hotels to improve their sustainable 

performance, the focus on developing organizational learning capabilities does not need to be 

exclusively accompanied by HRMP improvements. The results of this study are inconsistent 

with the statements of previous studies (Aswathappa 2020:307) (Gold 2017:229) that HR 

practices such as training and employee development can facilitate effective organizational 

learning processes. These processes create an environment where organizations can 

continuously learn, adapt, and enhance sustainable performance. However, this specific 

mediation effect has not been examined in previous studies. 

Theoretical Findings  

The theoretical findings in this study indicate that organizational culture has a significant effect 

on human resource management practices (HRMP), where the stronger the organizational 

culture, the better the HRMP. Knowledge management practices also have a positive effect on 

HRMP, while organizational learning does not have a significant effect on HRMP. HRMP has 

a significant effect on sustainable organizational performance. HRMP also mediates the effect 

of organizational culture and knowledge management practices on sustainable performance but 

does not mediate the effect of organizational learning. 
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Practical Findings 

This study shows that four and five-star hotels in Batam City excel in organizational culture, 

knowledge management practices, organizational learning, and human resource management 

practices. Organizational culture is strong, especially in values, norms, and performance; 

however, rituals and traditions require updates. The knowledge management system is 

effective, although employee capability development requires attention. Organizational 

learning is supported by leadership and participation but needs to accelerate adaptation to 

change. Human resource management practices are good, with a focus on resolving complaints. 

Sustainable performance is achieved, but innovation and operational efficiency must be 

improved. 

 

CONCLUSION 

Organizational culture and knowledge management practices significantly affect HRMP, while 

organizational learning does not. Knowledge management practices and organizational 

learning have a positive effect on sustainable organizational performance. Although 

organizational culture and job satisfaction are not significantly affected, knowledge 

management practices, organizational learning, and HRMP have a positive effect. HRMP 

significantly affects sustainable performance and mediates the impact of organizational culture 

and knowledge management practices on sustainable performance but does not mediate the 

influence of organizational learning.  

 

Suggestion 

To enhance the performance of four- and five-star hotels in Batam City, the following steps are 

recommended: strengthening organizational culture with values of collaboration, innovation, 

and integrity; improving knowledge management through sharing platforms, training, and 

mentoring; optimizing organizational learning with relevant development programs; improving 

HRMP with a focus on employee development, performance management, and fair 

compensation, and routinely evaluating these practices; providing career development 

opportunities and effective conflict resolution mechanisms; optimizing sustainable 

performance through product innovation, operational efficiency, and change management; and 

managing organizational climate to create a positive and supportive work environment. 
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