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Introduction

Sustainable performance is a very important parameter in mega organization
around the globe specially in corporate sector world (Clapp, 2018). Continues
improvement in technological development which effect the environment, lifestyle,
human behavior and all living expects of life around the globe specially in the
modern and updated economy where maximum utilization of natural resources in a
modern way (Karmoker et al., 2021). Recent studies have demonstrated the
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importance of sustainable performance and its potential benefits (Kamble et al.,
2020). A Study found that companies that integrated sustainability into their
strategy and operations outperformed their peers financially (Jayaraman et al.,
2023). Sustainable performance refers to the ability of organizations to achieve
economic, social and environmental goals simultaneously while maintaining their
long-term viability (Alsayegh et al., 2020).

Some of the key interests connected with sustainable performance for many
organizations is productivity (Henao et al., 2019). Organizational sustainable
performance is the major problem of today's world (Soewarno et al., 2019).
Environmental agencies are pressuring organizations to embrace green practices
on a wider scale because of the rapid rise in pollution from industrial practices in
natural resources (Fisher, 2018). To develop sustainable performance corporate
business world, need to adopt the green initiates and polices. However, the main
issue is that employees practice traditional HRM practices a significant loss of time,
a lack of innovation at workplace damage. In results organizations unable to
produce productivity which meet sustainable performance goals (Kamble et al.,
2020). Organizations must take this issue seriously for many reasons, including
productivity loss. In green initiates organization need to start from the Green
human resource management practices to sustainable performance (Malik et al.,
2021). Some other positive consequences associated with organizations
sustainable performance include green practices (Asadi et al., 2020). Green term
first time introduced by McDonagh in 1997. Then later many scholars use Green
organizational culture (GOC) instead of traditional organizational culture approach.
So today era GOC become very interesting and evolving topic. To establish an
ecologically conscious, resource- efficient and socially responsible organization,
GOC is defined as a set of policies, practices and systems that encourage
employees to operate efficiently (Soewarno et al., 2019).

Internal obligations of organizations consider employee welfare to enhance the
quality of their lives. Organizations external obligations include identifying issues
related to societal development. Organizations practices and processes like waste
reduction, efficient energy consumption as making efforts to preserve natural
resources all of which are geared towards reducing the negative effects of
organizations operations, make up a organizations environmentally responsible
(Lee & Tang, 2018). Therefore, it is essential to create an organizational culture
that promotes social, economic and environmental conservation in a way that
outcomes in sustainable performance (Abbas et al., 2019).

However, employees in organizations does not know the GOC truly increased or
decreased the sustainable performance. Environmental is the major factor of which
affects the sustainable performance of organization. This is very difficult to get
some real data about the sustainable performance. The purpose of this study is to
elaborate the functions of sustainable performance and GOC in organizations. The
leading challenge is to balance economic growth and development with
sustainable performance.

The energy sector organizations have the tendency to significantly affect the
environment. Transparency and governance is another sustainable performance
issue in energy sector organizations where prevent corruption and conflicts of
interest among employees (Khaled et al., 2021). The major barrier where
employees resist to adopt technological innovation advancement at workplace to
produce sustainable performance (Kumar et al., 2021) .
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There is a general lack of conceptual data about the impact of green organizational
culture on sustainable performance in energy sector organizations. This study
attempts to statement these questions by conceptually testing the relationship
among green organizational culture, and sustainable performance. Additionally,
this study will test a unique mechanism underlying why employees are more likely
to involve in sustainable performance under the developed of green organizational
culture.

The core purpose of this study is to examine the effect of green organizational
culture on sustainable performance. The study model is developed grounded on
theories, namely NRBV theory, VBN and organizational theory and explain does
green organizational culture affect sustainable performance?

Theoretical Contributions

The theoretical contribution of green organizational culture has been extensively
discussed in the literature. According to (Sharma, 2020), a strong green
organizational culture can increase environmental performance by fostering a
sense of shared values and beliefs about sustainability within the organization.
Similarly, (Mukherjee & Chandra, 2018) argues that a green organizational culture
can lead to increase employee commitment and improved environmental
performance. These findings are supported by empirical studies such as this by
(Afsar & Badir, 2017). Theoretical contribution of green innovation has also been
widely discussed in the literature.

Similarly, individual pro-environmental behavior can shift culture towards
sustainability (Kollmuss & Agyeman, 2002). These findings about environment
awareness are supported by empirical studies such as those by (Bolderdijk et al.,
2013). Theoretical contribution of sustainable performance has also been widely
discussed in literature. Sustainable performance involves balancing economic,
environmental and social factors to achieve long-term viability and success
(Alhaddi, 2015). Similarly, sustainable performance requires a shift towards a
broader stakeholder perspective that considers environmental and social impacts
(Schaltegger & Wagner, 2011). These findings are supported by empirical studies
about organizational management influence the sustainable performance (Crutzen
etal., 2017).

Practical & Managerial Contributions

Employees, Managers, Executive and Directors including every individual of any
organization must realize the importance of workplace culture. Only leading
employees can take the responsibility to adopt Green organizational culture to
produce sustainable performance in the entire organizations but there is need to be
considering every individual of the organization to participate such behavior to
produce sustainable performance. So, without developing Green organizational
culture does not produce sustainable performance of any organization. This
research aimed to reinforce that many negative impacts may arise due to ignoring
organizational culture. The organizations usually face lack of organizational
commitment, loss of morale, increased health problems of workplace employees,
job tension, mental fatigue altogether may affect performance without developing
the green organization culture. The research outcomes confirmed that green
organizational culture and sustainable performance are positively correlated
through realization and adoption of green innovation and individual green value.
This study’s findings will benefit organizations. Therefore, the outcomes of this
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study not only highlight the effectiveness of organizational culture. This study also
contributes to employees by adding value to the body of knowledge among the
organizations to prove that their individual green values play a significant role in
producing sustainable performance.

Literature review

Green Organizational Culture

A Green organizational culture (GOC) is a set of symbols, values, and
presumptions that an organization adopts in order to fulfil its obligations to the
environment (Harris & Crane, 2002).Additionally, it is described as the
management and protection of the environment within a culture of sustainability
that shapes the attitudes and actions of the entire workforce of an organization
(Székely & Knirsch, 2005).Green consciousness, the Triple Bottom Line (TBL), and
generally speaking, corporate social responsibility are all terms that GOC has also
been referred (Sharma et al., 2021). Smartly execution of organizational process to
result more environmentally friendly which increases renewable and non-
renewable usage efficiency of resources, conducts programs in sustainable way is
called greening. The combination of GOC and sustainability defined as shared
assumptions and beliefs are held by organizational staff which balancing
environmental accountability, economic efficiency and social equity (Zientara &
Zamojska, 2018).

Consequences of Green Organizational Culture

Researchers have identified the worth of a green organizational culture. There are
currently just a few published studies on green organizational culture, despite it
being a reasonably important research topic in producing sustainable performance.
The results of earlier studies have demonstrated that green organizational culture
may have an impact on how organizations see the environment and that
employees and stakeholders play a crucial role in this process (Roscoe et al.,
2019). Organizations not only consider the financial worth of business but also
organizations need to work in protecting the environment.

A green organizational culture may prove to be a useful tool in helping
organizations translate their environmentally goals to produce sustainable
performance (Hysing & Olsson, 2017). Without a green organizational culture
organizations might only have little number of resources to devote to their
environmental contribution. Employees are the primary agents who can contribute
towards environmental performance improvements. So the organizational culture
always need to get focused by top management (A. J. Khan et al., 2021).

The process of changing an organizations operations and procedures to be more
environmentally friendly is known as “Green” (Francis et al., 2007). This entails
increasing the efficiency with which renewable and non-renewable resources are
used, reducing pollution, and carrying out activities in a sustainable manner. A
green organizational culture in which organizational members share common ideas
and attitudes regarding the significance of striking a balance between
environmental responsibility, economic efficiency and social equity accepting all
difficult challenges. In order to remain efficient for longer period organizations need
to adopt green values to maintain competitive advantage (Imran & Jingzu, 2022).
Green Culture is not much easier to develop. Nevertheless, scholars argue that to
meet environmental challenges need to develop green culture at organizational
level (Aggarwal & Agarwala, 2021).
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Organizations without green organizational culture having limited capital cannot
invest in green strategies ultimately cannot contribute to environmental regulations.
There are seven dimension to approach green organizational culture to develop at
functionalize workplace including sense of community, leadership, strategic
orientation, communication, team collaboration, team structure, informal
relationships (Tahir & Javed, 2022). By practicing green organizational culture
organizations adopted technologies which reduces the harmful effects of natural
environment (Pan et al., 2022). Green organization culture provides the opportunity
to all employees to sharing the green values which leading to green management
and environmental sustainability (Khammadee & Ninaroon, 2022). To develop
long-term sustainability organization, need to develop green organizational culture
through employees become aware their role in the organization (Karunarathne,
2021).

The impact of a green organisational culture is expensive to any organization,
whether it happens regularly or infrequently. Financial costs are associated with
green values because they may lead to high levels of dedication and job
performance from employees. The execution of green organizational culture having
importance to produce sustainable performance. Green organizational culture is
characterized as framework which included the values, thoughts, practices which
shared by every individual in the organization who execute properly. There is
effective implementation of green policies to build green organizational culture. But
in absence of green organizational culture results to damage the organizational
objective ultimately the growth would be unproductive (Roespinoedji et al., 2019).

Sustainable Performance

Sustainable performance suggests the capacity of an organization or individual to
consistently achieve their goals and objectives over an extended period, while
minimizing the negative impact on the environment, society, and economy. In other
words, sustainable performance requires balancing economic, social, and
environmental considerations in decision-making practices (Blokland & Reniers,
2021).

One of the most well-known frameworks for sustainable performance is the Triple
Bottom Line (TBL). The TBL framework focuses on three main areas of
sustainability: economic, social, and environmental. Financial performance, such
as profit, revenue growth and return on investment is referred to as the economic
dimension. The social dimension covers elements like ethical behavior, community
involvement and employee satisfaction. Consideration for the environmental
dimension include waste reduction, greenhouse gas emissions and energy
efficiency (Khan et al., 2021).

The impact of organizational culture on sustainable performance can be significant
(Harris & Crane, 2002). Sustainable performance refers to an organization's ability
to operate in a manner that is environmentally and socially responsible, while also
meeting its financial goals (Székely & Knirsch, 2005). An organization that fosters a
green culture is more likely to be environmentally aware and take action to lessen
its influence on the environment. This may entail reducing energy consumption,
reducing waste, increasing the use of sustainable practices (Raza & Khan, 2022).
Also an organization that is known for its green culture is likely to have a better
reputation among employees (Sharma et al., 2021). This can lead to increased
customer loyalty, improved employee morale, and increased investment in the
organization (Margaretha & Saragih, 2013).
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Sustainable Performance

Moreover, green organizational culture can improve sustainable performance by
increasing employee commitment and commitment to sustainability. Research has
shown that when employees perceive their organization as being environmentally
responsible, they are more likely to engage in sustainable behaviors and contribute
to the achievement of sustainability goals. Additionally, employees who sense
valued and sustained by their organization are more likely to remain loyal, reducing
staff turnover and increasing the continuity of sustainable practices within the
organization (Woo & Kang, 2021). A green organizational culture can have a
significant  positive impact on sustainable performance by promoting
environmentally responsible practices, increasing employee engagement and
commitment to sustainable performance within organization (Adel,2021).
Sustainable performance involves integrating sustainability into all aspects of an
organization's operations, including its strategy, procedures, and systems. This
approach is becoming increasingly popular as businesses, organizations, and
individuals recognize the importance of balancing economic growth with
environmental and social responsibility (Habib, Ismaila,2008).

A review of the literature on sustainable performance reveals several key themes
and insights. First, sustainable performance is closely linked to environmental
sustainability, which involves reducing the negative impacts of human activities on
the environment and promoting the preservation of natural resources.
Organizations that prioritize environmental sustainability can reduce their carbon
footprint, promote renewable energy, and reduce waste and pollution. Research
has shown that companies that prioritize sustainability can achieve cost savings,
improve their financial performance, and achieve long-term growth (Abdeen,2008).

Second, sustainable performance is seen as an essential component of corporate
social responsibility (CSR), which involves the integration of environmental, social,
and economical concerns into business operations. Organizations that prioritize
CSR and sustainable performance are more likely to be perceived as ethical and
trustworthy by stakeholders, including employees, and workplace place
environment (Rupert, 2014).

Third, organizations that prioritize social sustainability can improve employee
engagement and retention, build stronger relationships with communities, and
promote sustainable development (Martin, Benson, 2017). Fourth, sustainable
performance requires a holistic approach to business that incorporates
sustainability into all aspects of an organization's operations. This includes
developing sustainability strategies, integrating sustainability into business
processes and systems, and measuring and reporting on sustainability
performance (Shad et al., 2019).

Overall, sustainable performance is an approach to conducting business that
emphasizes the importance of balancing economic growth with environmental and
social responsibility. This method is becoming increasingly important as
businesses, organizations, and individuals recognize the need to account for global
challenges such as climate change, social inequality, and resource depletion. By
incorporating sustainability into all aspects of their operations, organizations can
achieve long-term viability, environmental responsibility, social responsibility, and
economic benefits (Katarzyna, Katarzyna, Paula, 2019).
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Similarly, a report by the McKinsey Global Institute found that companies that
incorporate sustainability into their business models can unlock new market
opportunities and achieve sustainable growth (Rauter et al., 2017). In summary,
sustainable performance is important for promoting long-term viability,
environmental responsibility, social responsibility, and economic benefits. These
benefits are supported by a growing body of research and evidence, demonstrating
the value of sustainability for businesses, organizations, and individuals (Zhang &
Berhe, 2022).

Natural resource-based view theory (NRBV)

The Natural Resource-Base View of the organizations focuses that a competitive
edge comes from its special and valued resources. These resources in the context
of energy sector include natural resources including renewable energy sources, in
addition to financial and human capital (Mukuusi, 2019). According to NRBV, not all
energy sector organizations have the same level of access to environmental
resources. It is compulsory in creating a green organizational culture to identify and
capitalize on organizations special environmental strengths (Aggarwal & Agarwala,
2023).

A green organizational culture should be consistent with the energy sector
organization’s core strength and business strategy (Wang, 2019). The NRBV
emphasis how crucial it is to make sure that sustainable practices support the
organizations overall strategic objectives (McDougall et al., 2019). This study can
influence how adopting sustainable performance can support energy sector
organizations a special source of competitive advantage. Organizations should
embrace and promote responsible behaviors like energy efficiency, emissions
reduction and waste minimization in order to support green organizational culture
(Al-Swidi et al., 2021). The NRBV focuses on the need of innovation in more
sustainably managing and using natural resources. It is crucial to manage
environmental resources with long term sustainable performance. Energy sector
organizations must take serious actions to resources renewables. To create
innovative technologies and procedures that lesson their environmental effect and
increase resource efficiency, energy sector organizations need to invest in
research and development (McDougall et al., 2022).

The Natural Resource-Based View (NRBV) is explaining the theoretical framework
that can be used to justify sustainable performance (Bromiley & Rau, 2016). The
NRBV suggests that a firm's resources and capabilities are the key drivers of its
sustainable competitive advantage (Kabue & Kilika, 2016). In the context of
sustainable performance, an organizations ability to manage its resources and
capabilities in a sustainable manner can create a competitive advantage that leads
to long-term success (Aidara et al., 2021).

Value Belief Norm Theory (VBN)

The value belief norm theory (VBN) explains how social norms, personal values,
and beliefs affect behavior. Examining the idea of a "green organizational culture,"
which denotes a company's dedication to environmental sustainability and methods
that minimize economic effect, in particular, makes it especially pertinent (Shang et
al., 2023). The theory helps to understand why employees within an organization
may engage in pro environmental behavior and support green initiatives (Batool et
al., 2023). We can explain individual factors of this theory lens how it relates to
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individual values; belief norm develops green organizational culture to produce
sustainable performance. Values represent the guiding principles and ideals that
individual priories in their lives. They serve as the foundation for attitudes and
behavior. Employees that adhere to environmental ideals like sustainability and
conservation are additionally likely to perform in an environmentally friendly
approach in an organization with a green organizational culture. The concept of a
green organizational culture combines shared values and expectations among
employees with environmental awareness to generate sustainable performance
(Khan & Terason, 2022). Beliefs are influenced by values and shape the attitude
and perception of employees. At organizational level, employees develop beliefs of
sustainability who hold environmental values. Managers of organizations focusing
in developing the belief in employees to help in adopting green organizational
culture (Isensee et al., 2023). Norms refer to social expectation that guide
behaviour within an organization. In a green organizational culture norm should
include the shared expectations for environmentally responsible behaviour. The
values and beliefs of employees within the organisations might have an impact on
these norms. The norms have significant influence on employees within the
organization. Norms enhances the employee’s individual self-esteem, behaviours
and create sense of responsibility which lead towards sustainable performance
(Ciocirlan et al., 2020).

In the lens of VBN theory, these beliefs directs employees to support and engage
in eco-friendly initiatives and practices. Sustainable performance referred by these
beliefs with workplace goals and practices (Mehrajunnisa et al., 2023). VBN theory
suggests that employees are more likely with their values and beliefs. Sustainable
performance is enhanced when employees adopt pro-environmental norms,
interconnect their work routines and contributing to long-term environmentally
responsible behaviour (Al-Ali, 2021). In energy sector organizations, sustainable
performance is influenced by organizational culture, which can be shaped by green
values among employees. These values attract like-minded employees and
contribute to a culture of environmental consciousness, further helping in producing
sustainable performance (Benkarim & Imbeau, 2021).

Sustainable performance of employees in the energy sector in connected to their
values, beliefs and norms in the value belief norm (VBN) theory (Habib et al.,
2010). Organizations influence these values and beliefs to initiate pro-
environmental norms, encourage sustainable practices and create the culture of
sustainability. This in turn contribute to the organisations commitment to develop
the culture which producing sustainable performance (Syed et al., 2020).

Organization theory

The theory of organizational culture is particularly relevant in understanding how
shared values and beliefs shape an organization’s sustainable performance
(Zgrzywa-Ziemak & Walecka-Jankowska, 2021). An organization's shared values,
beliefs, and practices that place a high priority on sustainable performance are
referred to as having a green organizational culture. A strong organizational culture
tends to adopt more innovative culture to produce sustainable performance (Chu et
al., 2019). The term "green innovation" describes research and technological
advancements that improve the sustainability of an entire organization. It is
necessary to develop the green innovation practices in the organization culture to
get sustainable performance as results (Moslehpour et al., 2022). The ability of an
organisation to accomplish long-term economic, social, and environmental goals is
referred to as sustainable performance. Organisational theory lens offers
understanding of the elements, such as organisational structure, strategy, and
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stakeholder management, that contribute to sustainable performance. According to
a perspective on green organisational culture, businesses that foster green
innovation are more likely to achieve sustainable performance (Awwad Al-
Shammari et al., 2022).

Green organisational culture recommends structural adoption within the
organization. This refers productive changes in the organisation structure, roles
and responsibilities to support sustainable performance (Fok et al., 2022). Creating
a dedicated sustainable department within the energy organisation can promote a
culture of environmental responsibility. Organisational theory refers how resources
are allocated within an organisation. In a green culture, resources are directed
towards sustainable performance (Hobfoll et al., 2018). This included investments
in renewable energy technologies, energy efficient procedures. Employees in
energy sector organisations can be evaluated not only traditional performance
metrics but also on their contribution towards sustainable performance goals.
Incentives and rewards can be designed to recognize their individual green values
(Renwick et al., 2013).

Sustainable performance in energy sector organizations, when studied through the
lens of organizational theory, refers to ability of these organizations which achieve
sustainable performance including environmental, social, and economic (Zgrzywa-
Ziemak & Walecka-Jankowska, 2021). Organizational theory provides tools and
technigues which aligned with sustainable performance. Organizational theory lens
shaping the culture which helping in producing sustainable performance.
Employees who embrace a clear vision for environmental responsibility can
influence the organizations commitment to produce sustainable performance (Sila,
2007).

Implication to Sustainable Performance

Implementing sustainable practices can often result in cost savings for
organizations. For example, reducing energy consumption can lead to lower utility
bills, while reducing waste can lead to lower disposal costs (Eltayeb et al., 2011).
Research has shown that a green organizational culture can positively influence
sustainable performance by promoting environmentally responsible practices and
behaviors. For instance, studies have found that organizations that promote a
green organizational culture have reduced their carbon footprint and energy
consumption, resulting in significant cost savings and increased profitability (Shah
et al., 2021).

Sustainable performance refers to the ability of an individual, organization, or
system to maintain high levels of productivity, effectiveness, and efficiency over a
long period of time , without negotiating the resources or wellness of future
generations (Zgrzywa-Ziemak & Walecka-Jankowska, 2021). Sustainable
performance is crucial for ensuring the long-term viability of organizations.
Research has shown that companies that prioritize sustainability are more likely to
be successful over the long-term than those that do not focus on sustainable
performance (Zheng et al, 2021). Sustainable performance is important for
protecting the environment and mitigating the impacts of environment
transformation. Sustainable performance can help to achieve this goal by reducing
carbon emissions, improving energy efficiency, and promoting renewable energy
sources (Gardazi et al., 2020).
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Sustainable performance is also important for promoting social responsibility and
ethical business practices. By treating employees fairly, promoting diversity and
inclusion companies can build a positive reputation and maintain the support of
their stakeholders. A report by the Business and Sustainable Development
Commission found that sustainable business models can create new opportunities
for growth and employment (Ghosh & Rajan, 2019). A study by the Carbon Trust
found that companies that prioritize sustainability can achieve cost savings of up to
30% through improved energy efficiency and reduced waste (Tanaka, 2011).

Conclusion

A green organizational culture indicates to an organization’s shared beliefs, values,
and norms the prioritize environmental sustainability. Sustainable performance of
the organization is crucial that make trade off among social, economic, and
environmental performance. Indeed, the organizations sustainable performance is
highly depending upon its culture. Green organizational culture works as catalyst in
building the sustainable performance. Green organizational culture generates
motivations for employees to produce sustainable performance.

According to this study, green organizational culture is positively impacted
sustainable performance. This is because the organization can create suitable
work standard, mission, vision guidelines for its employees because its established
a culture values that connected to environmentally friendly business operations.
The employees can work and manage system effectively and achieve sustainable
performance, which including lowering costs, improving organizations image,
reducing pollution, reducing accidents and risks and fostering cooperation and
satisfaction among employees, clients, communities, suppliers and governmental
organizations. In order to achieve sustainable performance, the organizations
should also enhance and implement green organizational culture.

However, there can be few points further added to future research. First and
foremost, additional factors like digital or technology that may be used to enhance
green practices should be taken into account in the next study. The next study
should finally, compare various organizational sizes in order to provide a
comparison that help to identify suitable measures to improve sustainable
performance.

References

Abbas, J., Mahmood, S., Ali, H., Ali Raza, M., Ali, G., Aman, J., Bano, S., &
Nurunnabi, M. (2019). The effects of corporate social responsibility
practices and environmental factors through a moderating role of social
media marketing on sustainable performance of business firms.
Sustainability, 11(12), 3434.

Afsar, B., & Badir, Y. (2017). Workplace spirituality, perceived organizational
support and innovative work behavior: The mediating effects of person-
organization fit. Journal of workplace Learning, 29(2), 95-109.

Aggarwal, P., & Agarwala, T. (2023). Relationship of green human resource
management with environmental performance: mediating effect of green
organizational culture. Benchmarking: An International Journal, 30(7),
2351-2376.

International Conference on Economy, Management, and Business (IC-EMBus)



382

Aidara, S., Mamun, A. A., Nasir, N. A. M., Mohiuddin, M., Nawi, N. C., & Zainol, N.
R. (2021). Competitive advantages of the relationship between
entrepreneurial competencies and economic sustainability performance.
Sustainability, 13(2), 864.

Al-Ali, T. Z. (2021). TOWARD THE MICRO-FOUNDATIONS OF ENVIRONMENTAL
SUSTAINABILITY: FOSTERING PRO-ENVIRONMENTAL BEHAVIOR
AMONG EMPLOYEES TO BOOST CORPORATE ENVIRONMENTAL
PERFORMANCE IN THE UNITED ARAB EMIRATES.

Al-Swidi, A. K., Gelaidan, H. M., & Saleh, R. M. (2021). The joint impact of green
human resource management, leadership and organizational culture on
employees’ green behaviour and organisational environmental
performance. Journal of Cleaner Production, 316, 128112.

Alhaddi, H. (2015). Triple bottom line and sustainability: A literature review.
Business and Management Studies, 1(2), 6-10.

Alsayegh, M. F., Abdul Rahman, R., & Homayoun, S. (2020). Corporate economic,
environmental, and social sustainability performance transformation
through ESG disclosure. Sustainability, 12(9), 3910.

Asadi, S., Pourhashemi, S. O., Nilashi, M., Abdullah, R., Samad, S.,
Yadegaridehkordi, E., Aljojo, N., & Razali, N. S. (2020). Investigating
influence of green innovation on sustainability performance: A case on
Malaysian hotel industry. Journal of Cleaner Production, 258, 120860.

Awwad Al-Shammari, A. S., Alshammrei, S., Nawaz, N., & Tayyab, M. (2022).
Green human resource management and sustainable performance with
the mediating role of green innovation: A perspective of new technological
era. Frontiers in Environmental Science, 10, 901235.

Batool, N., Wani, M. D., Shah, S. A., & Dada, Z. A. (2023). Theory of planned
behavior and value-belief norm theory as antecedents of pro-
environmental behaviour: Evidence from the local community. Journal of
Human Behavior in the Social Environment, 1-17.

Benkarim, A., & Imbeau, D. (2021). Organizational commitment and lean
sustainability: Literature review and directions for future research.
Sustainability, 13(6), 3357.

Blokland, P., & Reniers, G. (2021). Achieving Organisational Alignment, Safety and
Sustainable Performance in Organisations. Sustainability, 13(18), 10400.

Bolderdijk, J. W., Gorsira, M., Keizer, K., & Steg, L. (2013). Values determine the
(in) effectiveness of informational interventions in promoting pro-
environmental behavior. PloS one, 8(12), e83911.

Bromiley, P., & Rau, D. (2016). Operations management and the resource based
view: Another view. Journal of Operations Management, 41, 95-106.

Chu, Z., Wang, L., & Lai, F. (2019). Customer pressure and green innovations at
third party logistics providers in China: The moderation effect of
organizational culture. The International Journal of Logistics Management,
30(1), 57-75.

Ciocirlan, C. E., Gregory-Smith, D., Manika, D., & Wells, V. (2020). Using values,
beliefs, and norms to predict conserving behaviors in organizations.
European Management Review, 17(2), 543-558.

Clapp, J. (2018). Mega-mergers on the menu: corporate concentration and the
politics of sustainability in the global food system. Global Environmental
Politics, 18(2), 12-33.

Crutzen, N., Zvezdov, D., & Schaltegger, S. (2017). Sustainability and management
control. Exploring and theorizing control patterns in large European firms.
Journal of Cleaner Production, 143, 1291-1301.

IC-EMBUS NOVEMBER 2023



Fisher, M. H. (2018). An environmental history of India: from earliest times to the
twenty-first century (Vol. 18). Cambridge University Press.

Fok, L., Zee, S., & Morgan, Y.-C. T. (2022). Green practices and sustainability
performance: the exploratory links of organizational culture and quality
improvement  practices. Journal of Manufacturing  Technology
Management, 33(5), 913-933.

Habib, M. D., Shah, H. J., & Qayyum, A. (2010). Analyzing the role of values,
beliefs and attitude in developing sustainable behavioral intentions:
empirical evidence from electric power industry. Business & Economic
Review, 13(1), 19-44.

Harris, L. C., & Crane, A. (2002). The greening of organizational culture:
Management views on the depth, degree and diffusion of change. Journal
of organizational change management, 15(3), 214-234.

Henao, R., Sarache, W., & Gomez, I. (2019). Lean manufacturing and sustainable
performance: Trends and future challenges. Journal of Cleaner Production,
208, 99-116.

Hobfoll, S. E., Halbesleben, J., Neveu, J.-P., & Westman, M. (2018). Conservation
of resources in the organizational context: The reality of resources and
their consequences. Annual review of organizational psychology and
organizational behavior, 5, 103-128.

Isensee, C., Teuteberg, F., & Griese, K. M. (2023). How can corporate culture
contribute to emission reduction in the construction sector? An SME case
study on beliefs, actions, and outcomes. Corporate Social Responsibility
and Environmental Management, 30(2), 1005-1022.

Jayaraman, K., Jayashree, S., & Dorasamy, M. (2023). The Effects of Green
Innovations in Organizations: Influence of Stakeholders. Sustainability,
15(2), 1133.

Kabue, L. W., & Kilika, J. M. (2016). Firm resources, core competencies and
sustainable competitive advantage: An integrative theoretical framework.
Journal of management and strategy, 7(1), 98-108.

Kamble, S. S., Gunasekaran, A., & Gawankar, S. A. (2020). Achieving sustainable
performance in a data-driven agriculture supply chain: A review for
research and applications. International Journal of Production Economics,
219, 179-194.

Karmoker, K., Kona, F. A., Oyshi, A. H., & Yasmin, K. S. (2021). Effects of green
human resource management on employee green behavior: moderating
role of employee environmental knowledge. Int. J. Sustain. Dev. World
Policy, 10, 64-80.

Khaled, R., Ali, H., & Mohamed, E. K. (2021). The Sustainable Development Goals
and corporate sustainability performance: Mapping, extent and
determinants. Journal of Cleaner Production, 311, 127599.

Khan, I. S., Ahmad, M. O., & Majava, J. (2021). Industry 4.0 and sustainable
development: A systematic mapping of triple bottom line, Circular Economy
and Sustainable Business Models perspectives. Journal of Cleaner
Production, 297, 126655.

Khan, M. S., & Terason, S. (2022). Encouraging pro-environmental behavior in
university employees: An approach toward environmental sustainability as
moderated by green organizational culture. Journal of Community
Psychology, 50(3), 1454-1469.

Kollmuss, A., & Agyeman, J. (2002). Mind the gap: why do people act
environmentally and what are the barriers to pro-environmental behavior?
Environmental education research, 8(3), 239-260.

International Conference on Economy, Management, and Business (IC-EMBus)



Kumar, P., Singh, R. K., & Kumar, V. (2021). Managing supply chains for
sustainable operations in the era of industry 4.0 and circular economy:
Analysis of barriers. Resources, conservation and recycling, 164, 105215.

Lee, H. L., & Tang, C. S. (2018). Socially and environmentally responsible value
chain innovations: New operations management research opportunities.
Management Science, 64(3), 983-996.

Malik, S. Y., Hayat Mughal, Y., Azam, T., Cao, Y., Wan, Z., Zhu, H., & Thurasamy,
R. (2021). Corporate social responsibility, green human resources
management, and sustainable performance: is organizational citizenship
behavior towards environment the missing link? Sustainability, 13(3), 1044.

Margaretha, M., & Saragih, S. (2013). Developing new corporate culture through
green human resource practice. International Conference on Business,
Economics, and Accounting,

McDougall, N., Wagner, B., & MacBryde, J. (2019). An empirical explanation of the
natural-resource-based view of the firm. Production Planning & Control,
30(16), 1366-1382.

McDougall, N., Wagner, B., & MacBryde, J. (2022). Leveraging competitiveness
from sustainable operations: frameworks to understand the dynamic
capabilities needed to realise NRBV supply chain strategies. Supply Chain
Management: An International Journal, 27(1), 12-29.

Mehrajunnisa, M., Jabeen, F., Faisal, M. N., & Lange, T. (2023). The influence of
green human resource management practices and employee green
behavior on business performance in sustainability-focused organizations.
Journal of Environmental Planning and Management, 66(12), 2603-2622.

Moslehpour, M., Chau, K. Y., Tu, Y.-T., Nguyen, K.-L., Barry, M., & Reddy, K. D.
(2022). Impact of corporate sustainable practices, government initiative,
technology usage, and organizational culture on automobile industry
sustainable performance. Environmental Science and Pollution Research,
29(55), 83907-83920.

Mukherjee, B., & Chandra, B. (2018). Conceptualizing green human resource
management in predicting employees' green intention and behaviour: A
conceptual framework. Prabandhan: Indian Journal of Management, 11(7),
36-48.

Mukuusi, E. W. (2019). Role of organizational resources on the sustainability of
competitive advantage in the oil industry in Kenya JKUAT-COHRED].

Rauter, R., Jonker, J., & Baumgartner, R. J. (2017). Going one's own way: drivers
in developing business models for sustainability. Journal of Cleaner
Production, 140, 144-154.

Raza, S. A., & Khan, K. A. (2022). Impact of green human resource practices on
hotel environmental performance: the moderating effect of environmental
knowledge and individual green values. International Journal of
Contemporary Hospitality Management.

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

Schaltegger, S., & Wagner, M. (2011). Sustainable entrepreneurship and
sustainability innovation: categories and interactions. Business Strategy
and the Environment, 20(4), 222-237.

Shad, M. K., Lai, F.-W., Fatt, C. L., Kleme$, J. J., & Bokhari, A. (2019). Integrating
sustainability reporting into enterprise risk management and its relationship
with business performance: A conceptual framework. Journal of Cleaner
Production, 208, 415-425.

IC-EMBUS NOVEMBER 2023



Shang, D., Wu, W., & Schroeder, D. (2023). Exploring determinants of the green
smart technology product adoption from a sustainability adapted value-
belief-norm perspective. Journal of Retailing and Consumer Services, 70,
103169.

Sharma, R. R. (2020). Green management and circular economy for sustainable
development. In (Vol. 24, pp. 7-8): SAGE Publications Sage India: New
Delhi, India.

Sharma, S., Prakash, G., Kumar, A., Mussada, E. K., Antony, J., & Luthra, S.
(2021). Analysing the relationship of adaption of green culture, innovation,
green performance for achieving sustainability: Mediating role of employee
commitment. Journal of Cleaner Production, 303, 127039.

Sila, I. (2007). Examining the effects of contextual factors on TQM and
performance through the lens of organizational theories: An empirical
study. Journal of Operations Management, 25(1), 83-109.

Soewarno, N., Tjahjadi, B., & Fithrianti, F. (2019). Green innovation strategy and
green innovation: The roles of green organizational identity and
environmental organizational legitimacy. Management decision, 57(11),
3061-3078.

Syed, M. W., Li, J., Junaid, M., & Ziaullah, M. (2020). Relationship between human
resource management practices, relationship commitment and sustainable
performance. Green Finance, 2(3), 227-242.

Székely, F., & Knirsch, M. (2005). Responsible leadership and corporate social
responsibility::  Metrics  for  sustainable performance. European
Management Journal, 23(6), 628-647.

Wang, C.-H. (2019). How organizational green culture influences green
performance and competitive advantage: The mediating role of green
innovation. Journal of Manufacturing Technology Management.

Woo, E.-J., & Kang, E. (2021). Employee environmental capability and its
relationship with corporate culture. Sustainability, 13(16), 8684.

Zgrzywa-Ziemak, A., & Walecka-Jankowska, K. (2021). The relationship between
organizational learning and sustainable performance: an empirical
examination. Journal of workplace Learning, 33(3), 155-179.

Zhang, Y., & Berhe, H. M. (2022). The impact of green investment and green
marketing on business performance: the mediation role of corporate social
responsibility in Ethiopia’s Chinese Textile Companies. Sustainability,
14(7), 3883.

International Conference on Economy, Management, and Business (IC-EMBus)



