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Abstract: 
Sustainable human resource antecedents are composed of micro level factors like employee green 
values and green behaviors, and macro level factors including green culture, among others. There is a 
tremendous scope for research exploring the association between these antecedents of sustainable 
human resource management. One reason is the paucity of relevant studies exploring relationship 
between employee green values, green behaviors and corporate green culture with corporate 
environmental sustainability. Secondly, mixed results, conflicting findings and inadequate linkages in the 
available literature demand further explanation concerning these relationships. Therefore, the purpose of 
this paper is twofold: to examine the supporting role of organizational green culture between employee 
green values and employee green behaviors; to explore the relationship between employee green 
behavior and corporate sustainable environmental performance. This study develops a conceptual 
connection by employing value-belief-norms approach and natural resource based view, indicating that 
employee green values can be facilitated through organizational green culture which manifest in green 
behaviors among the employees and ultimately enhance the environmental performance thereby 
providing competitive edge. This implies that relationship of employee green values and behaviors with 
corporate environmental performance can be explained through green culture and green behaviors. 
Together, they support in translating the organizational strategy into sustainability oriented goals. This 
research helps practitioners recognize the importance of implementing a culture within the organization 
which prepares employees to contribute towards its environmental sustainability goals thereby creating 
ecological value for the local community. 
Keywords: Sustainable HRM, Green Culture, Employee Green Values, Natural Resource Based View 

1. Introduction 
The manufacturing sector is of paramount importance for the nation on account of its 
contribution in economic development, wealth generation, satiation of market demand 
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and employment creation (Ong et al., 2019). It’s hegemony among other sectors of 
economy is evident through the fact that in 2018 alone, it was responsible for 4.17 
trillion US dollars in terms of global value creation. However, despite its lucrative 
position, the industry poses one of the most significant challenges to the achievement of 
sustainable development goals around the globe through environmental damage and 
expansive sustainability concerns (Wang, 2019; Xu & Lin, 2016). The tendency of 
increasing demand due to population growth has led to rise in manufacturing activities. 

This case is especially true for developing countries since despite exhibiting lucrative 
market growth potential, they are highly vulnerable towards environmental and social 
(among others) exploitations and crisis (Masud et al., 2018). The damage to 
environment is most pronounced in this industry through high resource consumption 
and unmanaged or untreated industrial waste (liquid, solid and gaseous). 
With reference to excessive resource consumption, it is estimated that up to 80% of the 
products consumed are disposed off immediately upon use and approximately 99% of 
the total material flow of consumer goods are disposed within six months of use. 
Similarly, with reference to waste generation, especially plastic waste is accounted to be 
approximately 6300 Tg as of 2015 (Saleh & Danmaliki, 2020). In terms of electronic 
waste, around 50 million metric tons are generated per annum making e-waste as one 
of the emerging giants in global waste category. These statistics are an evidence of the 
devastating impact of the manufacturing industry on the environment. Also,  the 
manufacturing sector extracts and consumes enormous amount of natural resources 
during the production process, a considerable amount of which is non-renewable 
(Grace Pavithra et al., 2020). These activities are directly contributing to global warming 
and ecological depletion (Ikram et al., 2019). This calls for a mounting need to reduce 
environmental footprints of the industry and “doing more with less” (Ma et al., 2019). 
Hence a strong business case for sustainability is created showing that environmentally 
sustainable performance is non-negotiable in order to retain its position in the global 
market while simultaneously ensuring the preservation of planet, and survival and 
prosperity of human race (Orji, 2019). Finally, due to awareness and public concern, 
stringent environmental regulations and increasing demands by stakeholders for 
conserving natural environment, ecological issues are vital to manufacturing sector 
(Wang, 2019). 
 
On account of these factors, sustainable environment performance poses a critical 
research problem lending itself to further investigation by academic scholars and 
practitioners (Henao et al., 2019). In line with these considerations, scholars have 
considered the impact of different organizational and managerial attributes on corporate 
environment sustainable performance. It is done to determine whether for instance, the 
organizational and employee level attributes within an organization are significant 
determinants of performance (Cho et al., 2019; Ameer & Khan, 2020). 
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Past researches based on the Natural Resource Based theory indicate that 
organizational sustainability oriented culture can provide a significant contribution to 
corporate environmental performance as they can play a critical role in selecting and 
implementing strategic decisions that can have a significant impact on the 
organizational performance (L. Liu, 2019). Further, Natural Resource Based theory has 
been used to propose the deployment of environmental capabilities in order to 
implement pro-environment strategies for competitive edge (Mishra & Yadav, 2021). In 
this context, scholars have studied various dynamics of the relationship between the 
corporate culture, employee green values, behaviors and other organizational level 
antecedents of SHRM with environmentally sustainable performance (Sharma et al., 
2021; Mousa & Othman, 2020). However, initial research has suggested disagreements 
as few researchers propose that green values impact environmentally sustainable 
performance and sustainability oriented or green culture has a contribution in 
determining this relation on whereas others reporting as no significant relationship 
between the two concepts (Jang et al., 2017; Elshaer et al., 2021). 
  
Moreover, besides these conflicting findings, current literature is quiescent about the 
pathways through which employee green values, behaviors and corporate culture leads 
to enhanced environmental performance of the organization. Hence, researches that 
propose and explicate how the sustainability oriented corporate culture facilitates the 
organization to identify and exploit new opportunities that can have positive impact on 
environmental performance, thereby contributing in sustainable development goals are 
rare (Luu, 2019). This calls for further investigation to gain better insight of the 
phenomena under study. Particularly, limited explanation in prior literature regarding 
how employee green values and employee green behavior can influence organizational 
environmental performance for instance Y. Kim et al., (2019) and what is the role of 
organizational green culture in explaining the relationship between the aforementioned 
concepts provides the justification to determine this relationship. 
 
Since most studies lacked a theoretical grounding and failed to suggest testable 
frameworks that would enhance the understanding of corporate environmental 
sustainability (Jang et al., 2017), therefore, this paper aims to examine the association 
between employee green values and behaviors and corporate sustainable 
environmental performance through sustainability oriented organizational culture. Such 
exploration will be based on the insights from NRBV, and VBN theory along with 
scholarly literature pertaining to employee green attributes like values, competencies 
and behaviors, and sustainable corporate performance literature.  
 
Hence, our goal is to contribute to the available literature by first, attempting to resolve 
this apparent conflict regarding the organizational sustainability oriented culture and 
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sustainable environmental performance relationship. Then, we contribute by explicating 
the rationale for the conflicting findings. Further, present literature shows that the link 
between the organizational attributes for instance culture and environmental 
performance but employee level attributes facilitated through the culture like green 
values and subsequent green behavior have received limited attention. Current body of 
knowledge affirms the association between green human resource management 
practices and corporate environmental performance. However, research regarding the 
process of how environmentally aware and conscious employees implement green 
initiatives within the organization by giving due consideration to corporate green culture 
is deficient. In this regard, recent researches have underscored the paucity of research 
on the association between the organizational green culture and corporate 
environmental performance. Further, according to Daily et al., (2012), the culture’s 
mediating role between green human resource management and organizational 
performance is also under-researched domain. In support with this, it is affirmed by 
Roscoe et al., (2019) that one of the most pertinent topics of investigation by today’s 
researchers includes the interaction between green human resource management and 
organizational culture. This aspect has been catered in current research.  
 
Third, past studies assert that the association between green values and green 
behaviors for corporate sustainability is limited and some of the existing studies fail to 
establish connection between the two constructs (Chaudhary, 2020; Kraus et al., 2018). 
In this regard, determination of the logical association between green values and 
behaviors with environmentally sustainable performance and integrating them as a 
construct of reference in sustainable Human Resource research is another contribution 
of this research. Moreover, the current study indicates that the ability to harness and 
exhibit green values and behaviors is guided by corporate culture which is oriented 
towards sustainability and in turn positively influence the corporate environmental 
performance. In this way, we propose a conceptual model depicting the social 
processes through which green HRM influences individual green behavior (Dumont et 
al., 2017).Though organizational culture is linked to improved environment performance 
in literature, albeit to a limited extent (Magsi et al., 2018). Therefore, the study is one of 
the first, to the author’s knowledge that links organizational culture logically with 
environmental performance within the presence of green values and behaviors in a 
developing economy context. 
 
The fourth contribution to the literature is integration of the Natural Resource Based 
View and Value, belief norm model for explaining the sequential relationship among 
these organizational and employee level concepts. Specifically, based on the 
aforementioned theory, a theoretical proposition regarding green culture as a natural 
resource and an overall strategic orientation is provided which precisely elucidate the 
relationship between employee attributes, behaviors and the corporate sustainable 
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environmental performance. Fifth, this research is among the earliest that considers the 
interaction of macro and micro level antecedents of sustainable HRM and their logical 
relationship with the environmental performance in manufacturing sector. 
  
Finally, existing studies lack conceptual framework regarding the impact of green values 
and behavior on corporate environmental sustainable performance in developing 
country context (Saeed et al., 2019). Hence, we broaden the existing literature by 
connecting the employee values with employee green behaviors in a sequential 
manner. This leads to improved environmental performance of a manufacturing sector 
in a developing country context in the presence of green cultures which can manifest in 
green behaviors. This in turn facilitates in specifying strategic orientation in emerging 
economies; an important feat for manifesting significant benefits in the sustainability 
context. 
 
Subsequently, this research is critical as it provides that the sustainability oriented 
culture within the organization can bring a positive impact on environmental 
performance by inspiring pro-environmental values among employees which are 
translated in green behaviors and ultimately lead to better environmental performance 
for sustainable development. It means that a well-designed and executed culture with a 
focus on promoting green initiatives will enhance the chances for higher economic 
performance, which in turn facilitate in deciphering the corporate sustainability 
performance dynamics within the organizations by providing a suitable frame of 
reference. 
 
2. Method 
This research aims to make sense of inconsistent findings, fill the gaps in determining 
the relationship between the concepts, and proposing how sustainability oriented 
corporate culture leads to the indoctrination of green values and encourage green 
behaviors geared towards sustainable environmental performance and ultimately for 
sustainable development. Therefore, it adopts constructivist philosophy translated in 
qualitative methodology as done by previous researches proposing conceptual linkages 
among related concepts. 
 
As established in the guidelines provided by Torraco (2005), the concepts are 
operationalized through systematic literature review as they help in generating new 
perspectives and knowledge regarding the selected theme. Similarly, systematic 
literature review is also done as a technical procedure so that it can be referred and 
replicated in the future studies (Ridley, 2012). The systematic review process is also 
supplemented by unsystematic review as suggested by Smeeton, (2021) to improve the 
inclusion process of the articles. Meanwhile, the requirement of methodological rigor, 
reliability and validity is met by manifest content analysis approach which helps in 
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inspecting data and translating them in to meaningful codes, categories and themes. 
Following the studies conducted by Tranfield et al., (2003), key terms “corporate 
environmental performance”, “employee green values”, “pro-environment behavior”, and 
“sustainable corporate culture” were used to fetch scientific articles from databases like 
Web of Science, Google Scholar, JSTOR, ProQuest, ScienceDirect, Emerald and 
Elsevier. 
 
The inclusion criterion was that the keywords appeared in title and/or abstract. Articles 
from the last 30 years in English were considered. These years (1990-2020) were taken 
in to account because of the corporate sustainability, triple bottom line and related 
concepts (Elkington, 1998;McWilliam et al., 2016) have come under discussion only 
after the Brundtland commission report by United Nation. Articles irrelevant to 
sustainable Human Resource management like marketing, innovation and supply chain 
were considered redundant for this research and hence were excluded from the search 
(exclusion criteria). After that, the duplicate articles were removed and the titles and 
abstracts of the remaining articles were analyzed and special attention was given to 
articles exploring, examining and/or explicating the relationship between the concepts 
covered in the current study. Finally, additional relevant papers were also considered to 
enrich the findings through a closed-circle system (Kraus et al., 2018). 

 

3. Theoretical Background 

3.1. Sustainability oriented corporate culture and Sustainable Corporate 
Environmental Performance 
The concept of corporate culture has been defined very broadly in the past decades 
(Sackmann, 2011). It has emerged as a significant notion in business management 
literature after 1970 (Hofstede, 1980). According to the most widely accepted definition 
provided by Sackmann, (2011) and Schein, (2009) corporate culture is composed of 
unconscious beliefs, values and artifacts that influence how employees perceive and 
interact with each other within the organization. The artifacts are the visible 
organizational structures and processes.  The corporate culture model can be 
understood holistically when three levels of Schein (2009) are combined with Hatch, 
(2011) dynamic model which changes with the passage of time. However, one of the 
most pertinent theoretical lens which is applied to study corporate culture is Competing 
Value Framework (CVF) which is most widely accepted to understand the organization’s 
cultural typologies (e.g., Graafland, 2018). There are four types of organizational culture 
including hierarchical culture, clan culture, market culture and an adhocracy culture. 
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The first type primarily focuses on the internal environment and its stability. Clan culture 
also focuses on internal environment of organization but values flexibility and 
utilitarianism. Market culture, on the other hand, focuses on the external environment of 
the organization and gives importance to stability. Lastly, adhocracy culture has the 
flexibility of clan culture and focus on the external environment. 

Similarly, organizational green culture is a diversified concept which is described 
through terms like ‘eco-friendly culture, sustainability oriented culture, social 
sustainability culture, green culture and environment-friendly culture. All the terms refer 
to the extension of organizational culture to green context (Schönborn et al., 2019; Liu & 
Lin, 2020). 

For instance, a pro-environmental or organizational green culture’s definition of Schein, 
(2009) is extended by Norton et al., (2015), to include the premise of ecological 
conservation in business. Corporate culture consists of shared ideologies, perspectives 
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and practices including customs and traditions which steer the employees to act 
responsibly towards the environment while carrying out business operations. 

Green organizational culture (alternatively termed as sustainability oriented culture) is of 
great interest to scholars and organizational stakeholders as this caters to the question 
of how to obtain ecological balance. It promotes environmental development along with 
sustained economic growth based on politics, science and aesthetics and thus requires 
the involvement and commitment of employees and other stakeholders (Galpin et al., 
2015). Also, globalization has facilitated the benefits of incorporating environmental 
values and initiatives within organizational culture are shared by different economies. 
Many organizations are successfully accommodating initiatives within their culture as 
response to environmental issues to influence their attitudes and behaviors.  Theories 
like theory of reasoned action among many others have been identified by many 
scholars to establish the association between the impact of organizational green culture 
on variables like intentions, attitudes and behavior of employees since it ensures that 
business and HR practices are aligned to environmental sustenance. As identified by 
Cordeiro & Tewari, (2015) the association between the sustainabilit oriented culture and 
corporate performance is moderated by human resource practices since they install and 
maintain green culture within the organization. 

Sustainable corporate performance is defined as the achievement of economic or 
financial profits meanwhile conservation the environment and positively impacting the 
community (Huo et al., 2019). It deals with the minimizing of the adverse effects to 
environment and society brought about by the manufacturing activities during the 
extraction, procurement, production and waste management process ( Orji, 2019). 
Here, triple bottom approach comes in to play which refers to environmental, social and 
economic dimensions of sustainability. Together, they form a system which and these 
three aspects can be treated in parts or whole to achieve sustainable development 
goals need to considered. In the context of environment and specifically in terms of 
corporate sustainable environmental performance, the corporate performance is 
adopted by the study by Jackson et al., (2016). According to the latter, lowering of 
waste material and energy costs, reduction in fees regarding waste discharge and 
treatment along with compliance, provide sound criteria for gauging organizational 
performance. Studies like Magon et al., (2018) have attempted to present an 
association between organizational sustainability and performance. Further, earlier 
findings have postulated a positive association between ecological performance and 
industry’s growth and that level of pollution is an important measure of company’s 
ecological performance. 
 
Therefore, in accordance to these affirmations, redesigning of production process, clean 
technology utilization, reduction in corporate waste and its re-cycling will help achieve 
environmental performance.  Aspiring to promote green practices will help to achieve 
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competitive edge in this globalized and technological advanced world. Taking 
environmentally sustainable initiatives is beneficial to the economic health of the 
organization by encouraging organizational green culture and hence innovation. In 
recent and relevant literature evidence is provided regarding the interest of researchers 
in the corporate ecological performance (García-Machado & Martínez-Ávila, 2019). 
 
Moreover, according to Gupta & Gupta, (2020), different researches have been 
undertaken studies regarding green practices and they facilitate in gaining competitive 
advantage at corporate level and green human resource practices like S. Ahmad, 
(2015), and Tseng et al., (2018), environmental capabilities (Sung et al., 2017) 
environmental performance and green supply chains (Geng et al., 2017). Corporate 
culture (CC) is found to be an essential attribute to improve CS performance according 
to studies like Tseng et al., (2018) and Jabbour & de Sousa Jabbour, (2016). It is also 
observed that organizational culture has a string influence on employees’ behavior but 
also on the organizational performance outcomes (Boyce et al., 2015). Moreover, the 
link between organizational culture and performance have been investigated in multiple 
studies since 1980s which makes it evident that adoption of  sustainable oriented 
culture facilitates the corporate sustainability principles. A study conducted by Dyck et 
al., (2019) further provides different typologies of corporate culture and match them with 
the three dimensions of Triple Bottom Line. For instance, the market oriented culture of 
the organization is aligned with the corporate sustainable environment performance yet 
it needs further investigation and replication in different context.  
 
Further, many studies have explored the relationship between corporate culture and 
corporate accomplishments like Hatch, (2011). The resource based view states that the 
rare, precious and difficult to replicate cultures facilitate in the higher performance. For 
instance, the corporate sustainability cultures achieve competitive edge by cutting costs 
or generating revenues which lead to higher financial performance. Similarly, 
Schönborn et al., (2019) emphasized that corporate social responsibility in terms of 
internal and external stakeholders along with participative leadership are important 
cultural aspects to achieve organizational success. Other benefits of creating corporate 
sustainability culture include creation of socially sustainable working environment with 
positive impact on employee lives like job satisfaction, meaningful and rewarding work 
and sense of commitment, belonging and ownership. All of them lead to higher 
employee performance and cost reduction (Pinzone et al., 2019) This is also made 
possible because of minimizing of negative aspects at the workplace like absenteeism 
and employee voluntary turnover. In this type of positive work environment, continuous 
learning and growth opportunities are provided to employee improving organizational 
social capital which is capable of enhancing quality, productivity and innovation 
identifying new business opportunities. Above all, corporate sustainability culture 
enhance value creation, reputation and employer branding and enhancing the partners’, 
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employees (current and potential) and stakeholders perception that the organization is 
doing good and worth serving for, thereby improving partner commitment and better 
investor evaluation and investment  (Schaltegger & Burritt, 2018). 

Similarly,  study conducted by Dyck, Walker, & Caza, (2019) made an association 
between organizational culture and the importance it asserts on the triple bottom line 
approach and the sustainable performance of the organization in three aspects of 
sustainability by drawing on theories like configuration theory, framework like competing 
values and approach of triple bottom line. According to the findings, financially 
sustainable organizations are an outcome of hierarchical culture; socially sustainable 
outcomes are derived from the clan culture whereas for better ecological or 
environmentally friendly performance, a market culture is viable. Finally, an adhocracy 
culture has greater emphasis on holistic sustainable outcomes of the employees and 
organization.  

Further researches can be done on larger sample to test the findings and further 
configurations of organizational culture typologies and match them with Triple Bottom 
Line. However, previous researches as conducted by Wang, (2019) shows facilitation of 
organizational green culture and values in the launching of pro-environmental products 
and services. However, green culture’s role can be stifled on account of inadequate 
resources leading to competing goals, for instance prioritizing financial performance 
over environmental gains. Secondly studies also stress on the conflicting findings that 
organization’s existing culture may also inhibit bringing positive change in terms of 
environmental performance due to its inherent rigidity and the approach emphasizing 
“this is how things get done here” which makes culture an “insuperable barrier, which 
hinders and delays change (L. Liu, 2019). 

3.2. Green values and Corporate Sustainable environmental Performance 
Values are distinctive beliefs that act as a guide for attitude, actions and perceptions. 
They are manifested through unique patterns that are termed as conduct guides. Values 
provide motivation to perform a particular act (Hofstede, 1984). Moreover, values act as 
foundation on which people set their preference and decide their actions (Davidov et al., 
2008). In contemporary literature, employees’ values and behaviors are often discussed 
together through value-belief-norm (VBN) theory and supplies-values fit theory and they 
explain how individual values may impact their behavior. 
 
Florea et al., (2013) investigated the association between employee values and 
sustainability and found that altruism, empathy, along with reciprocity and personal self-
effacement are major values effecting Human Resource practices and promoting 
sustainability within the organization. Therefore, on the micro level or individual level, 
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Employee Green Values lead to higher pro-environmental engagement and participation 
in communal work by the employees.  
 
However, the relationship between employee green values and sustainable 
environmental performance needs further clarification on account of the dearth of 
research positing the relationship between the two concepts. Although, personal values 
rather than social values impact corporate sustainability performance and social 
change, the study does not make direct linkage between values with performance. 
Notwithstanding, employee green values are components of sustainable human 
resource management and it is often conceptually and empirically tested for its 
contribution towards environmental performance in contemporary literature which is an 
encouraging factor for proposing the link of individual antecedents of SHRM (for 
instance green values and behaviors) with corporate environmental sustainability 
performance. 

3.3. Green Behaviors and Corporate Sustainable environmental Performance 
Green behaviors can be described as any humanistic and caring dealing or conduct 
with peers in the organization, towards members of the society, public at large and 
towards the environment as well. These behaviors are considered as good deeds for 
the mutual benefit of the society (Ahmad et al., 2021). However, the literature is still 
lacking in the identification of those individual Green Behaviors that can promote 
organizational sustainability and sustainable performance for the entire ecosystem. 
Similarly, identification and distinguishing between pro-active behaviors towards society 
and environment can also be addressed since they might have different impacts on 
sustainability.  

Moreover, there can be a discrepancy between employee’s green behavior at the 
workplace and at home. This is because of the lack of incentives at the workplace for 
displaying environmentally friendly and energy conserving behavior. Also multiple 
employee share equipments at office which ease their self-efficacy in conserving energy 
and in either case, they feel less accountable to be more environmentally responsible at 
work. According to Das et al., (2021), the role of individual behavior is one of the most 
important determinants in the preservation of the environment However, it is also 
argued by Boiral & Paillé, (2012) that apart from employee personal green values there 
are other factors like corporate culture, support from the management and 
empowerment to exhibit such behavior which lead to employee green behaviors. 
However, employee green behavior is personal commitment which is activated through 
motivation, and encouragement instead of coercion or a specific culture and its 
demands. Additionally, according to Ramus (2002), employee’s desired or expected 
contribution towards environment policies are not always explicitly stated, but the 
employees when aligned with corporate culture and they have awareness regarding the 
organizational climate and what is encouraged. 
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In terms of the impact of employee green values and behaviors in the corporate 
performance, it is pertinent to note that GHRM impact on environmental performance is 
highlighted by Latan et al., (2018) and Fahim, Khan, Ahmad, & Ali, (2019). The relation 
between the GHRM and environmental commitment is discussed by Menguc & Ozanne, 
(2005) while GHRM impact on environmental performance is highlighted by Daily et al., 
(2012) and  Kim et al., (2019). Many studies have highlighted the its impact on the 
employee/individual behavior for instance the research done by Pham et al., (2019). 
Employee green or pro-environmental behavior compensates for any lack of 
environmental prioritization in corporate policies and contributes to better environmental 
accountability and hence performance. Through their pro-environmental performance, 
corporations can contribute to the attainment of SDGs 8 and 10 (Chams & García-
Blandón, 2019). For instance, the study conducted by Jiang et al., (2017) finds that 
sustainable performance is supported by green behavior. Additionally, approximately 
50% or more of this relationship is mediated by the voluntary green behavior which 
comes under the domain of organizational citizenship behavior. However, the 
relationship between employee green values and behaviors on corporate environmental 
performance need further investigation (Raineri & Paillé, 2016). 

3.3. Theories 
The natural resource based theory and values-beliefs-norms theory are employed in 
this study to explain the relationships among the constructs. Natural resource-based 
view (NRBV) of the firm is initially proposed by Hart (1995). It is employed as the 
foundation for comprehending the impact of organizational green culture on the 
achievement of a firm’s competitive advantage. The sources of competitive advantage 
are those resources which are valuable, rare, of limited mobility and difficult to emulate. 
Competitive advantage is actually difference among the organizations on comparable 
dimensions and the competitive edge of a firm means its better performance and 
position as compared to the rival firms. In this regard, Pan et al., (2020) and Menguc & 
Ozanne (2005) assert that agile and adaptable firms are responsive to evolving 
environmental concerns by developing new resources. Therefore, organizational green 
culture can be one of such sources if it has the aforementioned characteristics and 
difficult to imitate by competitors. It can lead the employees to acknowledge 
environmental concerns as basic values of the organization and hence stimulate healthy 
and productive competition among organizations (Bansal, 2003). Values pertaining to 
environmental preservation can be achieved, subsequently leading to competitive edge  
(Pan et al., 2020). This sustainability oriented culture translates in to matching 
strategies and create brand reputation. This means that if competitive advantage is 
based on fitting employee behavior and business value, then green culture can benefit 
the organization. Studies like those conducted by Machado & Ávila, (2019) investigated 
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the associated of organizational green culture with ecological performance from the 
perspective of Natural Resource Base theory. 
 
The rationale behind the value- behavior-norm theory is found in the deficiency of the 
earlier theories like Theory of Reasoned Action and Theory of Planned Behavior both of 
which could not fill the gap between behavioral intention and actual behavior (Huang et 
al., 2016). It means that personal environmental beliefs concerning ecological worldview 
(NEP) are influenced by personal/employee values NEP view is oriented towards how 
one considers “adverse consequences” or the “perceived ability to reduce threat” and 
then triggers personal norms. They in turn establish how individuals respond to 
environmental threats (behavior). According to many researchers like Steg et al., (2005) 
who applied Value behavior norm theory find it valuable for predicting environmental 
behavior. Research also shows that environmental concerns/beliefs influence 
environmental behavior. 
 
Here we are bridging the gap between employee green values and sustainable 
environment through the missing constructs with the help of the above mentioned 
theories which signifies the novelty of the proposed model. Figure 2 illustrates the 
conceptual model after demonstrating the theoretical depiction from the literature in 
figure 1:  

 
 

Strategic Human Resource Management 
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2. Org. Capabilities 

3. Green Competencies 

4. Green HRM 
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Corporate Sustainability Performance 
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1. Environmental 
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3. Economic 
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Figure 1: (Amrutha, 2019; Mahmood, et al. 2016) 
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Figure 2:  Conceptual framework. 
 

3.4. Proposition Framing: Association of Employee green values with Corporate 
Sustainable Environmental Performance through Organizational Green Culture 
and Employee Green Behaviors  

Empirical studies, such as Andersson et al., (2005) and Schultz et al. (2005), have 
reported a significant impact of personal environmental values on individual 
environmentally friendly behavior. These findings suggest a direct relationship between 
personal green values and employee green behavior. Interestingly other studies 
contradict this direct and significant relationship by referring to the ambiguity in the 
conceptual language used for employee values interchangeably used with 
environmental attitudes, environmental concern, and environmental worldview despite 
having related but not same meaning. Further, according to Kim et al., (2019) and  
Hameed et al., (2020), the link between employee values and green behaviors needs 
more understanding. Research examining the relationship between values and 
environmental behavior has focused primarily on two of Schwartz’s value categories: 
self-transcendence and self-enhancement. It means that the direct association between 
green values and green behavior is small and according to self-enhancement 
perspective, the association is negative. Therefore Schwartz’s norm-activation model of 
altruism provides an explanation of the weak relationship between values and behaviors 
of employees. Formally put the association between the values and behaviors is 
moderated via the awareness of harmful consequences to others and ascription of 
responsibility of our potentially problematic actions. Therefore it was found in the recent 
literature that there is a positive relationship between the two concepts and values drive 
the employees green behavior (Hameed et al., 2020). In light of the supportive findings 
from the literature, the following is proposed: 
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Proposition1:  there is a direct association between employee green values and 
employee green behaviors where green values precede green behavior. 

3.4.2. Association between Employee green values and Green Behaviors via 
Organizational green culture 

Many industries have emphasized the importance of employee green behaviors for the 
achievement of their green development goals. However, to date, there is a dearth of 
central concern by the academicians and practitioners regarding the mechanism of 
promoting employee green behaviors through interaction between employees 
(individuals) and the organizations (environment) which is known as person-
organization fit. The fit means the degree of consistency between individual’s 
characteristics (including personality, values, belief, norms, goals and attitudes) with the 
organizational attributes (vision, mission, goals, strategies).This fit can be of three 
types, values fit, need-supplies fit and demand-abilities fit and the fit model has an 
influence on the employee green behaviors (both within and outside employee’s scope 
of responsibility). According to the findings of Mi, et al., (2020), the person-organization 
fit can positively influence employee green behavior at the work place. Moreover, it has 
been found that these typologies of person-organization fit have diverse influencing 
paths and effect-strengths on employees' task-related green behavior and proactive 
green behavior. For instance, a value fit has highest incentive effect on green 
behaviors, followed by demand-fit, whereas the need-supplies fit encourages eco-
helping behavior only.  

Interestingly, the reason for the strong impact of person-organization’s value fit on 
behavior is the moderating contribution of organizational culture. It is because of the fact 
that individual values are representative of people’s beliefs, judgments and ethics on the 
basis of which they are likely to behave in particular manner and set their life goals. 
Similarly, according to Hofstede et al., (1990), organizational values form the basis of 
organizational culture. They are normative beliefs commonly shared by employees. 
These values decide how organizations will prioritize goals and allocate their resources 
accordingly. Previous studies suggest that a conducive and facilitating organizational 
culture has a potential to promote extra role behavior (alternatively known as 
organizational citizenship behavior) in individuals. When there is an employee-
organization value fit, employees’ sense of belonging and commitment is increased. 
Conversely, their turnover intentions are reduced and resultantly, they form favorable 
attitudes and behaviors towards the organization (McWilliam et al., 2016). OGC is 
important in the adoption of ecological regulations and standards, development of green 
innovation and earn environment friendly reputation. Hence, it can be inferred that 
employee green behaviors are promoted through better employee-organizational value 
fit (Mi, et al., 2020).  

https://www.frontiersin.org/articles/10.3389/fpsyg.2020.568385/full#B45
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Meanwhile organizational green culture helps in the identification, analyzing, solving 
problems and developing strategies. According to McCullough et al., (2016), this 
supports the organization in navigating through the ecological values. In this way, 
organizational green culture reflects that a cultural transformation is required for 
collective awareness and actions towards the stakeholders and the environment 
(Pellegrini et al., 2018). According to Liu & Lin, (2020), as organizational culture has 
been largely discussed in Management and Business literature, green organizational 
culture and its impacts on socially and environmentally friendly organizational 
behaviors. Therefore, it was found that organizational green culture act as a catalyst to 
convert employee green values to green behaviors, and based on this logical 
association, the following is proposed: 
 
Proposition two: Employee green values are facilitated by organizational green 
culture and are translated to employee green behaviors in the manufacturing 
organizations. 

3.4.5. Employee green values, employee green behaviors, Organizational green 
culture and Environmental Sustainable Performance in the manufacturing sector 
 
Although the extant literature does not signify a direct linkage between the employee 
green values, behaviors and sustainable performance via Organizational green culture, 
it can affirmed that the contribution of sustainable HRM is often discussed with respect 
to corporate sustainable performance (Pellegrini et al., 2018). Sustainable HRM is the 
umbrella concept under which employee green values, behaviors and corporate green 
culture are discussed meanwhile environmental performance is a dimension of 
corporate sustainable performance according to Chams & García-Blandón, (2019); 
Mariappanadar, (2020) and Wijethilake, (2017). This encourages the exploration of 
relationship among the individual constructs within these umbrella concepts and their 
likely interaction with each other. There are few studies which relate employee green 
values and green behaviors and others deal with the relationship between green 
behaviors and environmental performance for instance Elshaer et al., (2021) but they 
are limited in manufacturing sector. Similarly they do not discuss the logical connection 
of these concepts through missing constructs (Naz et al., 2021). Also, with reference to 
the contribution of organizational culture, some scholars the role of organizational green 
culture navigating employee green values and manifest them through green behaviors 
to a limited extent since these are not the primary constructs of interest in their study. 
However, it is found in some studies that if personal values of environmental protection 
are not encouraged within the organization by the management, the employees are 
more likely to not activate their green values within the workplace setting. Moreover, 
green behaviors act as a collective force to promote environmental sustainability 
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performance, meaning that the organization in which the employees’ exhibit green 
behavior is likely to excel in environmental performance.  
 
Hence, employee green behavior guides corporate strategic planning and impacts pro-
environmental processes. This is how ecological and social concerns are embedded in 
the corporate business model. This implies that the organization is highly adaptive, 
resource efficient and capable to sense, seize and reconfigure opportunities in the 
external environment. It results in the creative solutions to ecological concerns (Amini et 
al., 2018). Such corporate practices include efficient waste management, curbing 
hazardous emissions and renewable energy utilization, among others. In this manner, 
organizational green culture presents a holistic approach achieving ecological 
sustainability. In this regard, Sharma, et al., (2021) suggests that green behaviors are 
supported by green culture. Conversely, employee green values will not result in green 
behavior if the organizational culture is not sustainability oriented. As a result, it can be 
inferred that the employee green values are facilitated by organizational green culture 
and therefore manifest in employee green behaviors which ultimately leads to 
sustainable environmental performance as discussed by Wang, (2019). According to 
the findings of this paper, it is evident that environmental performance and competitive 
advantage is predicted through and supported by organizational green culture. Based 
on this justification, the following is proposed: 
 
Proposition three: The association between employees’ green values and green 
behaviors is influenced by organizational green culture leading to organizational 
environmental sustainability performance. 
 
4. Findings 
This research explored the influence of the employee’s green values on the corporate 
sustainable environment performance in the manufacturing sector with a mediating role 
of organizational green culture and employee green behaviors. The findings of this 
research provide strong credence to the Natural Resource Based Theory by further 
supplementing the relationship between organizational green culture and corporate 
environmental sustainability performance. This is because enhancing stakeholder 
perceptions of the firm's environment performance can assist with rankings in 
sustainability indices such as the Dow Jones Sustainability Index and attract further 
investment (Amini et al., 2018). Moreover, the research has also contributed towards 
Norm, Value, Behavior theory and Person-organization fit theory by supporting the 
positive relationship between employee green values and employee green behaviors 
and proposing that the green values are the precursors for employee green behavior.  
 
The findings of this research illustrate that a employees green values can have a 
positive association with employee green behaviors, suggesting that if employees do 
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not have environmentally conscious inherent values, they are unlikely exhibit such 
behaviors in the workplace and if the employees have pro-environmental values, they 
are more likely to take green initiatives like energy conservation, efficient utilization of 
resources by reducing and managing waste, recycling, water conservation (Norton et 
al., 2015). Thus, these findings support proposition 1 of this research stating that:  there 
is a positive relationship between employee green values and employee green behavior 
whereby green values precede the green behavior. This is in congruence with the 
results of Ababneh, (2021) and Fawehinmi et al., (2020) who argued on the basis of 
person-organization-fit theory that there is a significant role of certain personality traits 
in moderating the associations between HRM practices and employee green behavior 
and their commitment to environmental cause. This contrasts with the findings of Wu et 
al., (2019) which could  not support a significant association between utilitarian work 
values and employee green behaviors on account of a plausible reason that millennial 
generation employees having utilitarian oriented work values may have greater focus on 
in-role performance to achieve material or financial gains. Our results favor studies such 
as Saleem et al., (2021) which statistically established a positive relationship between 
employees’ harmonious environmental passion and employee green behavior and 
between employees’ environmental commitment and employee green behavior. 
 
Despite, contradictory yet interesting findings by Tepe Küçükoğlu & Pınar, (2015) in 
which the extrinsic rewards and company rules convert the employee green values to 
green behavior in developing country context, our findings support the aforementioned 
literature. Therefore our second proposition stating employee green values are 
facilitated by organizational green culture and are translated to employee green 
behaviors in the manufacturing organizations, is also supported and consistent with  
Pham et al., (2019), emphasizing that green organizational culture can unlock employee 
commitment for the environment which includes the values, green intentions and green 
behaviors. 
 
Finally, the study’s findings indicate that the positive association between employees’ 
green values and green behaviors is facilitated by organizational green culture and 
leads to organizational environmental sustainability performance, supporting our third 
proposition. Our findings support Iqbal, (2018) in developing country context, indicating 
that employees green values and behavior can have a positive impact employee 
environmental sustainability performance. Also, the study supports the findings of Kim 
et al., (2019) and Ong et al., (2019) regarding positive and significant relationship 
between employee eco friendly behavior and environmental sustainability performance. 
Similarly, our findings compliment the study conducted by Lee, (2020) according to 
which employee behaviors can highly influence corporate sustainability performance. 
Depending on contextual or/and relational factors, employee behaviors can either 
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encourage more organizational citizenship behavior or alleviate counterproductive work 
behavior.  
Hence, we showed that organizational green culture moderates the relationship 
between employee green values and employee green behaviors which in turn lead to 
corporate environmental sustainable performance of developing country. 
 
5. Research Implications 
The findings of the present study have several noteworthy implications for businesses in 
general and practitioners in particular.  Also, it contributes to the field of sustainable 
human resource management; firstly, it establishes that employee is pivotal to 
sustainable environmental performance. Their green values, once translated into green 
behaviors form the core of the business aspiring for green management in their 
organization. Therein, the current study is based on the significant relationship between 
sustainable HRM antecedents and organizational ecological performance. It presents a 
psychological and sociological path from green values which culminate in to green 
performance. Individual green value implies that organizations aiming and aspiring for 
inducing green initiation and activities in the company may take a great start from this 
point. Through revitalizing SHRM related activities with a green flavor could help them 
highlight and motivate employees towards realizing company focus and attribution 
towards values thus enhancing their green behavior accordingly. This also implies that 
when organization establishes a green culture, it will lead to development of a sense of 
understanding and concern for the environment in the employees as well. Hence, 
organizations need to work on refining the green culture to ensure the employees 
develop the similar values. This implies that organizations should work on developing 
policies, practices and procedures that would yield support and provide a blueprint for 
business and its human capital to work accordingly. Moreover, based on the significant 
moderation results of green culture, organizations are implied that with the help of green 
management practices in place, employees will be able to responsively capitalize upon 
their green values to further their individual green behaviors. It leads to a conclusive 
assertion that all the green initiations and practices can responsively go hand in hand to 
help employees enhance organizational environmental performance (AlZgool, 2019).  
 
Precisely, this research enriches the sustainable human resource literature by 
proposing organizational green culture as a construct of reference for imminent 
researches. Secondly, by developing the conceptual linkage between employee green 
values, behavior, organizational corporate culture and sustainable environment 
performance, this research advocates that the organizational green culture acts as a 
facilitator in adoption of green behavior in the workforce and it can ensure a smooth 
transition from traditional manufacturing approaches and it will facilitate the adoption of 
a more holistic approach of conducting business by undertaking the four R strategies of 
reducing, reuse, remanufacture and recycle (Beekaroo, Callychurn, & Hurreeram, 
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2019). Third, by enlightening the conceptual linkage between employee green values 
and sustainable corporate performance, this research shows that employee green 
behavior can help reduce the consumption of energy and hazardous materials which 
culminates in sustainable ecological performance. This has a potential to improve the 
overall environmental situation and also ensure compliance with environmental 
regulations and standards.  
 
According to the premise of this research organizational culture cannot convert 
employees’ apathy towards green values in to green behavior just on the sole basis of 
the organizational culture. To put simply, if employees don’t inherent possess green 
values, organization green culture is unlikely to create values among the employees 
since values are part of intra personal attributes. Therefore, organizations can focus on 
recruiting employees having good fit with the organizational values. Additionally, the 
management should appropriately appraise workers’ green behavior and align their 
behavior to pay and promotion. Organizations should also encourage and motivate 
employees to be engaged in green activities and contribute to environmental 
management. 
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