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Abstract 

The major purpose of this paper is to study theoretically the associations between environment 

management and organizational non-financial performance, and Green Human Resource (HR) 

practices and organizational non-financial performance. Further, this research is dedicated to 

examine the moderating effect of Green Human Resource (HR) Practices on the association 

between environment management and organizational non-financial performance. The present 

study is a review based journey of 31 years covering the time period of year 1986 to 2017. More 

than 75 papers have been studied in order to justify the attempt. Results indicate that both 

environment management as well as Green HRM practices has positive relationship with 

organizational non-financial performance. Further, it is concluded that Green HR practices act 

as moderator for the relationship between environment management and organizational non-

financial performance. 

Keywords: Environment Management, Green Abilities, Green Human Resource Practices, Green 
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Introduction 

In the present time, corporate world is getting more advanced and highly technical. Due to 

globalization, economies are facing most complicated issue of climate change. India is also not 

far away of this. It stands at a moment in which “organizations” has the duty of acting ethically 

towards the environment management strategies, sustainability and Corporate Social 

Responsibility (CSR). So, there is a requirement in the business society to introduce new and 

environment friendly techniques instead of a conventional system i.e. Green Human Resource 

Management (Green HRM). In the vicinity of research, Green HRM is defined in many ways.  

It can be defined as “A set of distinct but interrelated activities, functions, and process that are 

directed at attracting, developing and maintaining firm’s human resources” (Lado & Wilson, 
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1994, as cited in Cherian & Jacob, 2012). In the words of Gayathri & Karthikeyan (2013), 

integration of corporate environmental management into human resource management is termed 

as Green HRM. Nijhawan (2014) explained that Green HRM involves understanding of 

environment-friendly initiatives which results in greater efficiency, lower cost and better 

employee engagement. Ahmad (2015) also stated that HRM is concerned with transforming 

normal employees into Green employees so as to achieve environment goals of the organization 

and to make a significant contribution to environment sustainability. Numerous researchers 

(Hallier, 2001; Harris & Crane, 2002; Renwick et al., 2008; Jabbour, 2011; Gill, 2012; Kumari, 

2012; Chang & Chen, 2013; Shi et al., 2013; Wu & Wu, 2014; Pillania, 2014; Rani & Mishra, 

2014; Ahmad, 2015; Uddin & Islam, 2015; Bangwal & Tiwari, 2015; Longoni et al., 2016; 

D’Mello et al., 2016; Sarode et al., 2016; Pawar, 2016) etc. contributed to support and raise the 

awareness of Green HRM.  

Yusoff et al. (2015) summarized that Green HRM is comprised of practices such as Corporate 

Social Responsibility (CSR activity), Work Life Balance (WLB), Electronic Human Resource 

Management (E-HRM) and Green Policies. CSR means green initiatives emerge from corporate 

vision, mission and objectives (N.N., 2015; Sheopuri & Sheopuri, 2015). Green Work life 

balance is defined as the reconciliation of work life and private life with regard to environmental 

values, attitude and behavior (Ahuja, 2015; Ashraf et al., 2015; D’Mello et al., 2016). The green 

work life balance includes job sharing scheme, telecommuting, teleconferencing, transportation 

pooling, flexible work schedule and wellness programs etc. Yusoff et al., (2015) identified some 

green policies based on the use of technology like: E-Recruitment, E-Letter, E-Training, E-

Application, E-Job description etc. Green policies mean which are friendly to environment, 

Health and Safety (EHS) and conserve the knowledge capital (Jackson et al., 2011; Arulrajah et 

al., 2015). Therefore, organizations increasingly comprehend the significance and requirement of 

‘Going Green’ with respect to their policies, process and practices. It is the responsibility of HR 

managers to create awareness among the youngsters and employees about the policies of Green 

HRM. The adoption of these policies has presented a number of advantages which would 

ultimately benefits to the firm. 

Present body of theoretical research revolves around three variables–Green HR practices, 

environment management and organizational non-financial performance. A number of studies 
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(Cooke, 2000; Shi et al., 2012; Wu & Wu, 2014; Miller et al., 2016) described the relationship 

between Green HR, environment management and organizational financial performance. All 

these studies have elucidated firms’ performance which has included both financial and non-

financial performance. These studies have been devoted to the measurement of financial 

performance more in relation to Green HR practices as well as environment management and 

non-financial performance has been ignored which is also evident from the existing literature. 

Infect, now a day’s non-financial performance is in high demand as financial performance 

indicates the traditional measures only (Kaplan & Nortron, 2001) whereas, non-financial 

measures have long-term aim on increasing customer loyalty, attracting new customers, 

improving perceived company image and reputation (Kotkane & Merlino, 2012). Hence, in order 

to bridge this above stated gap and strengthen the understanding about the subject, current study 

is designed with following objectives: 

Objectives and Methodology 

The following objectives are framed in order to carry out the proposed study: 

(1) To study the relationship between environment management  and organizational non-

financial performance; 

(2) to study the relationship between Green HR practices  and organizational non-financial 

performance; and 

(3) to study the moderating effect of Green HR practices on the relationship between                                        

environment management and organizational non-financial performance. 

This study is explorative cum descriptive in nature. It is primarily based on the secondary data 

which have been collected from various journals and websites to ensure detailed understanding 

of subject. The study covers total time period of 31 years spanning from year 1986 to 2017. 

This study would make a number of valuable contributions to the existing literature. Novel 

aspects of the relationships between environment management and organizational non-financial 

performance; and Green HR practices and organizational non-financial performance would be 

explored. Further, Green HR practices would present itself as moderator for the relationship 

between environment management and organizational non-financial performance.  
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The social science researches, in particular, define moderator as the variable that “interfere” in 

the relationship between an independent variable and its corresponding dependent variable. 

Before introducing a moderator into the model, the effects of independent variable X on its 

dependent variable Y must exist and significant. Thus, when a moderator M enters the model, the 

causal effects would change due to some “interaction effect” between independent variable X 

and moderator variable M just entered. As a result, the “effects” of X on Y could either increase 

or decrease (Namazi & Namazi 2016). With this backdrop, Green HR practices will act as 

moderating (invention) variable in the present setup; environment management will act as 

independent (predictor) variable and organizational non-financial performance as dependent 

(outcomes) variable. Environment management tends to increase organizational non-financial 

performance. This explains that environment management and organizational non-financial 

performance has positive relationship. This association is also confirmed by numerous 

researches. But the interesting part is that if Green HR practices interferes this association as 

moderator then what will happen? There is hardly any published research on this question mark 

i.e. the moderating effect of a firm’s Green HR practices on the association between environment 

management and non-financial performance in Indian context.  There is only research that shows 

the moderating effect of ‘Green HRM’ on the association between proactive environmental 

management and financial performance (O’Donohue & Torugsa, 2015). This provides support to 

present study. 

Green HR Practices and Theory of Ability-Motivation-Opportunity (AMO) 

Lee (2009) revealed that Green HR practices help organizations to find different ways to cut cost 

without losing their top talent; unemployment and part time work. According to Gill (2012), the 

practices of Green HR should be explained by the HR processes such as: recruitment, training, 

compensation etc. It engages environment friendly HR programs that would result in greater 

efficiencies, lower costs and better employee engagement and retention which in turn, help 

organizations for job-sharing, car-sharing, teleconferencing and virtual interviews, recycling, 

telecommuting and on-line training, and also helps to reduce employee carbon footprints. In the 

words of Nijhawan (2014), Green HR practices are the actual Green HRM programs, processes 

and techniques that actually get implemented in the organizations in order to reduce negative 

environmental impacts or enhance positive environmental impacts on the organizations. From 
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the definitions, it is confirmed that Green HR needs the involvement of all the organization 

members in order to make organization Green HR practices is based on the theory given by 

Appelbaum (2000) i.e. AMO (Ability-Motivation-Opportunity). This theory is taken as base for 

present study. Renwick et al. (2013) defined AMO theory based HR practices that work as to 

increase employees’ ability through attracting and developing high performance employees, 

enhancing employee’s motivation and commitment using reward and effective performance 

management system and providing employees with the opportunity to get engaged in knowledge 

sharing via employee involvement (EI)  programs. The results of this theory are: high 

productivity, reduction in wastage, high quality and more profit (Appelbaum et al., 2000). AMO 

based green HR practices are explained in the table given below: 

Table 1: AMO Model based Green HR practices 

Three 

Dimensions of 

AMO Model 

Green HR Practices 

To Develop 

Green Abilities 

 

1. Job Analysis and Design:-Designing and implementing new job and 

position that exclusively focus on environment. 

2. Green Planning:-Organization engaged the employees who have 

knowledge of environment initiatives/programs/activities. 

3. Green Recruitment:-Organization prefers to recruit candidates who 

have competency and attitudes to participate in sustainability. 

4. Green Selection:-In selection, environment related questions are 

discussed and considered candidates’ environment concern and interest 

in environment related policies. 

5. Green Training and Development:-The training practices mean 

learning environmental friendly best practices and establishing a 

favorable environment culture for the employees. 

To Motivate 

Green 

Employees 

 

6. Performance Evaluation:-It is linked to the specific Green goals and 

tasks; measure environment performance standards across different 

units of the firms. To evaluate employee’s job performance according 

to Green-related criteria to find out deviation and correct them. 

7. Compensation:-To give financial incentives such as money to 

employees for their good Green performance and to give non-financial 

rewards such as praises and recognitions to employees for motivation. 
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To Provide 

Green 

Opportunities 

 

8. Employee Involvement (EI):- EI practices include schemes for 

suggestion and problem-solving group. Using employee involvement 

domain is not only seen as changing how processes are performed, but 

also in terms of worker’s health and safety too. 

9. Employee Empowerment:-Empowered employees have the autonomy 

and decision making power for the improvement in the environment. It 

also gives grants to encourage employees and their families to get 

concerned in confined ecological projects. 

10. Employee Engagement:-Supportive supervisor behaviors to 

develop employee engagement in environment sustainability. 

Source: Literature Review 

AMO theory has illustrated almost all major HR policies segregated into three parts viz; Green 

abilities which are comprised five major HR policies devoted to developing the abilities among 

the employees. Motivating Green concept amongst employees is devoted to two major policies 

that are linked directly to the performance and compensation. These two practices are true 

motivating practices for the employees. Green Opportunities constituting three major practices 

are devoted to providing opportunities to the employees for their mental as well as physical 

development through engagement, empowerment and involvement.  
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Tables 2: Mile Stone Studies explaining Green HR practices 

 

Author 

 

Job 

Analysis 

and  

Design 

Green 

Planni

ng 

Green 

Recruitm

ent 

.Green 

Selecti

on 

Green 

Training 

and 

Developmen

t 

Performa

nce 

Managem

ent 

Compensa

tion 

Employee 

Involvem

ent (EI) 

Employee 

Empowerm

ent 

Employe

e 

Engagem

ent 

Hailor, 

2001 
                

Daily & 

Steiner, 

2007 

                

Renwick et 

al., 2008 
                

Jackson et 

al., 2011 
               

Jabbour, 

2011 
               

Gill, 2012                  

Cherian & 

Jacob, 2012 
                  

Opatha, 

2013 
                 

Renwick et 

al., 2013 
                    

Arulraja et 

al., 2015 
                    

Nijhawan, 

2015 
                

Ahmad, 

2015 
                

Ashraf et 

al., 2015 
               

Mehta & 

Chugan, 
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2015 

Sayad, 2015                  

Bangwal & 

Tiwari, 

2015 

                

Sengupta & 

Sengupta, 

2015 

               

Sheopuri & 

Sheopuri, 

2015 

                

Guerci & 

Carollo, 

2015 

           

Udin & 

Islam, 2015 
               

R & V, 2016               

Rajab et al., 

2015 
              

Pawar, 

2016 
              

Longoni et 

al., 2016 
                

Guerci &  

Carollo , 

2016 

                   

Miller et al., 

2016 
           

D’Mello et 

al., 2016 
                 

Source: Literature Review 
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Table 2 explains numerous studies that confirm the above given Green HR practices in the existing 

literature. 

Environment Management (EM): Concept, Implications and Practices  

Bangwal & Tiwari (2015) specified that environment management is a strategy to manage the 

environment. Environment management can be understood as the organization wide process of 

applying innovation to achieve sustainability, waste reduction, social responsibility and competitive 

advantage (Hadden et al., 2009 as cited in Jabbour, 2011). According to the ISO 14001 Standards, 

EM is defined as “Part of an organization’s management system used to develop and implement its 

environment policy and manage its environment aspects”.  

According to Daily & Haung (2001), environment management contains numerous categories such 

as policy (guidelines), planning (objectives and targets), implementation (design structure), checking 

(monitoring), corrective action, and management review (continuous improvements). In the light of 

Ahuja (2015), environment management means conservation and preservation of natural 

environment and minimizing environment pollution. EM can provide a systematic approach for firms 

to implement responsible environment practices within their organizational structures (Shi et al., 

2012).  

Similarly Lansiluoto & Jarvenpaa (2008) also stated that for effective performance, sound 

environment practices are needed that support the whole execution and preservation of environment 

management in the organizations. Base for this study includes the three environment management 

practices i.e. Planning and Organizational Practices, Operational Practices and Measurement 

Practices (Benito & Benito, 2005). These practices help for the effective implementation of 

environment criteria in the organizations.  

O’Donohue & Torugsa (2015) revealed that there is a requirement of environment management 

practices in the organizations because it is essential rather than desirable. Some representative 

researches have been gathered and presented below that explains the three important practices of 

environment management. 

 

 

 

Table 3: Environment Management Practices 

Author Environment Management Practices 

Benito & 

Benito, 2005; 

1.Planning and Organizational Practices:-It includes environment policy, 

established environment objectives, selecting and implementing environment 
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Greava et 

al.,2013; Daily 

& Haung, 

2001; Wayne 

& Nuttaneeya 

2015; Longoni 

et al., 2016 

practices and assessment of the outcomes of such practices and allocating 

environment responsibilities. 

2.Operational Practices:-Focus on designing and developing more ecological 

products and implementing manufacturing, operational methods and processes 

in such a way that impact on the natural environment are reduced. 

3.Measurement practices:-Areas covered under it are monitoring, corrective 

and preventive action, records and environment management audit. 

Source: Literature Review 

Organizational Non-Financial Performance: Concept and Measures 

Wu & W in 2014 defined that organizational performance can be used to assess the outcome of an 

enterprise’s strategic action and works between the organizational target and organizational results. 

Cooke (2000) argued that organizational performance is the mixture of the productivity, efficiency, 

effectiveness and more recently competitiveness. According to Jacskon (2011), organizational 

performance includes the criteria of reliability, validity and fairness among the organizations. 

Spangenberg & Theron, 2004; Kotane & Morlino, 2012; Georgescu et al., 2017 explained that 

performance measure includes both financial and non-financial indicators. But as explained by 

Kaplan & Nortron (1996) financial performance indicates the traditional measures. It is also termed 

as lagging indicators that communicate what was actually happened in the past, it does not provide 

information about the future (Spangenberg & Theron, 2004). Further, traditional accounting 

measures often fails to supports investment in new technology, diversity in market that are essential 

for successful performance in global market (Spanggenberrg & Theron, 2004). Moreover, financial 

measure includes only tangible measures like market share, revenue growth, growth in sale and 

profitability but it doesn’t include intangible measures like customer satisfaction, product 

development, service performance and staff professional competence etc. (Georgescu et al., 2017). 

Due to these limitations, the needs for non-financial measures are felt.  

In the view of Kotkane & Merlino (2012), non-financial performance measures are better indicators 

for future financial performance rather than lagged financial measures. These measures have a long-

term aim on increasing customer loyalty, attraction of new customers, improvement of perceived 

company image and reputation. Kaplan & Nortron (2001) opined that non-financial measures have 

more informational content than financial measures. According to the researcher Spangenberrg & 

Theron (2004), the measurement of non-financial performance includes three aspects: (1) customer; 

(2) internal business processes; and (3) learning and growth. According to Georgescu et al. (2017), 

non-financial measures include both Subjective as well as Objective non-financial measures. A 

subjective indicator defines the company’s prospects and objective measures include indicators 

related to organizational activities and satisfaction to client/customers. The details of subjective and 

objective non-financial indicators are explained in table given below: 
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Table 4: Subjective and Objective Non-Financial Measures 

Author 
Subjective Non-Financial 

Measures 
Objective Non-Financial Measures 

Spangenberrg & 

Theron, 2004; 

Kaplan & Nortron, 

1996; Kaplan & 

Nortron, 2001; 

Kotkane &  

Merlino, 

2012;Georgescu et 

al., 2017 

• Long-term perspective of the 

business  

• The ability to gain new skills / 

knowledge in an efficient way  

• The will to share knowledge in 

the organization  

• Degree of cooperation with the 

other departments in the 

organization  

• State of mind/morale of the  

• Employees in the department  

• Management / leadership style  

• Degree of loyalty to the 

company 

Indicators related to organizational  

activities                                                                                 

• Equipment productivity   

• Degree of material usage  

• Efficiency of inner organization  

• Duration of production cycle  

• Stock level  

• Work productivity 

• Production volume 

• Number of flawed products  

• Number of newly launched 

products  

• Efficiency of new product design  

 Indicators related to the employees  

• Satisfaction of the employees  

• Level of employees’ skills  

• Degree of employees’ 

empowerment  

• Level of safety measures  

• Level of the employees training  

• Turnover on every employer  

• Degree of absenteeism  

 Indicators related to the client  

• Market share  

• Time necessary to fill the client 

orders  

• Delivery performance  

• Time to answer to the problems of 

the  clients 

• Product flexibility  

• Client satisfaction  

• Degree of client attraction  

• Degree of client retention.  

Source: Literature Review 

Relationship between Environment Management (EM) and Organizational Non-Financial 

Performance  

There is a conflict that environment management (EM) affects or not the organizational 

performance. Various Studies (Lansiluoto & Jarvenpaa, 2008; Molina-Azorin et al., 2009; Lee et al., 

2012; Longoni et al., 2016) are in favor that EM affects the organizational performance. Therefore, 

many companies have started to consider environment issues within the context of their business 

activities. However, introduction of this variable into the scope of business concerns does not happen 

in the same way in every organization. Whenever a company’s environment awareness is evaluated, 
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it may pass through several evolutionary stages of management. Wu & Wu, (2014) identified three 

evolutionary stages based on the degree to which the environment variable is integrated within 

organizations. Functional specialization is the first stage. At this level, Organizations incorporate 

equipment for pollution control without modifying its productive structure or products. The second 

stage is called internal integration of environmental management. At this stage, environment 

management takes into account certain performance objectives of the company, mainly those which 

are related to preventing pollution. Finally, external integration of EM is the third stage. At this 

stage, environment activities are integrated into the company’s overall business strategy. Companies 

understand that environment management can be a major factor affecting their competitiveness. 

Several papers have highlighted the crucial importance of environment management in 

organizational performance (Benito & Benito 2005; Daily et al., 2007; Grekova et al., 2013; 

O’Donohue & Torugsa, 2015; Longoni et al., 2016). Benito & Benito (2005) explained that there are 

positive effects of environmental pro-activity on business non-financial performance and these 

effects are dependent on the portfolios of environment management practices through which 

environmental pro-activity is manifested. Environment practices need to be implemented in the 

subjective non-financial indicator as well as objective non-financial indicators that lead to positive 

organization outcome (Georgescu et al., 2017). This leads to propose the following preposition:    

Preposition 1: There is a positive relationship between environment management and 

organizational non- financial performance. 

Relationship between Green HR Practices and Organizational Non-Financial Performance 

A number of studies (Dyre & Reeves, 1994; Cooke, 2000; Boselie et al., 2001) have shown similar 

positive relationships between Green HR practices and firm financial performances as well as non-

financial performance. For instance Dyre & Reeves (1994) found that “bundles” of HR practices are 

related to enhancing employee’s skill and ability, increasing motivation and providing 

responsibilities that help to increase productivity and quality. Cooke (2000) found the significant 

relationships between HR practices and organizational internal and external performance of a British 

firm. Boselie et al. (2001) surveyed corporations in Netherlands and found that HRM activities give 

rise to HRM outcomes, which influence the performance of the firm. Benito & Benito (2005) found 

that among their sample of industrial companies, certain combinations of HR practices have been 

found related to operational performance indicators. Further, Wu & Wu (2014) suggested that 

strategic actions related to Green management are found positively correlated with organizational 

performance. Thus based on above reviews the following preposition is set:-  

Preposition 2: Practices of Green HR are positively associated with the organizational non-

financial performance. 
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Green HRM Practices as Moderator for the Relationship between Environment Management 

and Organizational Non-Financial Performance 

O’Donohue & Torugsa (2015) argued that Green HR practices have positive and key moderating 

influence on the effective implementation and contribution of environment management and 

organizational performance. The study revealed that (1) Green HR practices play a role in improving 

not only the environment management but also organizational non-financial performance; and (2) 

Green HR practices such as: engaging employees and providing value-oriented training and 

employee development opportunities makes a valuable contribution to environment management. In 

addition, developing employee’s skill, knowledge and abilities can trigger innovation and creativity 

that are necessary for the development of business goals and efficiency. He further explained in same 

study that environment management and organizational non-financial performance are positively 

moderated by Green HR practices. This study presents empirical evidence that adoption of Green HR 

practices (developing employees’ skill, knowledge and ability;  motivating employees; and providing 

opportunity for involving employee) in the organization are significant contributors to the 

enhancement of organization non-financial performance of the firm and for the implementation of 

environment management. Thus, next preposition will come out as: 

Preposition 3: The association between environment management and organizational non-financial 

performance is positively moderated by Green HR practices. 

Based on the existing literature related to the present study and set prepositions, three variables viz; 

Green HR practices, environment management and organizational non-financial performance can be 

illustrated diagrammatically as:   
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Source: Donohue & Torugsa 2015; Namazi & Namazi 2016 

Figure 1:  Moderating Effect of Green HR Practices (Path Diagram) 

Two basic path models may be used to explain basic moderating effect. For present study, 

environment management has been taken as independent/predictor variable whereas organizational 

non-financial performance acts as an outcome variable. Here Green HR practices report itself as 

moderator for this causal relationship. Though, Green HR practices also seem to enhance non-

financial performance of organizations. In simple words, with effective and sound environment 

management practices, non-financial performance of organizations may be enhanced (evident from 

literature). Similarly, effective and sound Green HR practices (on individual basis) also enhance non-

financial performance of the organizations. These two causal relationships are shown by prepositions 

1 & 2. But another role of Green HR practices may be assumed for the relationship between 

environment management and organizational non-financial performance which is termed as 

“moderating role” (explained by preposition 3). Green HR practices (Moderator) strengthen the 

causal relation between environment management (Predictor) and organizational non-financial 

performance (Outcome). In path model 2, this moderating effect has been shown more clearly. 

Regression analysis will prove this effect statistically.  

 

Research Gap and Rationale of Study 

The technological and economic scenario of the world is changing at a very fast rate. With the 

growing competitive environment, Green HR has emerged as one of the important field for the 

researchers. Effective implementation of the concept of Green HRM in companies gives the fruitful 

results. The term Green HRM has gained attention through a lot of researches in the foreign 

countries but it has not gained much attention in India. Also, there are little studies dedicated to focus 

on relationship between Green HR Practices, environment management and organizational non-

financial performance. Hence, it is felt that there is a need to analyze the relationships between the 

environment management and organizational non-financial performance; and Green HR practices 

and organizational non-financial performance and also to find out the moderating effect of Green HR 

practices on the relationship between environment management and organizational non-financial 

performance.  

The rationale of this research is to consider the nature of relationship between Green HR practices, 

environment management and organizational non-financial performance in India. So, there are a 

number of reasons for companies to adopt Green HR practices within the organizations. That will not 

benefits only the organizations but also give advantages to the most important asset or part of any 
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organization that can never be ignored i.e. employees. Some other benefits can also be attain by 

implementing Green HRM concept in the organizations like improved rate of retention in employees, 

improved public image, better productivity and attracting high quality staff. It also reduces utility 

cost and provides sustainable use of resources. It is not a secret fact that human resource is the most 

vital asset of any business that plays a significant role in managing the men power. At present, the 

recent trend of business world's focuses on Greening the business, the modern HR managers have 

been authorized with additional responsibility of implementing the Green HR in the corporate 

mission statement along with HR policies. Changes in the corporate situations related to the 

environmental issues can be seen in every strategic statements, environmental agendas, marketing 

policies, market investments, auditing laws; and new product innovation and 

production development. Green process and policies are now reporting their presence in the HR 

department by enhancing the existing green practices. Green HR efforts have resulted in cost 

reduction, increased efficiencies, improved productivity and employee retention. 
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