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Abstract: The current efforts put on sustenance and sustainability has driven many organizations around the
world to adopt environmental management practices which include all extents of green solution. While
certain common tools and knowledge can be used to control, track and evaluate these green components in
an interconnected element, they are generally managed on a piecemeal basis and under various management
standards; and most frequently, as ad-hoc initiatives as opposed to programs. To date, pressure to practice
sustainability efforts comes mainly from two main stakeholders - the management and the customers. This
concept paper looks at the implementation of green management and sustainable green practices of one
organization as a case study. It proposes that management has a role to play in helping to reduce negative
sustainability impact. Two theories were proposed as the theoretical lens to give meaning to the research, but
further research is required to support the findings of this paper.
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INTRODUCTION AND PURPOSE

Global climate change has become a significant policy
issue for countries all over the world, both developed
and developing countries. The triggers and effects of
today’s global warming constitute a great environmental
challenge to mankind as they cut through every human
being’s life, a country and its economy and industries. If
not given adequate attention, more natural disasters and
tragedies would occur. In Malaysia, some of these
mishaps can be traced to the disasters in the Highland
Towers, Pos Dipang, Gua Tempurung, the dumping of
radioactive wastes in Sungai Gatom in Johor, arsenic
contamination in Gerik's Sungai Ganda Water
Treatment Plant, the current catastrophe of Sungai Kim
Kim. Others not included are the river pollution levels,
deforestation, habitat  degradation and  other
environmental impacts of the country. To overcome
these tragedies from future happenings and to maintain
and sustain the country’s environmental habitat, more
needs to be done, including Green culture and Green
practices. Environmental degradation needs to be
tackled urgently for the sake of invoking a sustainable
business activity.

As a response to scientists’ pressure and the
government’s increasing consensus to reduce the
harmful impact of climate change, industries are
beginning to make plans to address the issue of the
carbon-constrained environment. This behaviour,

however, is not universal among all the organizations
which differ greatly in terms of cultural, technical,
institutional and organizational barriers [1]. It had been
mentioned by Venkatesh [2] that an individual starts
from materialism (body), then a balance of the physical,
emotional and spiritual progress in life before he/she can
reach spirituality. Similarly, industrial ecology also
needs to be addressed so as to achieve sustainability
goals because the long-term economic benefits would
lose their appeal while a spiritual outlook is
indispensable for global sustainability.

In the international circle, there has been an increasing
awareness over the past decade that climate change and
global warming is one of the greatest challenges. All
industries have shown a great interest in environmental
issues [3]. This increasing global environmental
concern, and the emergence of more international
environmental standards, had generated more pressure
for organizations to implement a structured
environmental policy and program among themselves
[4]. Thus, organizations around the world have no
choice but to adopt these processes in order to address
their sustainability practices with more efficiency.

The day-to-day practices of organizations and their
effect on environment has also led to the desire to going
green. Current practices show that many organizations
have also volunteered to operate in a more
environmentally friendly way, hence in the near future,
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the ideal could be "being green". Awareness of the green
action can be seen in natural settings, such as green
products, green technology, green education, and green
life (the work-life balance).

The green philosophy was introduced to Malaysia in
April 2009 through the establishment of the Ministry of
Energy, Green Technology and Water during a cabinet
reshuffle. The latest, Circular No. 2/2014 [5] was
subsequently induced to strengthen the green principle,
thereby highlighting the importance shown by the
Government of Malaysia. In this regard, the National
Green Technology Policy has described the definition of
'green technology' as the production and implementation
of the products, equipment and systems used to preserve
the natural environment and resources, mitigating and
reducing the negative impact of human activities [6].
The adoption of the green culture was a global trend [7].
"Being green" became a very systematic mechanism in
which the key goal of the company was to minimize
costs, build energy usage, and reduce wastage of
available resources or to create recyclable materials [8].
The Malaysian government invested billions of dollars
in this move just to raise public awareness about
environmental protection and green principles [9].

Green environmental protection and green principles is
not a new concept. Research on this has been
extensively studied, whether it is the individual
environment or green behaviour within the household.
In contrast, little research has been done to explore the
employees' environmental behaviour  within
organizations [10]. Hence, this concept paper is very
important for it aims to understand the consciousness of
the employee, and following the outcome, it aims to
make recommendations as the way forward. The
outcome derived from this concept paper can be
combined with current initiatives so as to develop a
more positive direction that will help the Organisation,
to achieve sustainability. The integration of a green
management with the organization's everyday language,
and work culture would enhance the practice. This
would be more pronounced when the employees’
awareness about green credentials increase and when
they note that sustainability opportunities are feasible
and possible, particularly when implemented through
creative methods and designs [11]. In that regard, this
concept paper seeks to fill the void by finding out what
is understood as the Green policy, and what instruments
or resources would be included in the policy if it were
formulated.

A systematic measuring tool is necessary for ensuring
that there is a systematic and adequate procedure for
auditing the environmental dimension. This has to be in
place, and regularly used by the top management to
evaluate the practices. The management process of the

Green practice (practice leaning to environmental
sustainability) was implemented through the
establishment of the 1ISO 50001 and I1SO 14001 which
was specifically formulated for electricity consumption
and environmental conservation [12][13]. Although
there were numerous studies done on energy
management and environmental conservation via the
1ISO50001 and 15014001, a holistic method for the
management of sustainability in the context of an
organization is still lacking. Therefore, an integrated
system which can manage the sustainability aspects of
an organization and can also promote cleaner production
is very much needed. Such a system should encompass
the key elements of sustainability; it should also comply
well with the ISO standards related to sustainability so
as to allow organizations to integrate sustainability
aspects in their existing 1SO system, seamlessly.

In this regard, a systematic, integrated, and efficient
approach for collecting, monitoring, analysing and
managing information and resources via the Green
Management would be most beneficial. Doing so for the
organization, would not only lead to organizational
sustainability, but also its potential to save ample
resources, reduce significant redundancies, promote
cleaner productions, and enhance the effectiveness and
efficiency of the organization.

Further to all the above, this concept paper also seeks to
explore the organizational pressures and demands made
by various stakeholder groups, such as the top
management, the Operational level and the Tactical
level, all of which can be quite challenging to manage.
This issue was stressed by Guerci, et al. [14] who
posited that the number of firms engaging in green and
environmental practices is growing as a result of the
pressures created by various stakeholders. Some studies
also explained how stakeholders’ pressure on firms had
led to their adoption of more environmentally friendly
practices so as to improve environmental performance
[14]. Based on this, it is therefore important to
understand how stakeholders’ pressure may impact on
the experience of the managerial level. This concept
paper looks at the role of stakeholder pressure in
affecting green management practices; it also seeks to
understand how these pressures may or may not improve
environmental performance in the organization.

In particular, operational demands and environmental
protection challenges are an increasing trend.
Responding to the current situation, most organizations
had formulated some creative and innovative
Transformation Programmes. The aim of this
programme is to consolidate the working requirements
without reducing the number of employees or even their
operational capabilities. Such a consolidation strategy is
able to provide organizations with significant efficiency
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savings. Many of the more established organizations
have experienced a decade of transformational process
where they even took on the practice of adopting new
trends that are very valuable and important.
Nonetheless, this concept paper argues that the lack of a
management system which can help to sustain and
maintain this culture within organizations would lead to
extra costs in the future. The crucial role of this research
is to propose a framework for green policy which
encompasses a sustainable management system that
takes into consideration many issues, such as the
efficiency of the system, the cost saving matters, and the
role of the managerial level in ensuring the success of
this process.

The lack of dynamic information and interactivity can
hinder the employees from gaining an in-depth
understanding of the green concept. Due to the lack of
guidelines, and also lower environmental awareness
[15], many employees are still unclear about the concept
of green practices. Moreover, the implementation of the
green initiative needs to be in line with the existing
Environmental Management System proposed by the
government. This includes commitment, policy,
planning, implementation, measurement and evaluation
followed by reviews and improvement [16]. A Green
Strategy Initiative can be used as a measurement tool to
gain sustainability in the working environment, if
implemented.

In today’s world of globalization and climate change,
going green is no longer an option. It is rapidly
becoming an imperative move for individuals and
organizations. Due to this, the current concept aims to
offer a significant platform which can be used by
organizations such as the Government Agency in
Malaysia, to shift the mindset of the people, moving
them away from their normal life routine to a routine
that has a quality life culture. This concept paper offers
to be the platform that can be used to educate the Naval
community, and to increase their green behaviour. Since
there is a requirement for the naval community to deal
with strategic assets, this concept paper will also provide
input for the Naval community to increase its
competency and to improve its success rate in
implementing sustainable initiatives. The input provided
by this concept paper could be used in the planning of
the requirements that must be followed during the initial
stage of developing each strategic asset.

THE ESSENCE OF IMPLEMENTATION

Green practice is the stepping stone to develop a quality
working environment; it is an essential process for
improving environmental performance that aims for
sustainability [17]. The first contribution of this concept
paper is the methodological aspect of the process used

in this study, which is the interpretive approach. The aim
is to understand how Green practices among the
employees can improve environmental performance.
Since not many studies had been conducted on Green
Management and Green practices in Malaysia [18], this
concept paper also contributes to knowledge by focusing
on the effectiveness of green practices and its role in
sustainability, thereby establishing a conceptual model
which can be used within the Green Management.

The second element of this concept paper is to discuss
the role stakeholders adopt in Green practices by
understanding the Stakeholder theory. This is an
important aspect because understanding the psychology
of the internal stakeholders for Green practices would
allow the researcher to explore the stakeholders’
consequences in adopting Green practices. Through
understanding their awareness and experiences on
Green practices, this concept paper would shed some
insights into knowing how Green practices promote
green behaviour and a quality working environment.
The third element of this paper talks about the signaling
theory which aims to understand the phenomenon of
Green practices. Signaling is important for
implementing Green practices. Without signaling,
Green practices might be ambiguous and unclear.
Therefore, it is essential to find out whether the
employees had received clear signals in order to
synchronise the understanding of the practice from top
management to the bottom ladder of the organization.
The efficiency of signaling will determine the success of
the organization in adopting Green practices.

Lastly, this paper also focused on the organizational
benefits that can be derived from sustainability. It
would establish a framework for implementing
sustainable operations. The study will also provide the
valuable assistance for sustainability, and for
maintaining strategic assets in the higher degree of
readiness. The other future values which can develop
and strengthen the Green initiatives are to get better
value for money, to promote sustainable management of
resources, to promote the supply of green products and
services, to encourage innovation among stakeholders,
to enhance environmental awareness, to reduce energy
consumption and to reduce wastage.

LITERATURE REVIEW

An increasing body of literature has outlined the
synchronization of existing theories within the
perspective of green management and sustainability
practices as a means to establish a good platform for
research ideas. It appears that successful environmental
management has not only been shown to yield
sustainability achievements, but also support general
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firm performance [19], and innovation in organizations
[20]. Organizational practitioners have been concerned
about environmental issues [21], and today, they have
accepted that “being green” makes good business sense
[22]. Moreover, as noted by Unsworth, Dmitrieva and
Adriasola [23], there is accumulating evidence to show
that the success of organizational initiatives for
environmental sustainability hinges upon the individual
employees’ behaviour. For example, research has
proven that employee behaviour makes significant
contributions  to  organizational  environmental
performance [24], and waste reduction and cost saving
[25]. This implies that environmental strategy is a
between-persons variable; it refers to employees’
awareness of and knowledge about their organization’s
strategy and approach regarding environment
sustainability [26].

Green

Green is the colour of nature which symbolizes growth
and living, hope, symbol of productiveness, security and
freshness [27]. It was noted by Opatha [28] that green
is related to the environment, hence it also means
preserving and conserving a natural environment,
minimizing environmental pollution, and generating
natural-looking zones or places. A Green workplace is
hence, one that is environmentally sensitive, resource
efficient, and socially responsible [29]. The
management of organizations must understand the
benefits and opportunities of going green, which is a
step taken towards ensuring the success of green efforts
[18]. It thus appears that organizations that consider
themselves to be responsible towards environment need
to act as agents of change; they need to be more aware
of what it means to practice environmental sustainability
[30]. For example, The Navy, as purported by the
management to be Green Navy, is one such
organization, thus it serves as a valuable ground for
initial research in green environmental issues. Since
there is a dearth of research in the area of green
management, it is pertinent to understand the practices
of the employee in Malaysia and their adoption of the
Green concept in their routine as well as their working
environment.

Green Management

The definition of Green Management refers to the
procedure that most companies use in developing
environmental management strategies for offsetting
industrial growth, and for safeguarding the natural
environment for future generations [31]. This notion is
not only a strategic and dominant issue for businesses, it
is especially useful to multinational enterprises which
use this concept as a mechanism to operate their
businesses globally [32]. The increasing level of
environmental  consciousness and  environmental
pollution has led many public actors and regulatory

bodies to expand on the existing environmental law. As
a result, more firms are investing in environmental
management systems so as to improve their reputation
whilst also reducing the risk of environmental disasters
[33]. This practice promotes sustainability, both for the
environment and the industry.

Organizational Sustainability

The most popular and most well-adopted definition of
sustainability is derived from Brundtland Commission
[34] who said that sustainability is, “the development
that meets the needs of the present without
compromising the ability of future generations to meet
their needs”. The term, sustainability, was defined as an
integrative concept that considers environmental, social,
and economic aspects as the three fundamental
dimensions; also denoted as the three pillars of
sustainability [35]. It was also proposed by [36] that
sustainability can be divided into four degrees of: weak,
intermediate, strong, and absurdly strong, depending on
how much substitution one thinks there is among the
types of principal. Sustainability can be a broad aspect.
It could be in the context of global sustainability [37],
country  sustainability [38], or organizational
sustainability [39]. Based on this, the current concept
paper will focus on the elements of organizational
sustainability, which was defined by Smith and Scharicz
[40], as the result of the activities of an organization,
voluntary or governed by law, and which demonstrates
the ability of the organization to ensure that business
operations are viable whilst not negatively impacting on
any social or ecological system. In the spirit of this
aspiration, it is important for an organization to venture
into Green practices in order to maintain itself as a
relevant organization whilst playing its significant role
as a player in this country.

Green Management and Sustainability
Notwithstanding, the global economic slowdown has
further impacted on the government budget, thereby
affecting many organizations. It is difficult for the
government to meet the demands of the public services
and security agencies. Organizations and agencies
including those in the services are currently competing
among themselves for the limited budget and scarce
resources. Therefore, the Green Management initiative
is a tool to overcome and mitigate these types of issues
and challenges. Ultimately, it is crucial that the
organizations have a clear level of awareness and
understanding in order to achieve organizational
sustainability.

Sustainability is a significant and contemporary issue to
policy-makers, public opinions and practicing managers
[41]. Therefore, the Green Management initiative can
become an important element and tool for supporting
organizational objectives. It also appears that Green
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Management initiative is an essential effort to encourage
and provide visibility for research and practices in view
of organizational sustainability.

UNDERPINNING THEORIES

Stakeholders Theory

The stakeholder theory was developed by Freeman [42],
with most scholars embracing an inclusive approach
which suggests that any organization or individual can
be a stakeholder. Mitroff [43] defines stakeholders as
the interested groups, parties, actors, claimants, and
institutions, both internal and external to the
corporation, that exert a hold on it. This means that
stakeholders are all those parties who either affect or are
affected by a corporation’s actions, behaviour and
policies. On the question of who is a stakeholder,
generally, the trend in environmental conflict literature
seems to be inclusive in nature, trying to accept a large
number of individuals and organizations as stakeholders
[44].

Another definition of stakeholder offered by Freeman
[42] states that a stakeholder in an organization is any
group or individual who can affect or is affected by the
achievement of the organization’s objectives. Bryson
[45] argued that the nominally powerless is also
deserving to be considered, hence a stakeholder is, “any
person, group or organization that can place a claim on
the organization’s attention, resources or output, or is
affected by that output” [45]. Returning to the
government agency staff as context, it appears that the
organization is still in the process of thinking and
working smart; it has to do more with less so as to avoid
doing more of the same thing, and to be more vigilant
about stakeholders’ expectations and perceptions [46].
Based on this, the current concept paper intends to use
the stakeholder theory as its underpinning philosophy so
as to learn about the employees’ awareness, and to
understand the various stakeholders’ perspectives
within the organisations in adopting Green Management
initiatives.

Signaling Theory

The Signaling theory was introduced by Spence [47]
who used it to analyse the labour market, and to observe
how a job candidate engages in a particular behaviour
which reduces information asymmetry.  Potential
employers may not have a clear understanding about the
quality of the job candidates. Therefore, candidates need
to obtain soe education to signal their quality, thereby
reducing information asymmetry. Moreover, it can be
ambiguous as to whether the applicants would be chosen
by employers.  This situation was explained by
observable attributes, such as education, and working
experience, both of which are known as signals [47].
These signals were defined by Spence [47] as

characteristics that are attached to an individual which
is subject to manipulation. Specifically, when potential
employers lacked information about the quality of the
job candidates [48], they need to refer to more tangible
references. The Signaling theory has been used to
address various issues of information asymmetry
between two parties [49]. It was explained by Stiglitz
[50] that information asymmetries happen when
“different people know different things”. This is
because, some of the information can be private, thus
information asymmetry arises between people who hold
the information [51]. According to Connelly et al. [51],
the Signaling theory should be extended to other
boundaries so as to include perspectives of the
management.

Previously, the Signaling theory was mainly used to
examine the process of sending a signal to external
stakeholders, such as shareholders, customers, and
competitors [52]. Later, other studies began to focus on
internal  signaling  between organizations and
employees, for example, performance management
[52]. It was posited by Biron et al. [52] that signaling is
a process of interaction between an organization and its
members, such that they choose, design and implement
their own practices together. In this concept paper,
signaling is deemed to exist when organizations are
trying to promote certain practices which are then
perceived by the employees as signals. Therefore,
Green practices can be viewed as signals that are used to
send messages to the employees. Specifically, Green
practices is important as it can serve as signals of
organizations which support, trust and are committed to
their employees.

Green Activities and Signaling Theory

Green activities encourage more employees to be part of
the Green practices. A clear Green mission and vision
enables the organization to engage its employees in
environmental issues [53]. Activities that support
environmental goals are able to stimulate employees
towards giving more suggestions, thereby empowering
them to improve their environmental performance [53].
By applying environmental goals into the corporate
culture and strategic plans, organizations are sending
signals about their commitment towards environmental
issues [54]. In addition, Green activities also serve as an
indication to the employees about the working
conditions in the organizations concerned. Indirectly,
Green activities may also send signals to the
management level that their organizations care for the
employees’ well-being and welfare.

Signaling Theory and Response

The effectiveness of organizations’ signaling in
reducing information asymmetry, however, depends on
the accuracy of the signals received, and the
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interpretation of the signals [48]. More importantly, if
receivers were not looking for signals, then the process
of signaling would have been wasted. Further, the effect
of signaling could be different for different individuals.
Based on this, it is important to get feedback from
receivers so as to make the signaling process more
effective [55]. To obtain a comprehensive
understanding on how Green practices send signals to
the employees, it is important to gather the feedback of
the employee through social interactions. In this regard,
the gap which this concept paper aims to close is to
explore the effectiveness of Green practices in signaling
to the employees to improve their working
environmental performance. Figure 1 below further
illustrates.

y
Tactica Operational
Level Level

Stakeholder and Signaling Theory

CONCLUSION AND FURTHER RESEARCH
Environmental culture is the gateway to the
organization’s competitive advantage. This happens
because the topic of Green practices has already become
an important issue for many organizations. Being Green
needs the management of environment to be integrated
into management practices. For this to happen, the
department of strategy must reflect and inspire the
ambitions of the commanding team, and other
employees. It then needs to algin the implementation
with the strategy, values and culture of the organization.
Doing so would enable the organizations concerned to
deliver sustainable returns to the country, address
current needs, identify and respond to emerging societal
trends, respond to governmental and regulatory
expectations and henceforth, influence the public policy
agenda. Green practices, as a concept, should be
translated into the daily processes [56] because it would
give some advantages to the various organizations to
develop the Green culture.

A Sustainable Green Management framework has been
proposed to manage the sustainability elements of an
organization. The procedure involves integrating the

managerial level and sustainability related key elements.
These insights can assist facility managers to implement
conservation  programmes  effectively, thereby
enhancing future sustainability. Among the key benefits
of implementing the framework within the management
and integrating it with the management system is the
benefit of being focused and having a clear vision of
how the framework contributes towards sustainability
goals, costs and time. It also reduces redundancies,
while  simultaneously ~ enhancing  productivity.
Furthermore, an integrated management system would
also reduce the time taken for organizations to document
preparations, prepare manpower for document
controlling, find costs for internal and external audits as
well as encourage the facility managers to implement
action plans for cleaner productions.
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