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Abstract

Purpose — This study aims to explore the effect of green human resource management (GHRM) on employees’
pro-environmental behaviors. Furthermore, it explores the mediating role of employees’ pro-environmental
performance in the relationship between GHRM and firms’ social performance. Finally, it tests a sequential
mediation model that presents the indirect effects of GHRM practices on firms’ financial performance via
employees’ task-related and proactive pro-environmental behaviors and firms’ social performance.
Design/methodology/approach — Data were collected from 945 small- and medium-sized enterprises (SMEs)
in Tiirkiye. Structural equation modeling was conducted using MPlus software.

Findings — The results confirmed that GHRM has a significant indirect effect on firms’ financial performance
via employees’ task-related and proactive pro-environmental behaviors and firms’ social performance.
Practical implications — The results imply that SMEs should invest in GHRM practices to appraise employees’
task-related and proactive pro-environmental behaviors and align their approach to pro-environmental
behaviors. SMEs should provide a workplace environment that encourages and motivates employees to engage
in green activities and contribute to environmental management.

Originality/value — This study shows that employees’ task-related and proactive pro-environmental behaviors
are critical to GHRM and firms’ social performance. Furthermore, the study brings new empirical evidence to
the field of GHRM in the under-researched Turkish SMEs context.

Keywords Social exchange theory, Resource-based theory, Green human resource management, SMEs,
Employees’ pro-environmental behaviors, Tiirkiye, Firms’ pro-environmental performance

Paper type Research paper

Introduction

Sustainability strategies are becoming critical for companies, driven by several key factors.
Investor demand for environmental, social and governance (ESG) considerations has
intensified, with ESG ratings increasingly shaping investment decisions on a global scale.
Specifically, 27% of institutional investors in Europe placed importance on ESG ratings when
deciding investment actions, followed by Canada at 25% and the USA at 17% (Statistica,
2024a), reinforcing the prevalence of sustainability metrics in driving allocation of capital.
The other significant driver is the changing consumer preferences, with 82% of consumers
willing to pay more for sustainable packaging (Statista, 2024b) and 72% of Gen Z respondents
in the Asia—Pacific region are ready to pay a premium for sustainable products (Statista,
2024c), which indicates the significant commitment towards environmental responsibility.
Another key driver is regulatory pressure, such as the European Green Deal, which gets
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signatory countries to commit to pushing companies to adopt sustainable practices in order to International
stay compatible and maintain positive trade relations. Moreover, Doherty et al. (2023) Journal of
highlight that integrating sustainability into core business strategies can significantly improve Manpower
profitability metrics, given that companies performing well on both revenue growth and ESG
fronts outperformed their sector peers in total shareholder returns. As a result of these market
forces and regulatory pressures come together, sustainability is no longer an add-on business
initiative, but are vital to the long-term business strategy to remain competitive in the fast-
moving global landscape. The indications for the future point to the ongoing importance of
decarbonization (Loughlin, 2025), circular economy (Cai and Choi, 2020) and sustainability
in supply chains (Setyadi et al., 2025) which shape corporate priorities for sustainability for
years to come.

Within sustainability strategies, green human resource management (GHRM) goes beyond
traditional human resource practices by directly aligning HRM with environmental objectives,
showcasing its tangible impact on both organizational sustainability and societal well-being.
Global companies (such as Google, Coca-Cola, Nestle, Unilever, GE and Starbucks) have
already made significant efforts towards pursuing GHRM (Gutiérrez-Broncano et al., 2022),
which is emerging as an essential tool for effectively implementing green strategies and
enhancing firms’ environmental performance (Chen and Wu, 2022; Munawar et al., 2022;
Pham et al., 2020; Ren et al., 2017). It is defined as a set of HRM activities aimed at enhancing
both employees’ and firms’ environmental performance (Kramar, 2014, p. 1075). GHRM
practices include motivating employees, promoting green behavior, developing green abilities
and cultivating an ecological climate within the organization (Munawar et al., 2022; Paulet
etal., 2021; Ye et al., 2022).

Although the relationship between GHRM and employees’ pro-environmental
behaviors has emerged as a prominent topic in GHRM research (Chen and Wu, 2022;
Molina-Azorin et al., 2021), further studies are needed to provide robust empirical evidence
for such linkage (Awan et al., 2023; Chaudhary, 2020; Chen and Wu, 2022; Dumont et al.,
2017; Marrucci et al., 2021; Pinzone et al., 2019; Rubel et al., 2021). Scholars suggest that
GHRM studies should focus on understanding how GHRM influences employees’ pro-
environmental behaviors and practices (Chaudhary, 2020; Dumont et al., 2017; Renwick
et al., 2016). More studies are needed to explore the mediating variables in such
relationships (Chaudhary, 2020; Chen and Wu, 2022). Furthermore, researchers have called
for new studies in different contexts, such as various industrial, organizational and cultural
settings (Dessouky and Alquaiti, 2021; Kim et al., 2019; Obeidat et al., 2020; Pham et al.,
2020; Sabokro et al., 2021). These include the emerging economies’ context, where
research focuses on different factors of GHRM (Haldorai et al., 2022). Emerging
economies are critical to sustainability and green initiatives because they confront
considerable environmental concerns while pursuing economic growth. As these countries
attempt to strike a balance between economic growth and environmental responsibility,
implementing green initiatives becomes critical for long-term viability (Tariq et al., 2024).
GHRM can help businesses in these economies become more sustainable and competitive
globally (Aftab and Veneziani, 2024; Rana and Arya, 2024)

This study focuses on Turkish SMEs and aims to bring new perspectives to the linkages
between GHRM practices and employees’ pro-environmental behaviors within the
context of an emerging economy, which is regularly emphasized on by the scholars (see
Hameed et al., 2020; Molina-Azorin et al., 2021; Mukherji and Bhatnagar, 2022; Pham
et al., 2020; Ye et al., 2022). Studying emerging economies illuminates different
theoretical and practical perspectives (Ceyhan and Barca, 2023), where macro policies
within a country may impact the adoption of environmental practices, influenced by
country-specific factors such as its commitment to green growth and sustainability (Bassi
and Dias, 2019).

Focusing on the green transformation efforts of Turkish SMEs is important because SMEs
account for over 99% of enterprises in Tiirkiye, which employ more than 78% of the country’s
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IIM workforce. SMEs contribute to approximately 65% of the national turnover and account for
46,8 60% of total exports. However, SMEs face various challenges that can restrain their ability to
implement modern management techniques effectively, ultimately impacting their
competitiveness. Green transformation which encompasses initiatives like GHRM is among
these, posing unique challenges specific to SMEs. Furthermore, as Tiirkiye signed the Green
Deal and pledged to reduce its greenhouse emissions by half by 2035, it is expected that
institutional commitment to the environment will impact all businesses operating in Tiirkiye,
influencing firms’ sourcing decisions and production processes. Reducing the carbon footprint
entails various challenges and barriers that are contingent upon the unique resources and
capabilities of each firm. This problem is even greater for SMEs, given that they have limited
resources and increased constraints, compared with larger firms (Garcia-Quevedo et al., 2020;
O’Donohue and Torugsa, 2016; Uzkurt et al., 2024). It is valuable to study how SMEs and their
employees in emerging countries adopt green practices, especially as Tiirkiye moves towards a
more environmentally sustainable economy. Given the numerous obstacles that SMEs
encounter during such a transition, this research can offer crucial contributions to the field.

Building on the resource-based theory (RBT) and social exchange theory (SET), this
study aims to present an integrated framework to highlight the mechanism between GHRM
and a firm’s financial performance by conducting structural equation modeling (SEM) with
the variables GHRM, employees’ pro-environmental behaviors, firms’ social performance
and firms’ financial performance. In doing so, this study makes several contributions to the
literature on GHRM and firm performance. First, it offers a further explanation of how
GHRM contributes to firm’s financial performance directly. Even though there is a great
amount of evidence on the influence of HRM and financial performance, there is a scarcity
of evidence about the link between GHRM and financial performance. Second, the study
explains the mediating roles of firms’ social performance and employees’ pro-
environmental behaviors in the relationship between GHRM and firms’ financial
performance (Ye et al., 2022).

Another critical contribution of the study is examining the influence of GHRM on
SMEs’ performance through two separate concepts: employees’ task-related and
proactive pro-environmental behaviors and social performance (Bissing-Olson et al.,
2013). Task-related pro-environmental behavior refers to the extent to which individuals
engage in environmentally friendly actions as part of their required work tasks or job
responsibilities (Bissing-Olson et al., 2013). This behavior involves completing work
tasks in ways that minimize harm to the environment (Bissing-Olson et al., 2013). It can
include actions such as conserving resources, reducing waste, using sustainable materials
and implementing environmentally friendly practices in the workplace (Sabbir and
Taufique, 2022). On the other side, proactive pro-environmental behavior refers to the
voluntary and self-initiated actions employees take to protect and preserve the
environment beyond what is required or expected of them (Bissing-Olson et al., 2013).
It goes beyond required work tasks and reflects an individual’s personal commitment to
environmental sustainability (Bissing-Olson et al., 2013). This behavior involves taking
the initiative to engage in environmentally friendly actions and making conscious choices
to reduce environmental impact. Examining the two dimensions of pro-environmental
behaviors highlights the exact mechanism between GHRM and SME performance. By
doing so, this study answers the call for research on GHRM’s impact on SMEs’ social and
financial performance, considering both internal and external dimensions (Ye
etal., 2022).

The remainder of the article is structured as follows. First, we provide the theoretical
background that connects GHRM, employees’ pro-environmental behaviors and firms’ social
and financial performances. The theoretical discussion builds on the hypotheses tested by
using cross-sectional data from Turkish SMEs. This article then presents the methods adopted
for this analysis. Next, the results are presented, followed by a discussion. Finally, the
implications, future research directions and conclusions are discussed.
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Theoretical background International
This study ultimately aims to examine the influence of GHRM on firms’ financial and social Journal of
performance. To achieve this aim, this research leverages the RBT and SET, building an Manpower
integrated framework to explore the connections between GHRM, employees’ pro-
environmental behaviors, social and financial performance of the firm.

RBT suggests that a firm’s unique bundle of resources, including tangible and intangible
assets, can enable it to achieve sustainable competitive advantage by creating value that is
difficult for competitors to replicate (e.g. Barney, 1991). In the current study, drawing on RBT,
GHRM practices and employees are proposed as crucial assets, akin to any other resources
within a firm. Within this perspective, GHRM practices are to foster the development,
motivation and the creation of employees’ pro-environmental behaviors ultimately
contributing to the firm’s sustained competitive advantage and overall performance (Boxall
and Steeneveld, 1999).

The study also builds on the SET perspective. According to the literature on environmental
studies, employees’ pro-environmental behavior is critical for firms to improve their
environmental performance and sustainability (Paillé et al., 2023). Drawing on the SET
perspective, researchers suggest that organizations can improve employees’ pro-
environmental behavior through a social exchange process (Amrutha and Geetha, 2021; Cai
et al., 2020; Kim et al., 2020). Blau’s (1964) definition of social exchange includes unspoken
terms such as discretionary benefits, whereas Aryee et al. (2012) assert that it entails a long-
term exchange of services, providing a conceptual framework for studying employee attitudes
and behaviors. In this respect, SET has been used to explain the critical association between
employees’ collaboration, cooperation and organizational learning and innovation (Hayton
et al., 2013). SET assumes that if employees receive tangible or intangible benefits for their
performance on job-related or unrelated activities, they may respond by enhancing their
performance (Aboramadan, 2022).

Using the SET framework, the literature demonstrates the crucial role of firms’ support and
commitment in shaping employees’ pro-environmental behaviors (Bhatti et al., 2022; Paillé
et al., 2023). Particularly, if a firm implements GHRM practices such as environmental
training and education, environmental protection policies and initiatives, green staffing and
green rewards and performance measurement systems, it can establish consistent
communication and build trust among its members. Consequently, employees will
demonstrate higher pro-environmental behavior and express a desire for their firm to
achieve improved environmental and social outcomes (Umrani et al., 2020).

The integration of the RBT and SET in this study allows for a comprehensive understanding
of how GHRM practices influence a firm’s financial performance. The RBT provides insights
into how GHRM practices create core competencies, and the SET helps elucidate the social
exchanges underlying the relationship between GHRM, employees’ pro-environmental
behaviors and firm’s social and financial performance. By including the mediating role of pro-
environmental behavior in this relation, this study acknowledges the role of environmentally
conscious actions and practices in shaping GHRM-related core competencies within the
organization. This integrated framework underscores the importance of integrating
environmental sustainability into the organizational culture and strategy, driven by social
exchanges among organizational actors. Drawing on the RBT and the SET, this study
examines the impact of GHRM on firm performance. Specifically, the SET provides a
foundation to devise the mediated relationship among GHRM, employees’ pro-environmental
behaviors, firms’ social performance and firms’ financial performance.

1463

Hypothesis development

GHRM and financial performance

GHRM focuses on increasing employees’ awareness and understanding of environmental
issues to improve their firms’ environmental performance (Paillé and Mejia-Morelos, 2014;
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IJM Ren and Hussain, 2022). GHRM incorporates environmental norms into HR practices, such as
46,8 recruitment, training and development, performance management and rewards and
promotions (Chaudhary, 2020; Guerci and Carollo, 2016; Munawar et al., 2022; Saeed
et al., 2019; Ye et al., 2022). Previous research has demonstrated that GHRM can positively
affect various environmental outcomes, including green commitment, green behavior,
organizational citizenship behavior for the environment, green climate and overall
environmental performance (Awan et al., 2023; Dessouky and Alquaiti, 2021; Pham et al.,
2020; Saeed et al., 2019). However, there is a scarcity in exploring the influence of GHRM on
firm’s financial performance. Drawing on the RBT, we expect that as an internal resource,
GHRM will help firms to generate a sustainable competitive advantage that eventually reflects
on their financial performance. By increasing employees’ awareness and knowledge of
environmental issues, GHRM can promote a culture of environmental responsibility and
innovation, leading to improvements in operational efficiency, cost savings through resource
conservation, enhanced brand reputation and access to new markets or customers who
prioritize sustainability. Additionally, as SMEs increasingly face pressure to adopt
environmentally sustainable practices, those with effective GHRM strategies are better
positioned to meet these demands while simultaneously gaining a competitive edge.
Moreover, by aligning HR practices with environmental objectives, firms can attract and retain
top talent, enhance employee morale and productivity and mitigate risks associated with
environmental non-compliance or reputational damage.

Therefore, we propose the following hypotheses, positing that GHRM serves as an internal
resource that can contribute to their financial performance.:

1464

HI1. GHRM positively predicts firms’ financial performance.

Mediating role of social performance

As the aim of the study is to examine the influence of GHRM on a firm financial performance,
one of the critical aims of the study is to highlight the paths of the influence of GHRM on
financial performance. In the literature of GHRM, studies showed that practices such as
performance evaluation and promotion, participation and empowerment, green climate, green
staffing, green compensation, green education, training and development are essential for
improving firms’ environmental performance (Dumont et al., 2017; Hameed et al., 2020;
Paillé et al., 2023). However, the specific mechanisms through which GHRM influences
firms’ financial performance need further examination. Consequently, some scholars have
called for further research to explain the relationship among GHRM and firms’ financial
performance by incorporating mediating variables (Hunt, 2017).

Drawing on RBT, in this study, the social performance of the firm is employed as a mediator
variable to expose the relationship between GHRM and financial performance. GHRM
practices can foster an environmentally friendly work culture and values (Ali et al., 2022). This
enhances the social performance of the firm by building reputation and support from
customers and employees (Afum et al., 2021). Through RBT, GHRM transforms reputation
and support into a valuable and inimitable resource that leads to a competitive advantage.
Consequently, GHRM may improve financial performance by the social performance of
the firm.

Social performance of the firm indicates that the firm’s relations with stakeholders and
community improved social responsibility, awareness and employees’ training and education
for green behaviors (Afum et al., 2020; Merlin and Chen, 2022; Rizki and Augustine, 2022).
For instance, Rizki and Augustine (2022) explored the impact of green supply chain
management on firms’ social performance. Afum et al. (2020) focused on the effects of green
manufacturing on firms’ environmental performance from economic and social
environmental perspectives. Furthermore, Merlin and Chen (2022) found that GHRM
strongly influences both a firm’s environmental reputation and attractiveness. Although Pham
et al. (2020) called for further studies to explore the link between GHRM and firms’ social
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performance, few studies have focused on the relationship between GHRM and firms’ social International
performance (Merlin and Chen, 2022). Moreover, most of the available studies on GHRM and Journal of
firms’ performance have demonstrated a lack of interest in the social dimension of the firms, Manpower
thus highlighting the need for examining the impact of GHRM (Amrutha and Geetha, 2020;
Yadegaridehkordi et al., 2023).

A positive social reputation and strong stakeholder relationships can lead to increased
customer loyalty, enhanced brand value, access to new markets and reduced operational risks.
Previous research has established a connection between a firm’s social and financial
performance (Mittal et al., 2008; Orlitzky et al., 2003; Wood, 1991; Worsdorfer, 2015). When
a firm has a good reputation regarding its social performance, it can attract customers and lead
to a higher demand for its product (Mainardes et al., 2011). Vaia et al. (2017) also
demonstrated that high levels of social performance increase financial performance, as firms
are more likely to receive higher investments from improved stakeholder relations.

These factors can directly impact the firm’s financial performance, contributing to
increased revenue and profitability. Consequently, firms can improve their financial
performance. Based on the above discussion, we propose the following hypotheses:

1465

H2. Firms’ social performance mediates the relationship between GHRM and firms’
financial performance.

Mediating roles of employees’ pro-environmental behaviors

Another important goal of the study is to explore the roles of employees’ pro-environmental
behaviors in the relationship between GHRM and firms in both social and financial
performance. Employees’ pro-environmental behaviors refer to how employees behave, as
well as how they perceive and perform their job duties concerning the environment. It is
typically assessed using methods such as quality of work, productivity, judgment, personal
characteristics, punctuality, job outcomes and behaviors (Boiral et al., 2015; Ren and Hussain,
2022). Employee behavior is influenced by unique qualities such as skills, knowledge,
experience and the working environment.

The literature suggests that employees’ pro-environmental behaviors are influenced by
GHRM practices and other various factors, such as corporate environmental strategies and
employee perceptions, which in turn positively impact firms’ social, environmental and
financial performance. The impact of employees’ pro-environmental behaviors over
environmental and financial performance has been explored extensively, while their impact
on social performance has been under-researched (Shaukat et al., 2016; Zhang et al., 2022) as
an indicator of a firm’s capability to create trust, safety and reputation among various
stakeholders, such as employees, customers and society (Shaukat et al., 2016). While
companies use investments to improve financial and environmental performance, they have
constrained resources, which leads them to ignore social performance (Zhang et al., 2022).
Furthermore, a long-term process is required for a firm to create social benefits (i.e. trust, the
welfare of employees, loyalty of customers and safety of the workforce and community) rather
than just financial and environmental benefits (Zhang et al., 2022). Moreover, as companies
are required to demonstrate their concern about their social performance, they need to create
policies and strategies to improve their social performance. Companies that are already
investing in environmental practices can utilize employees’ pro-environmental behaviors as
facilitators to enhance their social performance, as these behaviors indicate how
environmental awareness is translated into practical behaviors. Furthermore, employees’
behaviors can communicate companies’ brand image, environmental concerns and reputations
to customers, employees and other stakeholders (Zhang et al., 2020).

While there is increasing research on the GHRM and performance, further studies are
required to explore the underlying mechanisms to connect GHRM to employees’ and firm
outcomes. Specifically, there is a need to explore new mediating variables to examine the
impact of GHRM on both firm and employee performances (Amrutha and Geetha, 2020;
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IIM Yadegaridehkordi et al., 2023). Based on SET, this study found evidence that when a firm
46,8 adopts GHRM practices, it communicates to its employees a commitment to environmental
sustainability and responsible business practices (Lu et al., 2023; Muisyo et al., 2022). For
example, a firm may provide training and education on eco-friendly practices, encourage
energy-saving initiatives or reward employees for green ideas. As a result of GHRM practices,
employees are expected to become more interested in and involved in environmental efforts
(Amrutha and Geetha, 2021; Hameed et al., 2020; Robertson and Barling, 2013; Saeed et al.,
2019). Furthermore, employees can take actions such as reducing waste, using resources
efficiently or even participating in voluntary environmental initiatives. Previous research has
demonstrated that employees’ pro-environmental behaviors are an essential predictor of a
firm’s overall environmental performance (Hameed et al., 2020; Tu et al., 2023). In this study,
employees’ pro-environmental behaviors are examined via two dimensions: task-related pro-
environmental behavior and proactive pro-environmental behavior.

Employees’ task-related pro-environmental behavior includes the execution of formal job
duties in an environmentally responsible manner. Existing research on task-related pro-
environmental behavior showed that these behaviors are critical for firms’ environmental
practices (Saeed et al., 2019). Research also shows that task-related pro-environmental
behavior are affected by several factors including organizational such as employer
commitment and individual drivers such as attitude and values. For instance, employer’s
commitment to environmental protection can motivate employees to engage in extra-role
environmental behaviors in exchange for fair treatment, emphasizing the role of organizational
support in promoting pro-environmental actions (Saifulina et al., 2023). Furthermore, research
also shows that GHRM practices can influence employees’ task-related behaviors, with
organizational identification playing a mediating role and personal environmental values as
moderators (Chaudhary, 2020). Against this background, we theorize that GHRM will directly
contribute to firms’ financial performance, while employees’ task-related pro-environmental
behaviors and social performance will sequentially mediate this relationship. Thus, we offer
the following hypotheses:

1466

H3a. Employees’ task-related pro-environmental behaviors and social performance
sequentially mediate the positive relationship between GHRM practices and
financial performance.

In contrast to task-related pro-environmental behavior, employees’ proactive pro-environmental
behavior is characterized by voluntary actions driven by personal initiatives and a self-motivated
commitment to environmental behavior. Proactive environmental behavior goes above and
beyond employees’ task-related behaviors and can include initiatives such as energy
conservation efforts, waste reduction practices or participation in environmental advocacy
(Elshaer et al., 2021). Employees’ proactive pro-environmental behavior can be influenced by
personal factors such as attitudes and personal beliefs towards environmental issues (Chen et al.,
2011). However, research shows that workplace practices designed to promote pro-
environmental behaviors also can affect not only in the task-related behaviors but also
proactive pro-environmental behaviors outside of work (Unsworth et al., 2013). Also, another
recent research showed that proactive pro-environmental behavior is influenced by GHRM
practices, leadership and personal values (Patwary et al., 2024). Drawing on the existing research
and building on the SET perspective, we expect that GHRM can influence both employees’ task-
related and proactive pro-environmental behaviors. Building on this foundation, we propose that
GHRM bpractices have a direct impact on firms’ financial performance. Additionally, this
relationship is sequentially mediated by employees’ proactive pro-environmental behaviors and
social performance. Accordingly, we present the following hypotheses:

H3b. Employees’ proactive pro-environmental behaviors and social performance
sequentially mediate the positive relationship between GHRM practices and
financial performance.
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Figure 1 presents our theoretical framework. International
Journal of

Manpower
Method

Participants in the study were employed from SME:s in Tiirkiye registered with the Small and

Medium Enterprises Development Organization (SMEDO). At first, we called the executives

at SMEDO and then provided written information on the purpose of the research to receive

permission to contact the employees of SMEDO-registered SMEs. Based on the data provided 1467
by SMEDO for the year 2023, the recorded figure for the total count of SMEs in Tiirkiye
amounted to 3,567,766 (KOSGEB, 2023). To determine the sample size, Cochran’s (1977)
formula was utilized. Accordingly, with a 99% confidence level and a margin of error of 5%,
the required sample size would be approximately 666 individuals. Through a process of
obtaining managerial authorization, a subset of 2,065 SMEs was selected at random using the
simple random sampling method for the purpose of the study to achieve at least 666 SMEs
personnel. Therefore, we sent employees from 2065 SMEDO-registered SMEs an email
describing the survey’s aim, emphasizing voluntary participation, requesting their
contribution to an online survey and an email requesting their responses. A total of 945
employees filled out questionnaires, which resulted in a response rate of 45.7% from the total
number of participants. We focused on established SMEs because they offer a stable
organizational environment to examine the relationships between GHRM, firms’ financial and
social performance and employees’ environmentally friendly behavior.

Participants were assured that their responses would be kept confidential and that they would
be able to maintain their anonymity. In the questionnaire, participants provided information
about GHRM practices, employees’ pro-environmental behaviors, social performance, financial
performance and relevant demographic information about themselves. Table 1 shows that most
respondents (85.7%) were males (n = 810), among whom 31.1% were aged 42—49 (n = 294)
and 27.4% were aged 3441 (n = 259), 37.8% had a bachelor’s degree (n = 357) and 48.9% had
more than ten years of tenure (n = 462). In addition, most of the firm’s ages (43.1%) where the
participants work is between 1-10 years (n = 407). It should be noted that businesses with an
operating period of less than 1 year (n = 15) were considered established SMEs in this study, as
they were formed through a separation or spin-off from businesses with an operating period of
10 years or more. Moreover, the participants were employed in various sectors, including
manufacturing (n = 570), information and communication technology (n = 144), retail and
wholesale trade (n = 127) and construction (n = 104).

Measures
The backward translation approach Brislin (1980) was utilized to translate the surveys from
English to Turkish. A bilingual linguist first translated the measures into Turkish. Without

Task-Related Pro-
Environmental
Behaviours

Financial Performance

Proactive Pro-
Environmental
Behaviours

HI1

Figure 1. Conceptual model. Source: Authors’ own work
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IIM Table 1. Demographic characteristics of respondents

46,8 % of
total
Demographic Description Frequency n

Gender Female 135 14.3
Male 810 85.7

1468 Age 18-25 years 36 3.8
26-33 years 136 14.4

3441 years 259 27.4

42-49 years 294 31.1

50 years and above 220 23.3

Primary School Degree 88 9.3

Education High School Degree 265 28.0
Associate’s Degree 114 12.1

Bachelor’s Degree 357 37.8

Master Degree 107 11.3

PhD Degree 14 1.5

Tenure Less than 1 year 69 7.3
1-5 years 186 19.7

6-10 years 228 24.1

More than 10 years 462 48.9

Firm’s age Less than 1 year 15 1.6
1-10 years 407 43.1

11-20 years 262 27.7

21-30 years 153 16.2

31-40 years 60 6.3

41 years and above 48 5.1

Total 945 100

Source(s): Authors’ own work

access to the original measurements, a second bilingual speaker back-translated the same items
into English. Finally, the two translators addressed the minor contradictions between the
original and new English translations and the Turkish version was amended to incorporate any
adjustments. Finally, a scholar double-checked the English original and the back-translated
English version and found no mistakes. The aforementioned review process was conducted
iteratively to attain a high level of precision and semantic congruity in the translation, as well
as to guarantee the content validity of the scales.

GHRM Practices. GHRM practices were measured using a six-item scale developed by
(Dumont et al., 2017) on a five-point Likert scale ranging from not at all (1) to very much (5).
An example item is: “My company relates employees’ workplace green behaviors to rewards
and compensation.” Cronbach’s alpha for this scale was 0.95.

Employee pro-environmental behaviors. We measured employee’s task-related pro-
environmental behaviors using three items adapted from (Bissing-Olson et al., 2013) using a
five-point scale ranging from 1 (never) to 5 (always). A sample item is: “I fulfill the
responsibilities specified in my job description in environmentally friendly ways.” Cronbach’s
alpha for this scale was 0.87. In the same manner, we measured employee’s proactive pro-
environmental behaviors using three items adapted from (Bissing-Olson et al., 2013) using a
five-point scale ranging from 1 (never) to 5 (always). A sample item is: “I take initiative to act
in environmentally friendly ways at work.” Cronbach’s alpha for this scale was 0.85.

Social performance. Social performance was measured using three adapted items from
(Yildiz Cankaya and Sezen, 2019). An example item is: “My firm improves awareness and
protection of the claims and rights of people in the community served.” Cronbach’s alpha was
0.85. A five-point Likert scale was used, ranging from strongly disagree (1) to strongly agree (5).

Downloaded from http://www.emerald.com/ijm/article-pdf/46/8/1460/10295848/ijm-02-2024-0104en.pdf by Institut Latihan Statistik Malaysia user on 06 October 2025



Financial Performance. Financial performance was measured using three items adapted International
from the financial performance scale developed by Green and Inman (2005). An example item Journal of
is: “Average profit over the past three years.” Its Cronbach’s alpha was 0.83. A five-point Manpower
Likert scale was used, ranging from “well below the industry average” (1) to “well above the
industry average” (5).

Control variables. We controlled for firms age (1 = less than 1 year, 2 = 1-10 years,
3 = 11-20years, 4 = 21-30 years, 5 = 31-40 years and 6 = 41 years and above). According to
the findings presented in Table 2, there was no significant correlation observed between the
age of firms and the research variables. Consequently, the firm’s age was excluded from the
analysis because such impotent control variables may lead to biased parameter estimations
(Becker, 2005).

1469

Data analysis

The estimation of descriptive statistics, assessment of normality and evaluation of reliability
were performed using IBM SPSS version 29. Subsequently, for the examination of both
measurement and structural models, Mplus version 7.31 was employed to rigorously analyze
the data. Mplus is utilized for SEM because it is a superior choice compared to other statistical
tools due to its ability to conduct tests on multiple mediation and generate precise estimations
of the mediational effects attributed to each mediator (Stride et al., 2015).

Descriptive statistics and correlations

Table 2 displays the mean (M), standard deviation (S.D.), skewness and kurtosis values and the
bivariate correlation among the research variables. There is no issue with the data’s normality
since no variable approached skewness > |3| (Chou and Bentler, 1995) or kurtosis values > |10]
(Kline, 2015). There was no indication of multicollinearity between the variables since none of
the correlation coefficients is above 0.70.

Measurement model

We used Mplus 7.4 to conduct a series of confirmatory factor analyses (CFAs) to evaluate
model fitness and demonstrate convergent and discriminant validities. First, we conducted a
CFA for five-factor model (GHRM practices, task-related and proactive pro-environmental
behaviors, social performance and financial performance). However, the first item of the
GHRM practices construct’s factor load is less than 0.50. We deleted this item from the data
and, then we reproduced the CFA for five-factor model and compared the results to alternative
models. As shown in Table 3, the results indicated that our proposed five-factor model, which
included GHRM practices, task-related and proactive pro-environmental behaviors, social

Table 2. Correlation and descriptive statistics

Variable Mean  S.D. Skewness  Kurtosis 1 2 3 4 5

1. GHRMP  3.27 140 —-0.21 —1.30 (0.84)

2. EPPB 4.06 1.06  —1.02 0.29 059" (0.79)

3.ETPB 429 093 -1.37 1.44 052" 066 (0.80)

4.Sp 3.80 1.15  -0.70 —0.34 0.57 0.55 0.53 (0.80)

5. FP 3.33 1.09  —0.17 —0.49 051" 038" 0347 0597 (0.71)
Note(s): n = 945, “p < 0.01, GHRMP = Green HRM practices, EPPB = Employee proactive pro-
environmental behaviors, ETPB = Employee task-related pro-environmental behaviors, SP=Social

performance, FP=Financial performance, Values in parentheses on the diagonal are the square of AVE of
each scale, S.D. = standard deviation
Source(s): Authors’ own work
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IIM Table 3. Measurement model comparison

46,8 .
Models 7 df  »?/df RMSEA CFI TLI SRMR ydiff
Full measurement five-factor 698.30 99 7.05 0.05 098 0.97 0.03 —
model
Four-Factor model® 154854 103 15.02 0.09 094 092 0.09 850.24™""
1470 Three-factor model® 1770.63 106 16.70 0.10 093 091 0.11 1072.33::
Two-Factor model® 2187.97 108 2025 0.11 091 0.89 0.12 1489.67
One-factor model? 3650.62 109 33.49 0.14 0.85 0.82 0.12 2952.32"""

Note(s): n = 945; **¥p < 0.001; x> = chi-square discrepancy; df = degrees of freedom; TLI = Tucker—Lewis
index; CFI = comparative fit index; RMSEA = root mean square error of approximation; SRMR: standardized
root mean square residual; y? diff.: difference in chi-square; All models compared to the full measurement four-
factor model

Social performance and employee proactive pro-environmental behaviors combined into a single factor
5Social performance and employee task-related and employee proactive pro-environmental behaviors”
combined into a single factor

““Green HRM practices and financial performance” and “social performance and employee task-related and
employee proactive pro-environmental behaviors” combined into a single factor

9All variables combined into a single factor

Source(s): Authors’ own work

performance and financial performance provided a more suitable fit to the data (y2 = 698.30
df =99, RMSEA = 0.05, SRMR = 0.03, CFI = 0.98, TLI = 0.97) when compared to the four-
factor, three-factor, two-factor and single-factor models.

Table 4 depicts the standardized factor loadings (ranging from 0.52 to 0.94). The construct
reliability was analyzed by computing the composite reliability (CR) scores. CR ranged from
0.75 to 0.92, which was greater than the recommended threshold value of 0.70 (Hair et al.,
2006). In addition, convergent validity was examined with CR and average variance extracted
(AVE). As shown in Table 4, AVE scores for all latent factors were greater than 0.50, providing
the cut-off value suggested by Fornell and Larcker (1981). Since the CR values of all latent
variables are greater than 0.70 and the CR scores are higher than the AVE scores (Hair et al.,
2006), we infer that all four latent constructs have appropriate convergent validity.
Furthermore, the square roots of the AVE scores for each construct were greater than the
correlations between any pair of components, indicating discriminant validity (see Table 2)
(Hair et al., 2006).

Structural equation model and hypothesis testing

The hypothesized mediated structural model provided a satisfactory fit to the data
(r2 = 1024.39 df = 98, p < 0.001, RMSEA = 0.07, SRMR = 0.06, CFI = 0.96,
TLI = 0.95). To verify our mediation assumptions, we analyzed indirect effects using 5,000
bootstrap samples (Preacher and Hayes, 2008). The findings of the SEM are provided in
Table 5, offering evidence for our hypothesized model.

The results offer support for a positive and significant effect of GHRM practices on
financial performance (f = 0.13, p <0.05). Thus, H1 is supported. The results further support
H2, which states GHRM practices indirectly effect financial performance through social
performance (f = 0.37, p < 0.001). The indirect effect of GHRM practices on financial
performance via employees’ task-related pro-environmental behaviors and social
performance is significant (B = 0.09, p < 0.000). Hence, H3a is supported. Moreover, the
indirect effect of GHRM practices on financial performance via employees’ proactive pro-
environmental behaviors and social performance is significant (f = 0.14, p <0.05). Thus, H3b
is supported. This result shows that GHRM practices are a critical source for employees’ pro-
environmental behaviors and financial performance.

Downloaded from http://www.emerald.com/ijm/article-pdf/46/8/1460/10295848/ijm-02-2024-0104en.pdf by Institut Latihan Statistik Malaysia user on 06 October 2025



Table 4. Factor loadings of indicators International
Journal of
Factor Manpower
Construct Indicators loading AVE CR
Green HRM practices (Source: 1. My company sets green goals for its <0.50"  0.71 092
Dumont et al., 2017) employees
2. My company provides employees with ~ 0.73""
green training to promote green values 1471
3. My company provides employees with ~ 0.89™"
green training to develop employees’
knowledge and skills required for green
management
4. My company considers employees’ 0.91""
workplace green behavior in performance
appraisals
5. My company relates employees’ 0.88™"
workplace green behaviors to rewards and
compensation
6. My company considers employees’ 0.81""
workplace green behaviors in promotion
Employee task-related pro- 1.1adequately complete assigned dutiesin ~ 0.52""  0.64  0.84
environmental behavior (Source: environmentally friendly ways
adapted from Bissing-Olson et al., 2. 1 fulfill responsibilities specified inmy ~ 0.88™"
2013) job description in environmentally
friendly ways
3. I perform tasks that are expected of me  0.94™"
in environmentally friendly ways
Employee proactive pro- 1. I do more for the environment at work ~ 0.91™"  0.62  0.83
environmental behavior (Source: than I was expected to
adapted from Bissing-Olson et al., 2. I take a chance to get actively involved ~ 0.74™"

2013)

in environmental protection at work

sokok

3.1takeinitiative to act in environmentally ~ 0.71
friendly ways at work

1. My firm improves awareness and 0.68"" 064 084
protection of the claims and rights of

people in the community served

Social Performance (Source: adapted
from Yildiz Cankaya and Sezen, 2019)

sokok

2. My firm improves the employee 0.87
training and education
3. My firm improves the occupational 0.84™"
health and safety of employees
Financial Performance (Source: 1. Average return on investment over the ~ 0.74™"  0.51  0.75

adapted from Green and Inman, 2005)  past three years
2. Average profit over the past three years
3. Average return on sales over the past

three years

Note(s): n = 945, ""p < 0.001, *Due to the factor loading being below 0.50, it was removed from the analysis
Source(s): Authors’ own work

0.70""
0.69""

Discussion
In this study, we developed and tested a theoretical model that explored the influence of GHRM
on firm performance. Particularly, SEM results highlighted the mediator roles of employees’
task-related and proactive pro-environmental behaviors and firms’ social performance on the
impact of GHRM on firms’ financial performance. All hypothesized relationships were
supported. The following sections present the discussions of this study’s findings.

According to the test results, H1 was supported, and the study confirmed that GHRM
practices can positively predict firm financial performance. Establishing the link between
GHRM and financial performance was critical as the study was set to explore the mechanism
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IIM Table 5. Structural equation model results

46’8 Standardized
Paths estimates p
GHRMP — FP 0.13 0.031
GHRMP —SP — FP 0.37 0.000
GHRMP — ETPB — SP — FP 0.09 0.000
1472 GHRMP — EPPB — SP — FP 0.14 0.047

Note(s): n = 945, GHRMP = Green HRM practices, ETPB = Employee task-related pro-environmental
behavior, EPPB = Employee proactive pro-environmental behavior, SP = social performance, FP = financial
performance

Source(s): Authors’ own work

of the link between GHRM and financial performance. Another important aim of the study was
to examine the mediating role of the social performance of the firm in the link which was
proposed in H2. According to SEM results, H2 was supported. The social performance of the
firm includes a positive image for the firm in terms of social responsibility and pro-
environmental awareness. As hypothesized in H2, GHRM practices contribute to the positive
image, in turn, can affect consumer preferences for the firm. Firms with higher social
performance may benefit from improving their cooperation with suppliers and channel
members, thereby leading to improved financial performance.

Furthermore, the study also aimed to explain the mediating roles of employees’ task-related
and proactive environmental behaviors as proposed in H3a and H3b. The results showed that
both hypotheses were supported. According to these results, GHRM practices stimulate and
encourage employees’ task-related and proactive pro-environmental behaviors. These findings
are consistent with those of other studies in the field (Chaudhary, 2020; Hameed et al., 2020;
Paillé et al., 2023; Renwick et al., 2016; Ye et al., 2022). The results of this study support that
implementing GHRM practices (such as environmentally oriented staffing, performance
evaluation, promotions, rewards for environmentally responsible behavior and cultivating
employees’ green knowledge and skills) enhances employees’ pro-environmental behavior.
According to SET (Cropanzano and Mitchell, 2005), employees who perceive GHRM
practices positively and actively utilize their green knowledge and skills in the workplace are
more likely to feel a sense of obligation to engage in both task-related and proactive pro-
environmental behaviors in return for the firm’s implementation of GHRM practices.

Drawing on SET, the results confirm that if firms apply GHRM practices, they can increase
employee satisfaction and provide employees with a better work environment, which will
eventually impact employee behaviors and contribute to firms’ efforts toward the environment
and community, leading to improved social performance and eventually better financial
performance. As this study set out to examine the relationship between GHRM and firm
performance, it was critical to identify such a relationship, as employees’ pro-environmental
behaviors are mediators in the mechanism we tested.

Previous research has also found evidence of the importance of GHRM in various contexts
(Aboramadan, 2022; Amrutha and Geetha, 2021; Chaudhary, 2020; Dumont et al., 2017; Ye
et al., 2022). This study provides empirical evidence that the adoption of GHRM practices in
the management of SMEs (which includes developing and enhancing employees’ skills,
knowledge and abilities; investing in employees’ motivation; fostering commitment and care;
and involving employees in decision-making) significantly contributes to the overall business
and financial benefits that small firms can obtain from implementing a proactive approach to
environmental management. These findings support suggestions in the literature that GHRM
not only improves environmental performance but also enhances financial performance
(Renwick et al., 2013). Additionally, this finding is critical to demonstrate the importance of
GHRM practices in the Turkish SME context, as the Turkish economy is shifting toward a
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more environmentally friendly model by committing to the EU Green Deal and aiming to International
reduce Tiirkiye’s greenhouse emissions by half in 2035. While the Turkish economy is Journal of
shifting, companies must revise their processes to cut their carbon footprint, which requires Manpower
tangible and intangible resources.

Our study shows that if SMEs adopt and implement GHRM practices, they can foster
remarkable intangible resources to improve their environmental performance. This study
found that employees’ pro-environmental behavior mediates the relationship between GHRM
practices and firms’ social performance. Therefore, SMEs should consider designing their
GHRM practices to improve their employees’ behavior to enhance their performance and
reputation. Overall, GHRM can be viewed as an essential part of the process for firms seeking
to adopt more environmentally friendly practices.

1473

Theoretical implications

This study makes several contributions to the literature of SET and RBT regarding GHRM and
firm performance. First, it provides evidence for the social and financial benefits of adopting
GHRM practices and extends the SET theory into the fields of GHRM, employees’ pro-
environmental behaviors and firm performance by exploring new mediating mechanisms
(Merlin and Chen, 2022; Pham et al., 2020). One of the key findings of the study is that
employees’ pro-environmental behavior serves as a mediator between GHRM and firms’
social performance. This indicates that GHRM practices influence employees’ pro-
environmental behavior, which in turn affects how the firm performs socially. This insight
is valuable as it bridges the gap between GHRM practices and employees’ behavior,
demonstrating a more direct link between GHRM and firms’ social and financial performance.

Second, the paper demonstrates how employees’ pro-environmental behavior mediates
GHRM’s impact on firms’ social performance. Building on SET, this study provides further
evidence of the link between GHRM and firms’ performance regarding employees’ pro-
environmental behavior and firms’ social performance. This study recognizes that social
performance is equally relevant to a firm’s success and that GHRM can play a pivotal role in
enhancing it. In this regard, the research extended SET literature by incorporating social
performance and individual behaviors.

Third, the study highlights the role of GHRM as a valuable internal resource that
contributes to firms’ competitive advantage. GHRM here can be considered as a strategic
resource, which is developed by organizational actors. While developing it, social exchanges
between these actors are also crucial. By extending the application of the SET into the domains
of RBT, our study sheds light on the role of social exchanges facilitated by GHRM practices in
shaping organizational outcomes. We offer insights into the complex dynamics of how core
competencies are built within organizations in environmentally conscious settings. By doing
so, the study not only extends the applicability of SET to the field of sustainability and business
performance but also integrates two theoretical lenses. This integration of the SET and the
RBT offers a comprehensive understanding of how organizational actors’ behaviors and
interactions influence the development and utilization of strategic resources, ultimately
impacting firms’ social and financial performance. This highlights the dynamic interplay
between internal resources, social dynamics and organizational performance.

Finally, the study is set in the context of Turkish SMEs, which adds a valuable perspective
to the research on GHRM and firm performance. SMEs often face unique challenges and
opportunities compared to larger corporations, and their adoption of sustainable practices can
have distinct implications. By focusing on this specific context, the study offers insights that
are more tailored and relevant to a specific segment of the business landscape.

Practical implications
Environmental regulations and changing consumer preferences have challenged firms to
improve their financial and social performance. An increasing number of companies integrate
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IIM environmental and sustainability principles into their strategies—however, for their successful
46,8 implementation, employees’ pro-environmental behaviors are critical. This research brings
several practical suggestions for companies that strive to improve their both environmental,
financial and social performances. First, organizations should implement green recruitment
and selection, which involves considering an applicant’s values, beliefs and behavior related to
environmental sustainability in the hiring process. For example, organizations can integrate
scenario-based questions during the interview process to evaluate how prospective employees
would respond to sustainability-related challenges. Organizations should hire employees who
share their sustainability goals. Second, organizations should realize the strategic significance
of GHRM practices toward developing employees’ pro-environmental behavior to
improve firms’ social and financial performance. Organizations should reference
structured and measurable GHRM initiatives to do it. Organizations, for example, can
implement behavioral incentive programs (e.g. monthly recognitions of employees who are
actively reducing their energy consumption, their waste, or who had worked on sustainability
projects). They could also hold “Green Idea Challenges,” where they invite employees to
propose solutions to sustainability-related challenges and provide financial rewards to the ones
with the best ideas to put into action. Moreover, it is also very important to invest in targeted
courses on sustainability. Organizations should implement gamified programs to encourage
learning, whereby they create a system in which employees earn points for completing actions
relevant to sustainability (recycling, creating eco-conscious spaces, completing eco-training
courses, etc.) while tracking their participation and providing rewards to engage employees or
they could use certifications programs in sustainability which can provide genuine career
rewards or tangible opportunities rather than generic introductory ones. Third, organizations
should establish green performance management systems by including sustainability-related
key performance indicators in annual assessments of employees. Logistics organizations, for
instance, might have targets of cutting fuel use, while an office-based company might track
paper and energy use department by department. Employees who meet or exceed these
sustainability benchmarks might earn additional performance-based incentives. Fourth,
organizations should integrate green compensation strategies into their incentive systems.
These could include such things as eco-friendly commuting benefits (e.g. public transport
subsidies, biking allowances, electric vehicle incentives, etc.) or offering additional paid time
off for those employees who volunteer for environmental causes. Finally, organizations should
implement their own green communication systems in place, like internal sustainability
dashboards, so employees can see how well environmental goals are being met. Furthermore,
sustainability councils made up of employees can be established to give employees an actual
say in decisions and policies regarding environmental impact and promote a sense of
ownership over corporate sustainability programs. Considering the potential of GHRM as a
strategic core competency, these practices should be integrated into the organization’s strategic
planning process. When it is integrated into the organizations’ strategic management
processes, the positive impact of GHRM capabilities could be even increased. By
incorporating GHRM considerations into recruitment, training, performance management
and reward systems, organizations can ensure that environmental sustainability becomes
ingrained in the organizational culture and values. Eventually, firms can improve employees’
pro-environmental behavior and establish a more positive social performance, including a
more substantial reputation for environmental responsibility and improved relationships with
stakeholders.

1474

Limitations and future research directions

This study has several limitations that need to be addressed, while also shedding light on
avenues of future research. First, this study employed a single-study, cross-sectional research
design, which is subject to some limitations, particularly causal inference. However, given the
study’s focus on SME employees in Tiirkiye, practical constraints in accessing a large,

Downloaded from http://www.emerald.com/ijm/article-pdf/46/8/1460/10295848/ijm-02-2024-0104en.pdf by Institut Latihan Statistik Malaysia user on 06 October 2025



representative sample of SME employees across multiple time points made longitudinal or International
experimental data collection challenging, this approach was chosen. Nevertheless, future Journal of
research might be able to build on these results by using multi wave studies or experimental Manpower
designs to more completely establish the proposed relationships and to identify possible causal
mechanisms. Second, this study was conducted in the context of Turkish SMEs. Thus, the
results should be considered with caution before generalizing them to a different context.
Third, the study tested a sequential mediation model with data from SMEs in general.
However, future studies could test the same model using data from specific industries. Fourth,
the study variable was incorporated into the model as a single construct. Thus, the study could
not identify which GHRM practices are more critical than others or what kind of employee
behavior contributes to firms’ performance. Therefore, future research should consider using a
multidimensional construct to examine the effect of GHRM on employee and firm
performance. Lastly, this study’s model only uses the SET framework to explain how
GHRM practices improve firm performance and does not explain how this impact is critical for
firm competitiveness. Thus, future studies should adopt multiple theories to examine this
relationship and its importance in terms of competitiveness.
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