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Figure 2  The structural model 
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Table 1   Reliability and validity assessment 
Measures C CR AVE 1 2 3 4 

1. Corporate Sustainability 0.938 0.940 0.683 0.826    

2. Environmental Performance 0.904 0.908 0.763 0.801 0.873   

3. Green Human Resources Management 0.945 0.946 0.774 0.805 0.627 0.880  

4. Organizational Commitment 0.819 0.843 0.589 0.665 0.698 0.625 0.768 
Notes: C (Cronbach’s Alfa); CR (Composite Reliability); AVE (Average Variance Extracted). Values along the diagonal are the 
FTMT criterion, which is the square root of the explained mean variance (AVE) values of the structures in the study. Values under the 

diagonal are the correlation between structures. 

Table 2   Discriminant validity – HTMT criterion 
Measures VIF 1 2 3 4 

1. Corporate Sustainability N/A -    

2. Environmental Performance 2.209 0.802 -   

3. Green Human Resources Management 2.200 0.803 0.628 -  

4. Organizational Commitment 1.857 0.651 0.705 0.595 - 
Note: VIF – Variance Inflation Factor 

Table 3  Research Model Coefficients   

Instuments f-squared Q-squared 

Green Human Resources Management Environmental Performance 0.648 0.324 

Green Human Resources Management Organizational Commitment 0.641 0.302 

Green Human Resources Management 

 

Corporate Sustainability 

 

0.623 

0.570 
Environmental Performance 

 

Corporate Sustainability 

 

0.493 

Organizational Commitment Corporate Sustainability 

 

0.002 

Note: f2 = effect size; Q2:prediction summary 

Table 4   Structural Model Results 
Relationship Standardized  STDEV t values p values 

GHRM EP 0.627 0.070 8.991 0.000 

GHRM OC 0.625 0.054 11.556 0.000 

GHRM CS 0.492 0.121 4.062 0.000 

EP CS 0.477 0.122 3.902 0.000 

OC CS 0.024 0.112 0.213 0.831 

Indirect Effect 

GHRM OC CS 0.015 0.073 0.203 0.839 

GHRM EP CS 0.299 0.102 2.927 0.003 
Notes: GHRM: Green human resource management; EP: Environmental performance; OC: Organizational commitment; CS: Corporate 

sustainability; STDEV, Standart deviation; Significance level (two-tailed) *p < 0.01;  
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The Effect of Green Human Resources Management Practices on 

Corporate Sustainability from the Perspective of Employees 

 

 

Abstract 

This study examines the impact of Green Human Resources Practices (GHRM) in the textile and 

fashion industry on corporate sustainability. In addition, the indirect effects of organizations' 

environmental performance and employee commitment to corporate sustainability are also examined. 

The research was carried out with the participation of the employees (n= 129) of Turkish organizations 

operating in the fashion and textile sector which adopt a sustainable business management approach. 

Structural equation modeling via Smart PLS was used for data analysis. The findings showed that 

GHRM positively affects corporate sustainability, and environmental performance is mediating in this 

relationship. However, employee commitment did not have a mediating effect in this relationship. 

These results provide corporate sustainability experts and managers with evidence-based insights on 

designing GHRM practices and sustainability strategies. 

Key words: Corporate sustainability; sustainability; green human resources management; 

environmental performance; employee commitment, 

JEL Classification Codes: M1, M10, M14,  

 

 

1. Introduction 

Sustainability has become a phenomenon that has stayed on the agenda worldwide since the 80s. 

Global environmental problems have led to the development of the understanding of sustainability and 



increased sensitivity to this issue. Sustainability narrowly represents a quest that allows for economic 

growth by balancing the tension between economy and ecology. From the broader perspective, it 

transforms mindsets to ensure a well-preserved ecosystem, a livable planet, and a more harmonious 

and equitable social and economic life. 

Pressures on organizations by government agencies, activists, and consumers to ensure environmental 

sustainability force organizations to focus on sustainability. In this context, sustainability is a window 

to the organization's future, which deals with the basic environmental, economic, and social strategies 

that determine whether the organization will succeed in the market (Kashmanian et al., 2021). This 

understanding focuses on the natural environment, considering all aspects of commercial activities and 

their social, cultural, economic, and environmental impacts. Corporate sustainability transforms 

traditional expressions that define ethical and equitable corporate practices. While traditional 

expressions such as corporate social responsibility (CSR) and corporate citizenship are still common, 

they have begun to be replaced by the broader and more comprehensive term corporate sustainability 

(Jamal et al., 2021). Corporate sustainability is related to the economic performance of organizations 

with its contributions, such as reducing general expenses and increasing employees' productivity. It 

also increases an organization's environmental performance by reducing the use of natural resources 

and waste. 

The textile and fashion sector is among the industries that harm the environment and the balance of the 

ecosystem and have a destructive effect on natural resources. In these sectors, excessive water 

consumption and harmful chemicals during the production phase are subject to criticism due to the 

excessive amount of waste. Thus, studies for sustainability in the textile and fashion industries have 

particular importance. In order to achieve sustainability in the fashion industry, research is carried out 

from different perspectives. Issues dealt with in this industry cover a broad spectrum, ranging from 

putting idle products back into production, increasing transparency in the supply chain (Moorhouse, 

2020), and developing innovative and sustainable business models (Todeschini et al., 2017). One of 

the prominent research topics is the examination of the process of achieving sustainable goals with the 

employees of fashion companies (Lorincová et al., 2019). There are two main reasons for this issue to 



come to the fore. First, human resources are one of the most critical determinants for organizations to 

achieve their goals (Amberg & McGaughey, 2019). In addition, the effect of successful green 

management practices can achieve positive development, and this increases the sensitivity to the 

subject. In other words, it highlights employees as essential in achieving an organization's strategic, 

financial and sustainable goals. Secondly, it is known that employees' commitment to the organization 

can positively affect organizational performance and achievement of goals. In this context, if fashion 

organizations set sustainable goals and their employees are committed to them, the probability of 

organizations achieving these goals will increase (Paille et al., 2020). Given the small number of 

studies on the sustainability of organizations in the fashion industry, more research is needed to 

examine the role of employees in achieving sustainability. 

The success of green-oriented management practices is closely dependent on the presence of 

employees who are aware of ecological problems, have a responsibility, and are ready to take the 

initiative in this regard. In this context, GHRM is the most accurate understanding that supports green 

recruitment and selection, green training, wage and reward processes, and employee participation in 

sustainable goals (Yong et al., 2019). In other words, GHRM has a significant potential to achieve 

corporate sustainability. GHRM focuses on developing strategies and organizational policies to create 

an environmental-oriented organizational culture. It also helps to increase the environmental 

performance of employees and organizational commitment within the scope of the organization's 

environmental objectives. 

Organizations rapidly adopt GHRM to develop an environmentally friendly culture to ensure corporate 

sustainability. However, it is critical to adopt a green organizational understanding that spans all 

departments to achieve success throughout the organization. Therefore, there is a need for research 

that deals with GHRM and organizational performance relationships in detail and provides insight 

from within the organization. Adopting green behavior is not the responsibility of the employees of a 

particular organizational department. However, all departments are equally responsible for 

maintaining the ecological environment of the organization. There are few studies linking GHRM with 

organizational performance. In this context, the findings from this study are expected to provide 



valuable clues from the perspective of employees for Turkish textile and fashion businesses in the 

transformation of HR practices within the framework of the green perspective. 

The study was carried out to achieve the following objectives: 

-Assessing the effects of GHRM practices on corporate sustainability 

- Examining the mediating role of environmental performance in the relationship between GHRM 

practices and corporate sustainability 

-Testing the mediating effects of employee commitment in the relationship between GHRM practices 

and corporate sustainability 

2. Theoretical Background and Hypotheses 

The conceptual model of the research is based on two theories. The first theory is the stakeholder 

theory, which focuses on the importance of stakeholder groups in improving the organization's 

performance. An organization's stakeholders are the groups with which it interacts. It constitutes the 

target audience for the organization to fulfill its responsibilities (Freeman & Dmytriyev, 2017), and 

organizations can only achieve sustainability with the support of stakeholders (Dmytriyev et al., 2021). 

Stakeholder theory aims to help the organization strengthen its relationships with its internal and 

external environment to gain a competitive advantage. To ensure corporate sustainability and 

understand environmental and social impacts, the organization needs to look at stakeholders internally 

and externally. Organizations can focus on corporate sustainability by training employees and 

developing strategies or policies that ensure sustainability. By promoting sustainability and 

implementing GHRM, the organization meets the demands of multiple stakeholders. Thus, corporate 

sustainability and GHRM are two interrelated issues (Jamal et al., 2021) because both seek to serve the 

interests of internal and external stakeholders. 

The second is the ability-motivation-opportunity (AMO) theory. According to the theory, three 

components provide the employee's discretionary effort. These; employees have the necessary abilities 

and need appropriate motivation, and employers offer employees the opportunity to participate 



(Appelbaum et al., 2001). AMO theory is widely accepted in the HRM literature to explain the link 

between human resource practices and performance (MarinGarcia & Tomas, 2016). Organizational 

performance increases if employees are motivated and enabled to use their skills. Motivation is 

considered here as a condition for the use of individual skills. Although the relationship between A 

(ability) and M (motivation) in the model is explained in this direction, O (opportunity) presents the 

creation of options n the organization where employees can use their skills. Although employees have 

high skills and the necessary motivation, they will only be able to use them if given the opportunity. 

Therefore, there is a need for a balance in which these three variables can be applied together 

(Alsubaie, 2016). 

2.1.Corporate Sustainability 

The pessimistic predictions about the future of our planet are leading organizations to be more 

sustainable. Corporate sustainability is an umbrella term that includes many other terms, such as 

corporate social responsibility and corporate governance. When evaluated in terms of organizations, 

corporate sustainability is generally associated with organizations' mobilization of accountable actions. 

Implementing accountable actions in organizations adds value to society and the environment and 

supports the sustainability of organizations. 

Corporate sustainability is an intertwined system of economic, social, and ecological components 

(Bansal, 2005; Camilleri, 2017). It is also characterized by various economic, environmental, and 

social objectives, all of which seem individually desirable but "inextricably linked and internally 

interdependent" (Bansal, 2002). In this context, six essential criteria can be listed: eco-efficiency, 

socio-efficiency, eco-efficiency, socio-efficiency, adequacy, and ecological equality (Dyllick & 

Hockerts, 2002). The corporate sustainability orientation enables organizations to integrate corporate 

sustainability into their strategies, policies, and management systems. 

Legal regulations, environmental protection awareness, increasing customers, and demands from other 

stakeholders play a decisive role in the orientation of organizations to corporate sustainability 

practices. While determining the necessary operations to meet these expectations, the support received 



from within the organization and compliance with the strategies for sustainability gain importance. In 

this context, practices such as in-organization training on environmental protection, employee 

empowerment, teamwork, and green reward systems are likely to bring the organization together 

around green values. In other words, applying green understanding in human resources management is 

necessary for an organization to be sustainable. Because stakeholders expect organizations to protect 

the environment, use natural resources more efficiently, support recycling and reduce all possible 

environmental pollution and toxicity. The strategic objectives of corporate sustainability are economic 

development, corporate effectiveness, stakeholder focus, and sustainable ecosystems (Dyllick & 

Hockerts, 2002). 

2.2.Green Human Resources Management 

Green Human Research Management (GHRM) is a management approach that supports human 

resources policies and practices within the scope of environmental sustainability. GHRM refers to 

policies and practices that make HR processes green to benefit employees, society, the natural 

environment, and the organization (Opatha & Arulrajah, 2014). Unlike traditional HR, it is the 

execution of human resources practices in accordance with the organization’s environmental goals and 

in a planned manner (Jong & Yusoff, 2016). Employees who have adopted a green understanding are 

expected to contribute more to the performance and future of the organization by implementing green 

practices and policies for society, the environment, and business life. 

Some practices adopted by organizations within the scope of green HRM are as follows; switching to 

paperless offices, supporting car sharing to save fuel and time in traffic, conducting training and 

meetings online, benefiting from daylight, supporting the construction of green buildings that allow 

natural heating and lighting, rewarding employees for sustainable green ideas, giving back informing 

about recycling awareness and waste control (Pandey, Viswanathan & Kamboj, 2016; Nagarajan, 

2020). When evaluated in terms of recruitment processes, it is seen that green job definitions are 

formed that include awareness of candidates about environmental problems and solutions. Employees 

who can live and implement the green culture adopted by organizations should be prioritized in 

recruitment. Employees with these qualifications can ensure that the green culture of organizations is 



reflected outside. In this way, the green culture and practices of the organization will be visible to 

those outside the organization. Rangarajan and Rahm (2011) stated that when organizations implement 

GHRM strategies, they have a strong corporate social agenda, value employees’ environment, and 

social priorities, and increase their organizational prestige. This positive image is essential in attracting 

employees and customers to the organization and ensuring their participation in achieving 

environmental goals. Employee participation in green processes increases the effectiveness of green 

management practices by aligning employees’ motivations and goals with green management 

practices. A detailed review of the relevant literature shows that more research needs to be done on 

GHRM in environmental sustainability research. 

Cheema & Caved (2017) showed that green human resource management is a critical determinant of a 

sustainable environment. In their research based on organizational support theory, Cantor et al. (2012) 

stated that human resources practices can affect employees’ perceptions of organizational care. In this 

way, the tendency of employees to exhibit sustainable behavior increase as their desire to make 

personal contributions increases. In order to build a sustainable organization, it is essential to integrate 

sustainability into the organization’s human resources framework (Jabbour et al., 2019). All of the 

above leads us to establish the following research hypothesis. 

H: Green human resources management positively relates to corporate sustainability. 

2.3.Organizational Commitment 

Organizational commitment is one of the topics that has been popular in organizational psychology for 

a long time. The reason for this is the direct and indirect contributions of the employees who are 

identified with the organization (Karrasch, 2017). The identification of employees with their 

organizations and adopting organizational goals is a critical issue for organizations to achieve their 

goals. In this context, organizations employ qualified personnel to ensure their professional 

development and keep the employees in the organization. Thus, organizations gain a competitive 

advantage against their competitors and serve to realize their primary goals (Bernardin & Russell, 

2006). Research shows that the increase in employees' commitment to their organizations positively 



affects many critical organizational goals, such as customer satisfaction (Setyaningrum, 2017), 

employee productivity (Bhatti & Qureshi, 2007), and job satisfaction (Eslami & Gharakhani, 2012). 

Social identity theory suggests some theoretical connections between employees' perceptions of 

corporate responsibility practices and organizational commitment (Ashforth & Mael, 1989; Le et al., 

2013). According to social identity theory, individuals' views are influenced by their membership in 

social organizations, including the organizations in which they work. Individuals try to form or 

develop positive self-concepts by comparing their characteristics with other groups. Positive 

comparisons lead to an enhanced self-concept. If an organization strives to engage in corporate 

responsibility activities, its employees are proud to be members of such an organization. Employees 

likely feel that their organization cares about their present and future. If employees positively evaluate 

an organization's ethical principles, values, and social sensitivity, they are expected to develop positive 

attitudes toward the organization. For this reason, employee commitment can be essential in achieving 

the company's goals. 

Organizations that implement GHRM define green targets and offer their employees green training 

programs and reward systems that include green indicators. In this way, employees' interest and 

participation in environmental issues can be increased. This strengthens employees' commitment to 

their organization and enables the latter to achieve successful environmental outcomes (Úbeda-García 

et al., 2021). Employees' commitment to the environment depends on their willingness to share and 

care about their organization's environmental concerns (Paille & Valeau, 2020). Thus, organizational 

green goals can be achieved if the employees are committed. Based on the above discussion, we 

propose that; 

H: Green human resources management positively relates to organizational commitment. 

H: Organizational commitment positively relates to corporate sustainability. 

In order to successfully integrate corporate sustainability into an organization, radical changes must be 

made in the organizational culture. This change means reorganizing existing policies, processes, and 



practices according to environmental, economic, and social goals, which are the sub-dimensions of 

sustainability (Aguilera et al., 2007). Commitment is important because it guides people's behavior in 

ways that support achieving inclusive goals that transcend individual interests (Meyer & Herscovitch, 

2001; Raineri & Paillè, 2016). This mindset can direct employee behaviors to activities compatible 

with corporate sustainability efforts (Temminck, Mearns & Fruhen, 2015). In this context, employees' 

commitment to these sustainable goals will directly affect organizational success. GHRM promotes 

responsible behavior, attitudes, and commitment of employees. This concept, which can be expressed 

as the green commitment of employees, regulates employees' feelings towards the environment, brings 

them together around organizational values, and supports their efforts toward environmental goals 

(Saeed et al., 2019; Pham et al., 2019). Employees' commitment to the organization's environmental 

goals results from GHRM practices (Ansari et al., 2021). Based on these explanations, the following 

hypothesis can be formulated. 

H: Organizational commitment mediates the relationship between green human resources 

management and corporate sustainability. 

2.4.Environmental Performance 

Environmental performance refers to the measurement of a business's capacity to achieve its 

environmental goals and objectives. The best way to achieve environmental performance is GHRM, 

which motivates employees to fulfill their duties of green practices (Amui et al., 2017; Ren et al., 

2018). In this context, successful GHRM implementation of organizations helps employees to be 

proud of their company's role in environmental protection, helping them to perceive the environmental 

performance of the business in a positive way and to contribute to these efforts. Similarly, green 

education develops appropriate attitudes and skills toward solutions in the workplace by increasing 

employees' awareness about environmental problems (Jabbour et al., 2010). Evaluating the green 

performance of employees increases the sense of responsibility. It improves environmental 

performance by harmonizing behaviors around common goals (Guerci et al., 2016). Organizations that 

focus on employee engagement support environmental initiatives and practices in the workplace by 



promoting employee green activities with various rewards. Thus, they provide an opportunity to 

reduce waste, increase productivity and develop innovative solutions (Mousa & Othman, 2020; 

Pinzone et al., 2016). Based on the literature, the following hypothesis has been proposed. 

H: Green human resources management positively relates to environmental performance. 

GHRM practices strengthen the organization's human capital by improving employee skills. GHRM 

practices consider green criteria in hiring, improve the green skills of employees through training, and 

provide employees with the opportunity to participate in green practices so that green management 

performance can improve positively (Masri & Jaaron, 2017; Pinzone et al., 2016). While GHRM 

encourages employee engagement by creating an environmentally friendly organizational culture, it 

also motivates employees by evaluating and rewarding employees' green performance (Kim et al., 

2019). When evaluated in terms of environmental performance, one of the main dimensions of 

corporate sustainability, GHRM has a critical potential to integrate with corporate sustainability. In 

this context, the following hypothesis has been developed to determine the role of GHRM practices in 

environmental management and corporate sustainability: 

H: Environmental performance positively relates corporate sustainability. 

H: Environmental performance mediates the relationship between green human resources 

management and corporate sustainability. 

3. Methodology 

 

 

Insert Figure 1: Research Model about here 

 

 

 



Research Model and Hypotheses 

H1: Green human resources management positively relates to corporate sustainability. 

H2: Green human resources management positively relates to environmental performance. 

H3: Green human resources management positively relates to organizational commitment. 

H4: Organizational commitment positively relates to corporate sustainability. 

H5: Environmental performance positively relates corporate sustainability. 

H6: Environmental performance mediates the relationship between green human resources 

management and corporate sustainability. 

H7: Organizational commitment mediates the relationship between green human resources 

management and corporate sustainability. 

3.1.Procedure and Data Collection 

The quantitative research type was preferred to test the relationships between variables in the study's 

research model. In this context, an online questionnaire form was created to collect the necessary data 

and test the hypotheses. It was requested that the employees of the enterprises operating in the fashion 

and textile sector, who have a corporate sustainability understanding, participate in the survey form. 

Participation was voluntary, so the decision to join or exit the survey at any time was allowed. It was 

ensured that the participants did not reveal any identity information. It was also stated that the answers 

would only be used for research and would not be shared with third parties. The survey form link was 

sent to the employees of the companies that agreed to participate in the study by their managers. The 

questionnaire was applied online between November 2022 and January 2023. 

Businesses operating in the fashion and textile sector in the sense of corporate sustainability in Turkey 

constitute the general population of the research. Employees of a well-known brand that can represent 

the population with stores in Turkey and abroad make retail sales and manufacturers of women's 

fashion and textile products that constitute the research universe. 



The convenience sampling method was preferred as the data collection method in the study. The 

convenience sampling method is generally preferred because of time and cost constraints. After 

eliminating missing and sloppy questionnaires, the sample size consisted of 129 participants. 

3.2.Participations 

In the demographic information section, personal information was collected on subjects as gender 

position, and age. 129 participants who fully answered the questionnaire, 57 % (75 persons) were 

women, and 43 % (54 persons) were men. In employment status, the maximum response was found 

experts (production, purchasing, and HR departments, designer, etc.) at 64 % (82 people), while the 

middle manager at 36 % (47 people). In two age groups (less than 40 years old and over 40), there 

were 72 % (92 people), and 28 % (37 people) of the sampled group, respectively. 

3.3.Scales 

All constructs in this study were measured with performed scales initially published in English. The 

scales were translated into Turkish using the translation-back translation method. All structures 

included in the model have been made available based on previously validated tools. 

In order to measure the “corporate sustainability” perceptions of the participants, the scale consisting 

of 10 items and adapted by Yang and Jang (2020) was used. The scale developed by Raineri & Paille 

(2016) to measure the "organizational commitment" was used. The Green Human Resources 

Management practices were measured using a 5-item scale from Aboramadan & Karatepe (2021), and 

finally, the scale measuring "environmental performance" adapted from the scale used by Lee & Ha-

Brookshire (2017). All scales are scored with a 5-point Likert scale. The questionnaire was 

administered in the Turkish language. Turkish versions can be obtained from the corresponding author 

in Turkish upon request. 

3.4.Measurement Model 

The partial least squares structural equation modeling (PLS-SEM) technique was used to test the 

measurement (validity and reliability) and structural models (hypothesis testing). Measurement and 



structural models were analyzed using the SmartPLS version 4 software package. Before the research 

model analysis, the first thing to do is to meet all the necessary criteria in the measurement model 

(Hair et al., 2019). Internal consistency reliability, convergent validity, and discriminant validity were 

evaluated in this context. Cronbach Alpha and CR (Composite Reliability) coefficients were used for 

internal consistency reliability, and factor loads and AVE (Average Variance Extracted) values were 

used for convergent validity. Factor loads were 0.708; Cronbach’s Alpha and CR=Composite 

Reliability coefficients were 0.70; the explained average variance value (AVE= Average Variance 

Extracted) should also be 0.50 (Hair et al., 2019; Fornell & Larcker, 1981). In convergent validity, 

the FTMT criterion proposed by Fornell and Larcker (1981) and Henseler et al. (2015) recommended 

HTMT criteria should be met. According to the FTMT criterion, the square root of the explained 

mean-variance (AVE) values of the structures in the research should be higher than the correlations 

between the structures in the research (Fornell & Larcker, 1981). In the HTMT criterion, Henseler et 

al. (2015) state that it should be below 0.90 for close concepts and below 0.85 for distant concepts. 

The results of the internal consistency reliability, convergent validity, and FTMT criteria of the 

constructs in the study are given in Table 1 below, and linearity and HTMT criteria are given in Table 

2. 

Insert Table 1 about here 

 

Insert Table 2 about here 

 

The factor loadings and significance levels of the factors are at the acceptable threshold (above 0.708 

and significant at p<0.01). However, item 18 (factor load 0.538), the item of organizational 

commitment (OC), is below the threshold value of 0.708. According to Hair et al. (2021), items with 

factor loads between 0.40 and 0.70 are not excluded from the model if their AVE or CR values are 

above the threshold value. Therefore, according to Table 1, since the calculated AVE and CR values 



are above the threshold values, organizational commitment item 18 (factor load 0.538) was not 

excluded from the measurement model. In addition, the “Corporate Sustainability (CS)” item 3, 

“Environmental Performance (EP),” item 7, “Green Human Resources Management (GHRM),” and 

item 8, “Green Human Resources Management (GHRM)” were excluded from the research model. 

Since the Cronbach Alpha and CR coefficients were 0.70 and above, internal consistency reliability 

was ensured. Convergent validity is provided since the structure's factor loads are between 0.538 and 

0.840, and the explained mean-variance values (AVE) are above the 0.50 threshold value. 

As seen in Table 1, the square root of the AVE of each structure is higher than the correlation with 

other structures. It meets Fornell and Larcker's (1981)'s distinctiveness FTMT criterion. Table 2 shows 

that the HTMT values are below 0.85. This further confirms the discriminant validity of the constructs. 

Finally, Hair et al. (2019) state that there is no linearity problem when VIF <3 between variables. 

Thus, since the VIF values between variables in Table 2 are lower than the threshold value of 3, it is 

understood that there is no linearity problem. 

3.5.Structural Model and Hypothesis Testing 

In order to test the structural model and hypotheses of the research, 5000 sub-samples were taken from 

the sample with bootstrapping at a 95% confidence interval and tested using a bias-corrected 

bootstrapping technique. Figure 2 presents the model. 

 

Insert Figure 2: The structural model about here 

 

 

When the R2 values of the model are examined, it has been determined that corporate sustainability 

(CS) is explained at a significant rate with 79%, organizational commitment (OC) with 39% and 

environmental performance (EP) with 39% (Hair et al., 2019). 



 

Insert Table 3 about here 

 

Effect size coefficients f2  0.020 low, f2  0.150 medium and f2  0.350 are considered high effects 

(Cohen, 1988). In this context, when the effect size coefficients were examined according to Table 3, 

it was seen that the effects of GHRM on EP, GHRM on OC, GHRM on CS, and EP on CS had a high 

effect size. The effect of OC on CS can be expressed as a low effect. 

 

Hair et al. (2019) claim that the predictive power coefficients (Q2) calculated for endogenous variables 

are greater than zero, indicating that the research model can predict endogenous variables. In addition, 

if the Q2 value is greater than 0.25, it is a medium-level estimation, and if it is greater than 0.50, a 

large estimation can be mentioned. Thus, it can be deduced that the research model has the power to 

predict endogenous variables since Q2 values are greater than zero, according to Table 2. While EP 

and OC endogenous variables have moderate predictive power, they have high predictive power for 

the CS variable. 

 

Insert Table 4 about here 

 

According to Table 4, while six of the seven hypotheses were supported, two (H4 and H6) were 

rejected. According to the findings obtained; Green human resource management > Environmental 

performance (=0.627; p< 0.01); Green human resource management > Organizational commitment 

(=0.625; p< 0.01); Green human resource management > Corporate Sustainability (=0.492; p< 

0.01); Environmental performance > Corporate Sustainability (=0.477; p< 0.01) has a positive effect. 

These results supported the research's H1, H2, H3, and H5 hypotheses. When the indirect effect was 

examined, it was concluded that Green human resource management > environmental performance > 



Corporate Sustainability (=0.299; p< 0.01) indirectly affected it. In this context, the H7 hypothesis 

was supported. 

4. Discussion and Conclusion 

The primary purpose of the current research is to investigate the relationship between GHRM practices 

and CS from the perspective of employees in the Turkish fashion and textile industry sample. In 

addition, the mediating roles of EP and OC variables in this relationship were investigated. Findings 

show that GHRM practices perceived by employees have a positive effect on CS, EP, and OC. In this 

context, similar results were obtained with previous studies in the literature. Amjad et al. (2021) 

concluded that green performance management, green education, green reward, and remuneration are 

effective in green performance in the Pakistani textile industry. GHRM contributes to organizations 

improving environmental performance (EP) (Renwick et al., 2013). Similar findings were obtained in 

studies examining the effects of GHRM applications on EP in different sectors in developing countries 

such as India and Mexico (Daily et al., 2012; Mishra et al., 2014). GHRM plays an essential 

contribution to the sustainable development of organizations (Mandip, 2012). In this context, it is seen 

that GHRM practices have positive effects on sustainability with a more specific focus than the 

traditional HR approach. On the other hand, EP plays a mediating role in the effect between GHRM 

and CS. 

In addition, the prediction that OC would mediate the effect of GHRM practices on CS was tested. For 

this purpose, mediation analyzes were made by examining direct, indirect, and total effects. While 

GHRM had a positive effect on OC, the hypothesis that OC had a direct effect on CS was rejected. In 

addition, the hypothesis analyzing the mediating effect of OC was also rejected. In organizational 

psychology, organizational commitment refers to employees' belief in the goals and values of the 

organization, being involved in organizational processes, and creating a psychological bond with the 

organization (O'Reilly, 1989). Organizational commitment is a multidimensional concept. The most 

widely accepted dimensions in the literature are the three-dimensional organizational commitment 

model developed by Meyer & Allen (1991). These dimensions are affective, continuance and 



normative commitment. This study focused on employees' affective commitment with a specific 

perspective, and a measurement was made only in this context. Therefore, this limited measurement 

may be the reason why the relevant mediation effect could not be seen. Investigation of continuance 

and normative commitment dimensions may provide a more comprehensive evaluation. 

5. Theoretical and Practical Contribution 

The current study examines the direct and indirect effects of GHRM practices in achieving corporate 

sustainability in the fashion and textile industry. It contributes to the literature and practical 

applications with an integrated view of environmental performance and organizational commitment. 

The findings of this study expand the GHRM literature by examining the effect GHRM has on EP. 

There are limited studies on the effect of GHRM practices on EP in the textile sector. Empirical 

evidence is presented by testing the structural model in which the indirect effects of EP and OC 

variables are included. Within the scope of the findings of this study, It can be concluded that GHRM, 

unlike traditional HR, provides a strategic view to ensure sustainability. 

Increasing competition and overcoming environmental problems constitute the first items on the 

managers' agenda. Positioning as a green brand for fashion and textile organizations is necessary both 

to attract more customers and achieve competitive advantage and corporate sustainability. In 

developing countries, GHRM practices continue to evolve and need to be understood and applied as a 

management approach. A limited number of studies have been conducted on the fashion and textile 

sector in developing countries. In this context, the present study presents findings from the Turkish 

textile and fashion industry. It offers suggestions for successful sustainable management practices, 

especially to decision-makers in developing countries. Thus, this study provides an overview for 

managers highly concerned with integrating GHRM practices with the organization's sustainability. 

6. Limitations: 

Although this study is based on data collected from the Turkish fashion and textile industry, it presents 

findings for ensuring corporate sustainability through implementing GHRM. Similar research in 



different cultures and sectors will help design the most successful GHRM combinations. On the other 

hand, research that covers relationships within the scope of different organizational behavior variables 

likely to support employee participation can provide more in-depth insights. This research was 

conducted with a cross-sectional design; conducting longitudinal studies may offer benefits in 

examining the development of corporate sustainability understanding. Future studies may focus on 

organizational aspects such as cultural climate and, organizational commitment, which, although not 

causally related to GHRM, affect its implementation and outcomes. 
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