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Abstract. Purpose. Business globalization has changed away from traditional finance-based success 
measurement and toward a capacity-based economy that embraces enterprises’ green management 
features. While this change in the business world has led to the emergence of green human resources 
practices, this new human resources model has also triggered environmentally friendly behaviors 
of employees. Method. In this research, we assumed that employee-organization fit, and workplace 
spirituality can be important mediators between green human resources management and employees’ 
environmentally friendly behaviors, and we tested this assumption on white-collar personnel in Turkey. 
Our field study, which we conducted on 425 people and tested the results in the AMOS program, 
supported the assumptions in the research hypotheses. Findings. The results of our research reveal 
the mediating effect of person—organization fit on employees’ responsible and pro-environmental 
behavior. The results of our research reveal the mediating effect of the fit of individuals with responsible 
behavior and the pro-environmental behavior of employees. Furthermore, workplace spirituality has 
also emerged as a mediating factor in the relationship between green human resources management 
practices and responsible behavior. Value of results. The research results are essential and unique in 
emphasizing the importance of soft elements such as workplace spirituality and person-organization fit 
within the organization in the reflection of green human resources management practices in individuals’ 
lives outside the organization.

Keywords: green human resources management, workplace spirituality, person–organization fit, 
responsible behavior, pro-environmental behavior.
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Introduction

In today’s corporate environments, where sustainability is a significant concern, firms 
must redefine their strategies to participate in sustainable development (Bahuguna et al., 2023). 
Globalization in business has shifted from traditional finance-based success measurement to a 
capacity-based economy that embraces firms’ green management aspects (Ahmad, 2015). The 
financial performance of the organizations was previously considered to be a measure of success, but 
this is no longer the case because it is necessary to supplement these results with factors relating to the 
environment (Hosain, Rahman, 2016; Yorulmaz, 2023b). This growing environmental consciousness 
in business has strongly emphasized greening organizations (Baykal, Bayraktar, 2022). A green 
organization is one in which the greening of traditional business operations is integrated across the 
firm, including green human resources management (GHRM) (Jabbour, 2013). The importance of 
GHRM arises from its emergence as a crucial managerial tool assisting organizations in making their 
businesses more sustainable by helping reduce their carbon footprints (Yong et al., 2019). Success 
in implementing sustainability goals at the organizational level necessitates a robust and green 
management strategy (Glavas et al., 2010, Yorulmaz, 2023a). In this regard, all activities that aim at 
assisting the organization in implementing its environmental agenda are covered by GHRM (Hosain, 
Rahman, 2016), and it develops green abilities through methods for managing human resources like 
green selection, recruitment, performance management, and training (Baykal, Bayraktar, 2022).

It is essential to understand people’s fundamental features, such as value and identity, to achieve 
sustainable behavior at the individual level (Gatersleben et al., 2014). Participation in sustainability-
focused activities and projects is also more likely to come from people who are well-informed or 
concerned about the environment. This study is founded on I. Ajzen and M. Fishbein’s “Theory 
of Planned Behavior” (1974). According to this theory, pro-environmental behaviors occur when 
employees have positive attitudes towards environmentalist behaviors when they believe that the 
people around them show the same behaviors and have the same attitudes, when they think that 
it is necessary to show these behaviors, and when they believe that they are competent in these 
behaviors (Gatersleben et al., 2014). On the other hand, we took a strategic approach to human 
resources management (HRM) practices, as in previous studies on GHRM (Renwick et al., 2013; Tang 
et al., 2018). GHRM applications have a strategic role in stimulating pro-environmental initiatives 
and boosting greening of organizations (Renwick et al., 2013).

Theoretical background

Green human resources management
Green management expands its primary focus on regulatory compliance by including concep-

tual instruments such as product stewardship, clean energy, pollution prevention like water and 
air, and corporate social responsibility (CSR) (Hosain, Rahman, 2016). In reality, GHRM refers to 
business sustainability, which entails embracing a triple-bottom-line approach. The performance 
of an organization’s social, economic, and environmental pillars must be the main focus to remain 
operational. Essentially, business sustainability requires models delivering value regarding sustain-
able conservation and improving finance, environment, and social capital (Bahuguna et al., 2023). 
Understanding GHRM is critical at this point. GHRM is defined as aligning human resources activi-
ties with an organization’s green policy (Ren et al., 2018). In a sense, it represents the green side of 
HRM practices. This aims to promote the organization’s motivation, acquisition, development, and 
maintenance of green employee job behaviors at the workplace (Renwick et al., 2013). GHRM entails 



Organizational Psychology, 2025, Vol. 15, No. 3. www.orgpsyjournal.hse.ru

81

consequences for hiring and retaining environmentally friendly people and numerous methods for 
doing so (Susanto et al., 2022).

The model defined as green recruitment involves recruiting people with information, abilities, 
perspectives, and conduct that complies with the environmental management systems of an 
organization. Due to its importance, it should be viewed as a system that makes the environment 
a significant component of the organization (Ahmad, 2015). Performance appraisal primarily 
concerns environmental responsibilities, environmental policy communication, strategies for 
increasing pro-environmental behavior, environmental incidents, green information systems, and 
audits. Raising awareness among employees about environmental issues, such as waste reduction 
techniques and energy saving, and teaching them the importance of green management concepts 
is possible through green training and development systems (Zoogah, 2011). Furthermore, green 
rewards and pay should be considered essential HRM procedures that reward personnel for their 
environmental performance. It is all about financially rewarding those who prefer pro-environmental 
activity (Baykal, Bayraktar, 2022). GHRM inspires staff by rewarding and redounding employees’ 
green involvement (Ansari et al., 2021). As a result, following the epidemic, many firms adjusted 
their corporate policies to be more ecologically friendly, encouraging the implementation of GHRM 
(Li et al., 2023).

Workplace spirituality
The capitalist worldview has established its idea of consumerism in modern countries, and life 

is becoming more materialized by the day. Extreme competitiveness, challenging markets, ever-ex-
panding clients, and rigorous performance expectations have recently begun to overwhelm and fa-
tigue staff, necessitating a more spiritual life. Spirituality is a highly individual and personal con-
sciousness that fosters a connection to the outside environment and the common origin of all life 
(Baykal, 2019b). The longing for self-transcendence and connection with the rest of the cosmos is 
fueled by a universal energy known as spirituality (Kriger, Seng, 2005). It is a life strategy that in-
cludes service to others, humility, altruism, genuineness, and fairness, which leads to connectivity 
and harmony (Baykal, 2021). Individuals are connected to their surroundings with a deep aware-
ness thanks to spirituality, and they create a coherent whole (Bayani, Serajzadeh, 2022). Attempting 
to achieve modern life’s demands has left employees fatigued, anxious, and frustrated because this 
new life mode is full of commitments, stress, rules, and hefty tasks (Baykal, 2019b). These issues 
are helped by workplace spirituality by focusing on employees’ sense of connection and belonging 
to their business, search for purpose and meaning, and sustenance at work (Sulastini et al., 2023). 
Workplace spirituality is a modern phenomenon associated with the concept of spirituality. Work-
place spirituality is defined as admitting the presence of an inner life that is sustained by meaning-
ful work (Ashmos, Duchon, 2000). Another definition indicates that workplace spirituality is about 
searching for meaning at work and in life (Krishnakumar, Neck, 2002). The workplace is where em-
ployees and leaders can express themselves holistically, covering all aspects of their existence, both 
material and spiritual (Tourish, Tourish, 2010).

Three main components of the concept are frequently mentioned in the workplace spirituality 
literature: “a sense of community,” “meaningful work,” and “inner life” (Benefiel et al., 2014; Yorul-
maz, 2024). In this context, meaning refers to one’s perception of how labor advances the common 
good. In contrast, the sense of community refers to one’s interpersonal connections and is defined 
by “care, relatedness, and loyalty” (Duchon, Plowman, 2005). Furthermore, according to the concept 
of inner life, employment can be inspiring if it aligns with one’s self-identity (Pirkola et al., 2016).

Studies in the literature, researchers discovered a positive influence of workplace spirituality on 
employee wellbeing, found evidence of the beneficial effects of person-organization fit, discovered 
workforce agility, and discovered mental health (Baykal, 2019b; Jnaneswar, Sulphey, 2021; Saeed 
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et al., 2022; Salem et al., 2023). As a result, recent empirical studies on workplace spirituality have 
discovered its effect on creating more positive organizational settings. Employees may perform their 
duties more effectively and peacefully if their working conditions are psychologically secure, and the 
crucial aspect in maintaining this secure climate and value alignment between the person and the 
firm is workplace spirituality (Saeed et al., 2022).

Person–organization fit
Person-organization (P-O) fit is the degree to which employees and their organizations gener-

ally agree (Baykal, 2019c). Employee and organizational compatibility happens when they share 
comparable underlying traits (Morley, 2007). It is a broad concept that indicates an individual’s 
compatibility with numerous systems at work (Kristof-Brown et al., 2005). Employees are just as 
concerned about selecting the ideal company for them to work for as they are about finding the best 
employment (Rynes, Cable, 2003). When employees are connected to their organizations, they feel 
better and more attached to them (Baykal, 2019c).

Based on B. Schneider’s “attraction-selection-attrition” concept, the definition of person organi-
zation proposes that people and organizations are drawn to each other when their values and con-
victions are compatible (Schneider, 1987). According to the P-O fit approach, shared organizational 
values contribute to P-O fit, resulting in high-quality communication, increased organizational trust, 
and good employee reactions (Hamstra et al., 2019).

In competitive situations and tight labor markets, P-O fit is a crucial catalyzer of flexibility (Ca-
ble, Parsons, 2001). Furthermore, it results in lower turnover intentions (Jiang et al., 2023; Pratama 
et al., 2022), organizational commitment (Goetz, Wald, 2022), job satisfaction (White et al., 2022), 
job performance (Sorlie et al., 2022), and a variety of other positive organizational responses.

Responsible behavior
Responsible behavior is a workplace attitude in which employees participate willingly (Robbins 

et al., 2010). A type of organizational citizenship behavior (OCB) is involved. OCB is described by D. 
W. Organ as individual acts that enhance the company’s performance and sustainability but are not 
overtly recognized by formal incentives (Organ, 1988). OCBs are individual voluntary endeavors that 
organizations do not reward; yet, due to their discretionary and informal nature, OCBs are naturally 
challenging to describe and analyze (Boiral, Paillé, 2012). They are employee discretionary behaviors 
that span a wide range of activities, such as arriving to meetings early, having a happy attitude at work, 
having excellent connections with colleagues, assisting coworkers, and speaking positively about the 
organization.

Responsible behavior is required in organizations to foster collaboration and cooperative sys-
tems (Rizaie et al., 2023). Many studies have recently concluded that employees’ voluntary pro-envi-
ronmental activity should be considered responsible behavior (Benn et al., 2014; Chang et al., 2019). 
Responsible behavior, particularly in green activities, is crucial because responsible personnel may 
significantly affect the overall outcomes of their organizations’ sustainability (Cheema et al., 2020). 
A shared vision of green policies and corporate convictions is essential for enhancing OCB in envi-
ronmental challenges (Chang et al., 2019).

Pro-environmental behavior
Active employee participation can help firms improve their environmental management 

capabilities (Afsar et al., 2016). Pro-environmental behavior includes all types of employee behaviors 
that protect the environment and refrain from actions that do harm (Lange, Dewitte, 2019). The 
widely accepted definition of pro-environmental behavior is “purposeful actions of employees 
aimed at reducing the negative environmental impacts of organizations” (Kollmuss, Agyeman, 2002). 
Pro-environmental conduct is about employees voluntarily decreasing or eliminating negative 
impacts at work and aiming to contribute to the environment (Yue et al., 2022).
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Empirical studies have revealed that contrary to common opinion, increases in awareness and 
understanding may not always result in pro-environmental behavior (Kollmuss, Agyeman, 2002). 
Both internal elements, such as personality, beliefs, conviction, culture, and background, as well as 
external factors, such as organizational climate, politics, rewards and punishments, and so on, play 
an equal role in influencing pro-environmental conduct. One of the most critical factors of pro-en-
vironmental behavior is aligning values between a company and a person (Foster et al., 2022). To 
uncover the fundamental mechanisms of pro-environmental behavior, it should be broadened.

Hypotheses

Emotional attachment to one’s organization affects employees’ attitudes positively and results 
in better identification and engagement (Baykal, Bayraktar, 2022). A reasonable work environment 
might lead to more engaged employees due to a match among people and the company’s ideals (Rollins 
et al., 2021). Green organizational considerations outlined through GHRM practices are among the 
most significant contributors to a meaningful work climate for employees with environmental 
concerns and values (Chaudhary, 2019). A common understanding of the company’s green activities 
conveyed through GHRM, strengthens employees’ feelings of psychological ownership and creates 
a P-O fit (Chang et al., 2020). Social identity theory states that people who work for companies 
that behave responsibly grow to be proud of their employer, which strengthens their connection 
with the company (Yang et al., 2021). Employees’ relationships with their companies are positively 
correlated with their level of conviction in a just world (Nurtjahjani et al., 2021). Exposure to GHRM 
is beneficial because it increases employees’ likelihood of acting in a corporate citizenship manner 
when they feel that their organizations align with their values (Malik et al., 2021).

On the other hand, P-O fit is defined as the alignment between an individual’s and an organization’s 
beliefs, objectives, and convictions (Milliman et al., 2017). Employees put in more effort for their 
organization when their everyday duties match their aims, characteristics, and values (Unsworth, 
Mason, 2016). F. Faidal empirically showed the importance of P-O fit in encouraging people to engage 
in responsible behavior (Faidal, 2021). Employee green behavior describes workers’ environmentally 
sustainability values.

On the other hand, P-O fit is defined as the alignment between an individual’s and an 
organization’s beliefs, objectives, and convictions. Employees put in more effort for their organization 
when their everyday duties match their aims, characteristics, and values (Unsworth, Mason, 2016). 
It was empirically showed the importance of P-O fit in encouraging people to engage in responsible 
behavior (Faidal, 2021). Employee green behavior describes workers’ environmentally sustainable 
behaviors (Milliman et al., 2017; Ones, Dilchert, 2012). Employees are more likely to routinely and 
seriously engage in pro-environmental activities when they perceive that their values correspond 
(Gatersleben et al., 2014). Existing research indicates that when people feel valued by their employer, 
they encourage favorable attitudes and actions toward their work and organizations. Similarly, GHRM 
increases value alignment and in-role green behaviors (Li et al., 2023). Several empirical studies 
have discovered that P-O fit favors employee green behavior (Mi et al., 2020).

Much recent research showed the beneficial impact of P-O fit on organizational citizenship 
conduct (Cheema et al., 2020; Fauzan, 2023) and extra-role behavior in general (Baykal, 2019). 
Furthermore, in environmental management-related studies, corporate citizenship behavior is 
regarded as one of the most crucial reciprocal behaviors (Khan, Sarwar, 2023; Robertson, Barling, 
2017). As a result of our research, we proposed that P-O can operate as a mediator in the interaction 
between GHRM and OCB. Hence, we hypothesized that:

H1: Person-organization fit can act as a mediator in the relationship between GHRM and responsible 
behavior.
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The growing body of literature on OCB and responsible behavior has begun emphasizing the 
importance of unpaid and volunteer green activities (Boiral, Paillé, 2012). L. Mi with colleagues, for 
example, empirically established that when individuals have a high level of psychological involvement 
with their businesses, precisely when they have P-O fit, they are likely to embrace employee green 
behavior more frequently and kindly (Mi et al., 2020).

We used the “social exchange theory” to describe the influence of GHRM strategies (Emerson, 
1976). This theory emphasizes how reciprocity affects long-term relationships between different 
organizational stakeholders (Paillé, Mejia-Morelos, 2014). It describes exchanging material and 
intangible benefits between individuals and organizations (Rizaie et al., 2023). HRM strategies can 
raise employees’ passion, develop competencies, and encourage participation in environmental 
projects (Chaudhary, 2019). In the environmental context, when a firm offers its employees training 
and advancement opportunities, they will act reciprocally toward the organization. Values related to 
sustainability and the environment have been shown in studies to increase the correlation between 
GHRM and workers’ enthusiasm for the environment (Gilal et al., 2019). Green management 
strategies can improve corporate pro-environmental behavior, through sustainable organizational 
culture creation, and sustainability-based training (Pham et al., 2018). T. Islam with collesgues 
empirically discovered that GHRM adds additional and in-role green behavior (Islam et al., 2021). 
They also indicated that most employees could do so because their values aligned with their firm’s. 
Hence, we hypothesized that:

H2: P-O fit can act as a mediator in the relationship between GHRM and pro-environmental 
behavior.

Organizations are spiritual entities because people spend so much time in work that their 
spiritual identities are imprinted in their organizations, influencing all of their dispositions, including 
their pro-environmental proclivities (Li et al., 2023). People with a spiritual perspective are more 
likely to defend and conserve nature through moralistic support (Zahid et al., 2021). Employees 
play an essential role in organizational environmental activities; nevertheless, little is known about 
the leadership methods and workplace support that might foster these behaviors (Fatoki, 2019). 
Again, he empirically proved that workplace spirituality is a significant mechanism triggering 
pro-environmental behavior. GHRM positively affected work engagement through workplace 
spirituality (Javed et al., 2022). In their field study, N. J. Nourafkan with colleagues investigated the 
favorable impact of workplace spirituality on pro-environmental behavior (Nourafkan et al., 2023). 
Hence, we hypothesized that:

H3: Workplace spirituality can act as a mediator in the relationship between GHRM and responsible 
behavior.

Methodology

Research data and participants
Professionals employed by businesses in the service industry provided the research data. The 

Marmara Region, which is the region where the service sector is most concentrated in Turkey, was 
preferred. In company selection, companies with 100 or more employees were chosen. We assumed 
the organization would become more professional when the personnel reached 100 people. 
Company managers were contacted to collect the data, sometimes using social media platforms. 
Data was collected from 504 people through Google Forms. Of these, 72 were excluded from the 
analysis because the number of people working in the relevant enterprise was less than 100. Seven 
variables were excluded from the analysis due to missing data. As a result, the analysis was carried 
out with 425 data.
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Demographic information
The mediating role of workplace spirituality and P-O fit in the impact of GHRM on environmental 

activism and citizenship action has been explored. In addition, the moderator effect of spiritual 
sensitivity was studied in this relationship. A questionnaire incorporating scales relevant to the 
themes above was distributed to 425 participants. The participant’s demographic data is shown in 
Table 1.

Table 1. Demographic Information
Parameter Characteristics Counts % of Total

Age (years) 20–29 79 18.6 
30–39 160 37.6 
40–49 119 28.0 
50–59 49 11.5 
60–69 17 4.0 
70–79 1 0.2 

Gender Woman 215 50.6 
Man 210 49.4 

Education High School 40 9.4 
Associate Degree 42 9.9 

License 139 32.7 
Master’s Degree 122 28.7 

PhD 82 19.3 
Your seniority in the company you work for 
(years)

0–5 197 46.4 
6–10 102 24.0 

11–15 55 12.9 
16–20 23 5.4 
21–25 22 5.2 
26–30 26 6.1 

Your total working time in the profession (years) 0–5 96 22.6 
6–10 75 17.6 

11–15 96 22.6 
16–20 47 11.1 
21–25 46 10.8 
26–30 65 15.3 

Table 1 shows that 84% of the participants are under 50. Furthermore, 19.3% of the participants 
have a PhD degree. Regarding professional background, most participants have less than ten years of 
seniority in their field and the company for which they work.

Measures
Three scales were used in the research model except for the demographic questions to assess 

the participants.
Green Human Recourses Management Scale
M. Shah (2019) created the scale to measure organizations’ general inclination to adopt GHRM. 

The scale adapted to Turkish comprises 26 items split into seven dimensions: a four-item green 
job design dimension, a three-item green recruitment and selection dimension, a four-item green 
training and education dimension, and a four-item green performance management dimension, a 
five-item green wage management dimension, a three-item job security dimension, and a three-item 
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employee relations dimension Öselmiş (2020). Sample item: “My organization rewards participation 
in Green Education Programs.”

Workplace Spirituality Scale and Organizational Citizenship Behavior Scale
Originally developed and published by J. Milliman with colleagues (2003) and adapted to Turkish 

by D. Çakıroğlu and E. Aydoğan (2021), scales were used. The scale consists of three subdimensions: 
“meaningful work”, “a sense of community”, and “alignment with organizational values.” Sample 
item: “I feel free to express my spirituality at work.”

Responsible Behavior Scale and Pro-environmental Behavior Scale
These two scales were developed by D. Goldman with colleagues (2006) to measure the extent 

to which individuals appreciate green management practices and engage in green behavior and 
extra-role behavior about this appreciation. We used those scales adapted to Turkish by S. Timur and 
M. Yılmaz (2013). Responsible Behavior scale includes five items. A sample item: “I collect garbage 
in public places.” On the one hand, pro-environmental behavior is measured by two items. A sample 
item: “I take an active role in environmental organizations.” 

All scales used in the research are arranged on a 5-point Likert-type scale. 
Ethics committee report
The Istanbul Medipol University Social Sciences Scientific Research Ethics Committee approved 

the scales used in the research (Approval No: 2023/88, dated 12 June 2023).
Reliability and validity of scales
Confirmatory factor analysis and Cronbach’s alpha values were considered for the reliability 

and validity of the scales used in the study. Factor loadings, model fit indices, and Cronbach’s alpha 
values were reported for confirmatory factor analysis. Confirmatory factor analysis results of the 
GHRM scale are given in Table 2.

Table 2. Confirmatory factor analysis of the Green Human Recourses Management Scale
Factor Indicator Factor Loadings Cronbach’s alpha

Green job design YYİ1 .862

.928
YYİ2 .876
YYİ3 .922
YYİ4 .846

Green recruitment and selection YYP1 .899
.917YYP2 .912

YYP3 .863
Green training and development YYE1 .904

.931
YYE2 .849
YYE3 .897
YYE4 .864

Green performance management YYPY1 .905

.938
YYPY2 .908
YYPY3 .873
YYPY4 .880

Green wage management YYÜ1 .875

.942

YYÜ2 .941
YYÜ3 .941
YYÜ4 .885
YYÜ5 .763
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Green job security YYİ1 (2) .850
.864YYİ2 (2) .886

YYİ3 (2) .756
Green employee relations ÖY1 .845

.868ÖY2 .878
ÖY3 .791

It is seen that the factor loads of the confirmatory factor analysis of the GHRM are above 0.5. 
In addition, when model fit indices are examined, it can be said that the model is suitable. (χ2 = 
1282; χ2/df = 4,61; CFI = 0,924; TLI = 0,912; SRMR = 0,0488; RMSEA = 0,09). The Cronbach’s 
alpha value for the scale’s reliability was calculated as 0.981. The internal consistency coefficients 
of the sub-dimensions are given in Table 2. Confirmatory factor analysis results of the Workplace 
Spirituality Scale are given in Table 3.

Table 3. Confirmatory factor analysis of the workplace spirituality scale
Factor Indicator Factor loadings Cronbach’s alpha

Meaningful work ÖA1 .892

.905

ÖA2 .834
ÖA3 .734
ÖA4 .822
ÖA5 .683
ÖA6 .737

Sense of community ÖT1 .574

.919

ÖT2 .691
ÖT3 .837
ÖT4 .750
ÖT5 .846
ÖT6 .867
ÖT7 .880

Alignment with organizational values ÖÖ1 .855

.940

ÖÖ2 .636
ÖÖ3 .879
ÖÖ4 .873
ÖÖ5 .841
ÖÖ6 .781
ÖÖ7 .809
ÖÖ8 .845

Table 4. Confirmatory factor analysis of the environmental behavior scale
Factor Indicator Factor loadings Cronbach’s alpha

Responsible behavior ÇS1 .346

.76
ÇS2 .493
ÇS3 .442
ÇS4 .519
ÇS5 .920

Environmental activism ÇÇ1 .947 .845ÇÇ2 .776

The confirmatory factor analysis of workplace spirituality concludes that the factor loads are 
higher than 0.5. In addition, when model fit indices are examined, it can be said that the model is 
suitable. (χ2 = 928; χ2/df = 4,7; CFI = 0,905; TLI = 0,889; SRMR = 0,07; RMSEA = 0,09). The Cronbach’s 
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alpha value for the scale’s dependability was calculated to be 0.96. The internal consistency 
coefficients of the sub-dimensions are given in Table 3. Confirmatory factor analysis results of the 
Environmental Behavior Scale are given in Table 4.

The Environmental Behavior Scale’s confirmatory factor analysis shows that the factor loads 
are more than 0.5. Furthermore, when the model fit indices are checked, the model is adequate (χ2 = 
24.1; χ2/df = 2.68; CFI = 0,99; TLI = 0,977; SRMR = 0,0224; RMSEA = 0,0629). Cronbach’s alpha was 
assessed as 0.851 for the scale’s dependability. Table 5 shows the internal consistency coefficients 
for the sub-dimensions. Table 5 shows the P-O fit scale confirmatory factor analysis results.

Table 5. Confirmatory Factor Analysis of the P-O Fit Scale
Factor Indicator Factor loadings Cronbach’s alpha

Person — organization fit scale K1 .897
.955K2 .972

K3 .938

The P-O fit’s confirmatory factor analysis reveals that the factor loads exceed 0.5. Cronbach’s 
alpha was calculated to be 0.955 for the scale’s dependability. 

Model analysis (hypotheses testing)
Table 6 provides the descriptive statistics of the variables generated following the validity and 

reliability study of the model’s dimensions.

Table 6. Descriptive statistics

Parametrs GHRM Workplace 
Spirituality Scale

Responsible 
Behavior

Pro-environmental 
Behavior P-O Fit

N 425 425 425 425 425
Mean 2.5 3.47 3.24 3.00 3.14
Median 2.35 3.52 3.40 3.00 3.00
Standard deviation 0.956 0.840 0.826 1.17 1.09
IQR 1.27 0.95 1.00 2.00 1.33
Minimum 1.00 1.00 1.00 1.00 1.00
Maximum 5.00 5.00 5.00 5.00 5.00

The model was tested with the variables given in Table 7.
Research hypotheses:

•	 P-O fit is a mediation variable between GHRM and responsible behavior.
•	 P-O fit is a mediation variable between GHRM and pro-environmental behavior.
•	 Workplace Spirituality is a mediation variable between GHRM and responsible behavior.

Table 7. Mediator effect analysis results of P–O fit scale

Estimate SE 95% confidence interval Z pLower Upper
GHRM –> P–O Fit .699 .0414 .615 .781 16.91 < .001
P–O Fit –> Responsible Behavior .230 .0431 .149 .316 5.33 < .001
GHRM –> Responsible Behavior .202 .0463 .108 .291 4.38 < .001

Upon examining Table 7, it was found that the direct effect was 0.202, and the indirect effect was 
0.161. Therefore, it was seen that the indirect effect was 44.3% of the total effect and was significant.
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The P-O fit of employees has been observed to have a mediating function in the association 
between GHRM and pro-environmental behavior, per the findings of the mediation analysis. Table 8 
presents the analysis results.

Table 8. Mediator effect analysis results of P-O fit scale

Estimate SE 95% confidence interval Z pLower Upper
GHRM –> P-O Fit .699 .0430 .6113 .784 16.28 < .001
P-O Fit –> Pro-environmental Behavior .179 .0685 .0481 .316 2.61 .009
GHRM –> Pro-environmental Behavior .242 .0676 .1053 .365 3.58 < .001

Upon examining Table 8, it was found that the direct effect was 0.242, and the indirect effect was 
0.125. Therefore, the indirect effect was found to be 34.1% of the total effect and significant.

The analysis results for the mediating effect between workplace spirituality, GHRM, and OCB are 
given in Table 9.

Table 9. Mediator effect analysis results of workplace spirituality scale

Estimate SE 95% confidence interval Z pLower Upper
GHRM –> Workplace Spirituality Scale .543 .0341 .473 .608 15.91 < .001

Workplace Spirituality Scale –> Responsible Behavior .228 .0670 .083 .351 3.41 < .001
GHRM –> Responsible Behavior .239 .0456 .154 .336 5.24 < .001

When Table 9 was examined, it was determined that the indirect effect was 0.124, while the di-
rect effect was 0.239. Therefore, it was seen that the indirect effect was 34.1% of the total effect and 
was significant.

Discussion

GHRM fosters a green company culture by engaging people to maximize their environmental 
commitment (Li et al., 2023). As previously said, in order to promote greener businesses, GHRM focuses 
on converting conventional employees into green employees (Jermsittiparsert, 2021). Adopting 
GHRM methods is crucial for firms that wish to position HR as an active partner in developing a more 
environmentally friendly workplace (Adriana et al., 2020). GHRM boosts productivity, lowers costs, 
and engages employees, all while aiding the firm in operating in an environmentally responsible 
and sustainable manner (Hosain, Rahman, 2016). Companies that embrace GHRM proactively can 
cultivate a “green” image, reducing the negative impacts of unfortunate events (Baykal, Bayraktar, 
2022). As a result, on the path to corporate sustainability, implementing GHRM, supporting green 
corporate citizenship, and environmentally friendly practices enhance the long-term viability of the 
company and its performance. As a response, businesses have begun to seek alternate measures 
to reduce the influence of GHRM on environmentally good behaviors, one of which is to encourage 
spirituality in the workplace (Javed et al., 2022). 

According to S. Ren with colleagues, the literature currently in publication on employees’ 
perceptions of GHRM practices is deficient in empirical emphasis (Ren et al., 2018). Our findings in 
this study reevaluated the impact of GHRM procedures in generating OCB and pro-environmental 
behavior based on employee views. D. Gonzalez-Sanchez with colleagues urged significant GHRM 
practices to be included in strategic interventions to encourage environmentally friendly employee 
behavior (Gonzalez-Sanchez et al., 2018). GHRM influences OCB and employee pro-environmental 



Organizational Psychology, 2025, Vol. 15, No. 3. www.orgpsyjournal.hse.ru

90

behavior (Dumont et al., 2017; Ojo et al., 2022; Suwanti et al., 2018; Zhao et al., 2021). In this 
work, we attempt to explain how this impact occurred. This study aimed to look into workplace 
spirituality, and P-O fit as potential primary mediators of GHRM’s positive impact on responsible and 
pro-environmental behavior. This study is unique in exploring the effects of P-O fit and workplace 
spirituality as mediators in the link between GHRM and employee pro-environmental behavior and 
responsible behavior.

To attain this purpose, our study revealed the positive influence of GHRM on workplace spirituality, 
as previously demonstrated by U. Javed et al. (2022). Like our study, their work from 2022 revealed 
the beneficial effects of GHRM on establishing workplace spirituality in an organizational context, 
and this study revealed the beneficial effects of GHRM on organizational engagement and OCB about 
the environment (Javed et al., 2022). In contrast to this study, ours investigated the favorable effects 
of GHRM on pro-environmental behavior and OCB that were mediated by P-O fit rather than work 
engagement. Furthermore, our findings corroborated the findings of research, which empirically 
established the importance of spiritual leadership as a mediator fostering a psychological green 
climate in which GHRM encourages employees’ in-role green behavior (Li et al., 2023).

Regarding the study’s objective, this analysis adds to the corpus of knowledge demonstrating 
how GHRM influences the fit between individuals and companies. As previously said, employees’ 
values that align with their organization influence how committed they are to achieving corporate 
objectives (Zheng et al., 2023). As a result, when green values increase employees’ proclivity to 
engage in green behaviors, the link between GHRM and green behaviors strengthens both within 
and outside of one’s position (Islam et al., 2021). The favorable effect of GHRM on P-O fit discovered 
in this work backs up the empirical findings of previous studies (Mi et al., 2020; Hicklenton et al., 
2019; Cesário et al., 2022; Iqbal, Piwowar-Sulej, 2023).

Furthermore, the body of research on the beneficial impact of P-O fit on OCB is promising, and 
our study added one more proof to these studies (Afsar, Badir, 2016; Suwanti et al., 2018; Ashfaq, 
Hamid, 2021; Gorostiaga et al., 2022). Similarly, our findings are consistent with recent research 
indicating a beneficial influence of P-O fit on employee green behavior (Duarte, Mouro, 2022; Lu et 
al., 2019). Our study is unique because it is the first to identify these two effects in the same model 
in the Turkish business environment.

As previously stated, no evidence exists in any previous study on employee pro-environmental 
behavior for concurrent mediator effects of workplace spirituality or P-O fit in the relationship 
between GHRM and responsible behavior. However, there is evidence that P-O fit and workplace 
spirituality have separate mediation effects. For example, fit between employees’ environmental 
values and organizational attitudes toward environmental management can attenuate the impact of 
CSR perceptions on employees’ organizational citizenship actions (Cheema et al., 2020). Workplace 
spirituality influences sustainable behaviors positively (Nourafkan et al., 2023). Their research 
approach, however, is different from ours in that it found that favorable employee perceptions of 
corporate social responsibility (CSR) elevate their sense of workplace spirituality, which in turn 
encourages more environmentally conscious employee conduct. Unlike previous investigations, we 
can demonstrate these mediating effects simultaneously using our model.

Managerial implications, limitations, and further studies
As evidenced from our study, organizations’ adoption of GHRM applications motivates their 

employees more in terms of sustainability and environmentally friendly activities. Our study is unique 
and adds value to the literature and practitioners by demonstrating that the factors of workplace 
spirituality and P-O fit mediate the sound effect of green human resource practices. However, it also 
has some limitations. The most important restriction on the study’s generalizability is that its sample 



Organizational Psychology, 2025, Vol. 15, No. 3. www.orgpsyjournal.hse.ru

91

comprises white-collar workers employed in service businesses in Turkey. Broader geographic 
areas and industry sectors can be included in the sample to increase the study’s generalizability. 
The model can be examined in longitudinal studies or cross-cultural research. The model can be 
updated in future studies using different mediator and moderator variables. Long-term studies can 
be designed to show how this positive effect on employees by GHRM applications serves the success 
and sustainability of the company in the long run.

Conclusion

At the point recently reached globally, the increase in environmental concerns encourages 
individuals and organizations to take various actions toward environmental sustainability. GHRM 
takes place at the point where these actions, which find response at every level in organizations, from 
production to management, touch the people who form the basis of the organization. The reflections of 
GHRM practices on individuals’ lives outside the organization emerge as an exciting research topic. The 
results of our research in this direction indicate that GHRM practices positively affect the behaviors 
of responsible behavior and pro-environmental behavior of employees, which shows people’s 
consciousness and sensitivity towards the environment. In addition, the results of our research reveal 
the mediating effect of the fit of individuals with the responsible behavior and pro-environmental 
behavior of employees. Furthermore, workplace spirituality has also emerged as a mediating factor 
in the relationship between GHRM practices and responsible behavior. The research results are 
essential and unique in emphasizing the importance of soft elements such as workplace spirituality 
and P-O fit within the organization in the reflections of GHRM practices in individuals’ lives outside the 
organization. Ensuring the fit of employees with their organizations and creating workplace spirituality 
in line with global environmental concerns is also essential in touching individuals’ lives outside the 
organization of GHRM practices adopted based on these concerns.

References

Adriana, L. T. D., Fahira, K. T., Nailissa’adah, M., El Maula, H. (2020). A review of the importance of 
green human resource management practices toward employee green behavior in an organization. 
J. Int. Conf. Proc. 3, 124–135. DOI: 10.32535/jicp.v2i4.787

Afsar, B., Badir, Y. F. (2016). Person–organization fit, perceived organizational support, and 
organizational citizenship behavior: The role of job embeddedness. Journal of Human Resources 
in Hospitality & Tourism, 15(3), 252–278. DOI: 10.1080/15332845.2016.1147936

Afsar, B., Badir, Y., Kiani, U. S. (2016). Linking spiritual leadership and employee pro-environmental 
behavior: The influence of workplace spirituality, intrinsic motivation, and environmental passion. 
J. Environ. Psychol. 45, 79–88. DOI: 10.1016/j.jenvp.2015.11.011

Ahmad, S. (2015). Green human resource management: Policies and practices.  Cogent business & 
management, 2(1), 1030817. DOI: 10.1080/23311975.2015.1030817 

Ajzen, I., Fishbein, M. (1974). Factors influencing intentions and the intention-behavior relation.
Human Relations, 27(1), 1–15. DOI: 10.1177/0018726774027001

Ansari, N. Y., Farrukh, M., Raza, A. (2021). Green human resource management and employees’ 
pro-environmental behaviors: examining the underlying mechanism. Corporate Soc. Respons. 
Environ. Manag. 28, 229–238. DOI: 10.1002/csr.2044 

Ashfaq, B., Hamid, A.  (2021). Person-organization fit and organization citizenship behavior: 
modeling the work engagement as a mediator.  Asia-Pacific Journal of Business Administration, 
13(1), 19–39. DOI: 10.1108/APJBA-12-2019-0255



Organizational Psychology, 2025, Vol. 15, No. 3. www.orgpsyjournal.hse.ru

92

Ashmos, D. P., Duchon, D. (2000). Spirituality at work: A conceptualization and measure. Journal of 
Management Inquiry, 9(2), 134–145. DOI: 10.1177/105649260092008

Bahuguna, P. C., Srivastava, R., Tiwari, S. (2023). Two-decade journey of green human resource 
management research: a bibliometric analysis.  Benchmarking: An International Journal,  30(2), 
585–602. DOI: 10.1108/BIJ-10-2021-0619 

Bayani, F., Serajzadeh, S. H. (2023). Islamic fundamentalism as a lifestyle? A sociological study of 
Islamic fundamentalism among Sunni Kurds of Iran. British Journal of Middle Eastern Studies, 50(1), 
123–141. DOI: 10.1080/13530194.2021.1937517

Baykal, E. (2019a). Rol-içi ve rol-üstü performansın işyeri ruhsallığı ile arttırılması. Uluslararası 
Hukuk ve Sosyal Bilim Araştırmaları Dergisi, 1(1), 15–25. (in Turkish)

Baykal, E. (2019b). Effect of workplace spirituality on work engagement: Mediator effect of altruistic 
love. PressAcademia Procedia, 9(1), 61-64. DOI: 10.17261/Pressacademia.2019.1066

Baykal, E. (2019c). Person organization fit: Spiritual way to boost performance. Asya Studies, 3(9), 
31–43. DOI: 10.31455/asya.597151 

Baykal, E. (2021). Understanding religion as a phenomenon in workplace sprituality: A Durkheimian 
approach. Spiritual Psychology and Counseling, 6(2), 27–41. DOI: 10.37898/spc.2021.6.2.134 

Baykal, E., Bayraktar, O. (2022). Green human resources management: A novel tool to boost work 
engagement. Frontiers in Psychology, 13, 951963. DOI: 10.3389/fpsyg.2022.951963 

Benefiel, M., Fry, L. W., Geigle, D. (2014). Spirituality and religion in the workplace: History, theory, 
and research. Psychology of Religion and Spirituality, 6(3), 175. DOI: 10.1037/a0036597

Benn, S., Edwards, M., Williams, T. (2014). Organizational Change for Corporate Sustainability. 
London: Routledge. DOI: 10.4324/ 9781315819181 

Boiral, O., Paillé, P. (2012). Organizational citizenship behaviour for the environment: Measurement 
and validation. Journal of Business Ethics, 109, 431–445. DOI: 10.1007/s10551-011-1138-9

Cable, D. M., Parsons, C. K. (2001). Socialization tactics and person‐organization fit. Personnel 
Psychology, 54, (1), 1–23. DOI: 10.3389/fpsyg.2015.01400

Çakıroglu, D., Aydoğan, E. (2021). Örgütsel maneviyat ölçeğinin Türkçe uyarlaması: Geçerlik ve 
güvenirlik çalışması 1. Third Sector Social Economic Review, 56(2), 1062–1077. DOI: 10.15659/3.
sektor-sosyal-ekonomi.21.05.1540 

Cesário, F. J. S., Sabino, A., Moreira, A., Azevedo, T. (2022). Green human resources practices and person-
organization fit: The moderating role of the personal environmental commitment.  Emerging 
Science Journal, 6(5), 938–951. DOI: 10.28991/ESJ-2022-06-05-02

Chang, T. W., Chen, F. F., Luan, H. D., Chen, Y. S. (2019). Effect of green organizational identity, green 
shared vision, and organizational citizenship behavior for the environment on green product 
development performance. Sustainability, 11(3), 617. DOI: 10.3390/su11030617 

Chang, T. W., Wang, K. H., Lin, Y. H. (2020). Corporate sustainability: It’s mine! effect of green 
product psychological ownership on the environmental behavior and performance of employees. 
Sustainability, 12, 10514. DOI: 10.3390/su122410514 

Chaudhary, R. (2019). Effects of green human resource management: testing a moderated mediation 
model. International Journal of Productivity and Performance Management, 10(2), 161–175. DOI: 
10.1108/IJPPM-11-2018-0384

Cheema, S., Afsar, B., Javed, F. (2020). Employees’ corporate social responsibility perceptions and 
organizational citizenship behaviors for the environment: The mediating roles of organizational 
identification and environmental orientation fit. Corporate Social Responsibility and Environmental 
Management, 27(1), 9–21. DOI: 10.1002/csr.1769 

Duarte, A. P., Mouro, C. (2022). Environmental corporate social responsibility and workplace 
pro-environmental behaviors: person-organization fit and organizational Identification’s 



Organizational Psychology, 2025, Vol. 15, No. 3. www.orgpsyjournal.hse.ru

93

sequential mediation. International Journal of Environmental Research and Public Health, 19(16), 
10355. DOI: 10.3390/ijerph191610355

Duchon, D., Plowman, D. A. (2005). Nurturing spirit at work: Impact on work unit performance. 
Leadership Quarterly, 16(5), 807–833. DOI: 10.1016/j.leaqua.2005.07.008

Dumont, J., Shen, J. Deng, X. (2017). Effects of green HRM practices on employee workplace green 
behavior: the role of psychological green climate and employee green values. Human Resource 
Management, 56(4), 613–627. DOI: 10.1002/hrm.21792

Emerson, R. M. (1976). Social Exchange Theory. Annual Review of Sociology, 2, 335–362. 
Faidal, F. (2021). SMEs employee, person-organization fit, and organizational citizenship behaviour. 

Journal of Islamic Economics Perspectives, 3(1), 101–113. DOI: 10.35719/jiep.v3i1.42
Fatoki, O. (2019). Hotel employees’ pro-environmental behaviour: Effect of leadership behaviour, 

institutional support and workplace spirituality.  Sustainability,  11(15), 4135. DOI: 10.3390/
su11154135

Fauzan, R. (2023). The influence of person-job fit toward job satisfaction, organizational 
commitment, and organizational citizenship behavior. Riwayat: Educational Journal of History and 
Humanities, 6(1), 181–195. DOI: 10.24815/jr.v6i1. 295553 

Foster, B., Muhammad, Z., Yusliza, M. Y., Faezah, J. N., Johansyah, M. D., Yong, J. Y., ... Fawehinmi, O. 
(2022). Determinants of pro-environmental behaviour in the workplace.  Sustainability,  14(8), 
4420. DOI: 10.3390/su14084420

Gatersleben, B., Murtagh, N., Abrahamse, W. (2014). Values, identity and pro-environmental 
behaviour. Contemporary Social Science, 9(4), 374–392. DOI: 10.1080/21582041.2012.682086 

Gilal, F. G., Ashraf, Z., Gilal, N. G., Gilal, R. G., Chaana, N. A. (2019). Promoting environmental performance 
through green human resource management practices in higher education institutions: a 
moderated mediation model. Corporate Social Responsibility and Environmental Management, 
26(6), 1579–1590. DOI: 10.1002/csr.1835

Glavas, A., Senge, P., Cooperrider, D. L. (2010). Building a green city on a blue lake — A model for 
building a local sustainable economy. People & Strategy, 33, 26–33.

Goetz, N., Wald, A. (2022). Similar but different? The influence of job satisfaction, organizational 
commitment and person-job fit on individual performance in the continuum between permanent 
and temporary organizations. International Journal of Project Management, 40(3), 251–261. DOI: 
10.1016/j.ijproman.2022.03.001 

Goldman, D., Yavetz, B., Pe’er, S. (2006). Environmental literacy in teacher training in Israel: 
Environmental behavior of new students. The Journal of Environmental Education, 38(1), 3–22. 
DOI: 10.3200/JOEE.38.1.3-22

Gonzalez-Sanchez, D., Suarez-Gonzalez, I., Gonzalez-Benito, J. (2018). Human resources and 
manufacturing: where and when should they be aligned?. International Journal of Operations and 
Production Management, 38(7), 1498–1518. DOI: 10.1108/IJOPM-07-2017-0393

Gorostiaga Manterola, M. A., Balluerka Lasa, M. N., Rodríguez López, A. (2022). Assessment 
of adaptive performance and its role as a moderator of the relationship between person-
organization fit and organizational citizenship behaviors. Psicothema, 34(1), 84-94. DOI: 10.7334/
psicothema2021.310 

Hamstra, M. R., Van Vianen, A. E., Koen, J. (2019). Does employee perceived person — 
organization fit promote performance? The moderating role of supervisor perceived person-
organization fit. European Journal of Work and Organizational Psychology, 28(5), 594–601. DOI: 
10.1080/1359432X.2018.1485734 

Hicklenton, C., Hine, D. W., Loi, N. M. (2019). Does green — person — organization fit predict intrinsic 
need satisfaction and workplace engagement? Frontiers in Psychology, 10, 2285. DOI: 10.3389/
fpsyg.2019.02285



Organizational Psychology, 2025, Vol. 15, No. 3. www.orgpsyjournal.hse.ru

94

Hosain, S., Rahman, M. D. (2016). Green human resource management: A theoretical overview. IOSR 
Journal of Business and Management (IOSR-JBM), 18. DOI: 10.9790/487X-1806035459 

Iqbal, Q., Piwowar-Sulej, K. (2023). Organizational citizenship behavior for the environment decoded: 
sustainable leaders, green organizational climate and  person-organization fit.  Baltic Journal of 
Management, 18(1). 300–316. DOI: 10.1108/BJM-09-2021-0347 

Islam, T., Khan, M. M., Ahmed, I., Mahmood, K. (2021). Promoting in-role and extra-role green behavior 
through ethical leadership: mediating role of green HRM and moderating role of individual green 
values. International Journal of Manpower, 42(6), 1102–1123. DOI: 10.1108/IJM-01-2020-0036 

Jabbour, C. J. C. (2013). Environmental training in organisations: from a literature review to a 
framework for future research. Resources Conservation and Recycling, 74 (1), 144–155. DOI: 
10.1016/j.resconrec.2012.12.017

Javed, U., Wain, A. M., Ashraf, A. A., Bashir, I. (2022). Impacts of green HRM on organizational citizenship 
behavior towards environment: Mediating role of workplace spirituality and organizational 
engagement. International Transaction Journal of Engineering, Management, & Applied Sciences & 
Technologies ISSN, 13, 1–11. DOI: 10.14456/ITJEMAST.2022.119

Jermsittiparsert, K., Siriattakul, P., Wattanapongphasuk, S. (2019). Determining the environmental 
performance of indonesian SMEs influence by green supply chain practices with moderating role 
of green HR practices. Int. J. Supply Chain Manag. 8, 59–70.

Jiang, S., Jiang, C., Cheng, Y. (2023). Working overtime in social work settings: Associations with 
burnout, person-organization value congruence and turnover intentions among Chinese social 
workers. Human Service Organizations: Management, Leadership & Governance,  47(1), 28–41. 
DOI: 10.1080/23303131.2022.2121347

Jnaneswar, K., Sulphey, M. (2021). A study on the relationship between workplace spirituality, mental 
wellbeing and mindfulness.  Management Science Letters,  11(3), 1045–1054. DOI: 10.5267/j.
msl.2020.9.038 

Khan, R. A. M., Sarwar, S. (2023). The impacts of green human resource management practices on 
employees’ organizational citizenship behavior. Pakistan Journal of Humanities and Social Sciences, 
11(1), 393–407 DOI: 10.52131/pjhss.2023.1101.0359 

Kollmuss, A., Agyeman, J. (2002). Mind the gap: Why do people act environmentally and what are the 
barriers to pro-environmental behavior? Environmental Education Eesearch, 8(3), 239–260. DOI: 
10.1080/13504620220145401 

Kriger, M., Seng, Y. (2005). Leadership with inner meaning: A contingency theory of leadership based 
on the worldviews of five religions. The Leadership Quarterly, 16(5), 771–806. DOI: 10.1016/j.
leaqua.2005.07.007

Krishnakumar, S., Neck, C. P. (2002). The “what”, “why” and “how” of spirituality in the workplace. 
Journal of Managerial Psychology, 17(3), 153-164. DOI: 10.1108/02683940210423060

Kristof-Brown, A. L., Zimmerman, R. D., Johnson, E. C. (2005). Consequences of individuals’ fit at work: 
A meta-analysis of person–job, person–organization, person–group, and person–supervisor fit. 
Personnel Psychology, 58, 281–342.

Lange, F., Dewitte, S. (2019). Measuring pro-environmental behavior: Review and 
recommendations.  Journal of Environmental Psychology,  63, 92–100. DOI: 10.1016/j.
jenvp.2019.04.009

Li, W., Abdalla, A. A., Mohammad, T., Khassawneh, O., Parveen, M. (2023). Towards examining the 
link between green hrm practices and employee green in-role behavior: spiritual leadership as 
a moderator. Psychology Research and Behavior Management, 383–396. d DOI: 10.2147/PRBM.
S396114 



Organizational Psychology, 2025, Vol. 15, No. 3. www.orgpsyjournal.hse.ru

95

Lu, H., Liu, X., Chen, H., Long, R. (2019). Employee–organization pro-environmental values fit and 
pro-environmental behavior: The role of supervisors’ values. Science and Engineering Ethics, 25, 
519-557. d DOI: 10.1007/s11948-017-0007-z

Malik, S. Y., Hayat Mughal, Y., Azam, T., Cao, Y., Wan, Z., Zhu, H., Thurasamy, R. (2021). Corporate 
social responsibility, green human resources management, and sustainable performance: Is 
organizational citizenship behavior towards environment the missing link? Sustainability, 13(3), 
1044. DOI: 10.3390/su13031044 

Mi, L., Sun, Y., Gan, X., Yang, H., Lv, T., Shang, K., Qiao, Y., Jiang, Z. (2020). Promoting employee green 
behavior through the person-organization fit: The moderating effect of psychological distance. 
Frontiers in Psychology, 11, 568385. DOI: 10.3389/fpsyg.2020.568385

Milliman, J., Gatling, A., Bradley-Geist, J. (2017). The implications of workplace spirituality for 
person–environment fit theory. Psychology of Religion and Spirituality, 9(1), 1–12. DOI: 10.1037/
rel0000068

Milliman, J., Czaplewski, A. J., Ferguson, J. (2003). Workplace spirituality and employee work attitudes: 
An exploratory empirical assessment. Journal of Organizational Change, 16(4), 426–447. DOI: 
10.1108/09534810310484172

Morley, M. J. (2007). Person‐organization fit. Journal of Managerial Psychology, 22(2), 109–117. DOI: 
10.1108/02683940710726375 

Nourafkan, N. J., Karatepe, O. M., Rezapouraghdam, H. (2023). Corporate social responsibility, 
workplace spirituality and their effects on green promotive and prohibitive voice behaviours. 
Current Issues in Tourism, 1–17. DOI: 10.1080/13683500.2023.2199451

Nurtjahjani, F., Batilmurik, R. W., Puspita, A. F., Fanggidae, J. P. (2021). The relationship between 
transformational leadership and work engagement. Moderated mediation roles of psychological 
ownership and belief in just world. Organ. Manag. J. 19, 47–59. DOI: 10.1108/OMJ-03-2021-1169 

Ojo, A. O., Tan, C. N. L., Alias, M. (2022). Linking green HRM practices to environmental performance 
through pro-environment behaviour in the information technology sector. Social Responsibility 
Journal, 18(1), 1-18. DOI: 10.1108/SRJ-12-2019-0403 

Ones, D. S., Dilchert, S. (2012). Environmental sustainability at work: a call to action. Ind. Organ. 
Psychol. 5, 444–466. DOI: 10.1111/j.1754-9434.2012.01478.x

Organ, DW. (1988). Organisational Citizenship Behaviour: The Good Soldier Syndrome. Lexington, KY: 
Lexington Books.

Öselmiş, M. (2020).  Yeşil insan kaynaklari yönetimi uygulamaları; Literatür taraması ve bir ölçek 
uyarlama çalışmasi (Unpublished Master’s thesis, Aydın Adnan Menderes Üniversitesi Social 
sciences Institude). (in Turkish)

Paillé, P., Mejía-Morelos, J. H. (2014). Antecedents of pro-environmental behaviours at work: The 
moderating influence of psychological contract breach. Journal of Environmental Psychology, 38, 
124–131. DOI: 10.1016/j.jenvp.2014.01.004

Pham, N. T., Phan, Q. P. T., Tučková, Z., Vo, N., Nguyen, L. H. (2018). Enhancing the organizational 
citizenship behavior for the environment: the roles of green training and organizational culture. 
Management & Marketing. Challenges for the Knowledge Society, 13(4), 1174–1189. DOI: 10.2478/
mmcks-2018-0030

Pirkola, H., Rantakokko, P., Suhonen, M. (2016). Workplace spirituality in health care: An integrated 
review of the literature. Journal of Nursing Management, 24(7), 859–868. DOI: 10.1111/
jonm.12398

Pratama, E. N., Suwarni, E., Handayani, M. A. (2022). The effect of job satisfaction and organizational 
commitment on turnover intention with person organization fit as moderator variable.  Aptisi 
Transactions on Management (ATM), 6(1), 74–82. DOI: 10.33050/atm.v6i1.1722 



Organizational Psychology, 2025, Vol. 15, No. 3. www.orgpsyjournal.hse.ru

96

Ren, S., Tang, G. E., Jackson, S. (2018). Green human resource management research in emergence: a 
review and future directions. Asia Pacific J. Manag. 35, 769–803. DOI: 10.1007/s10490-017-9532-1 

Renwick, D. W., Redman, T., Maguire, S. (2013). Green human resource management: A review and 
research agenda. International Journal of Management Reviews, 15(1), 1–14. DOI: 10.1111/j.1468-
2370.2011.00328.x 

Rizaie, M. E., Horsey, E. M., Ge, Z., Ahmad, N. (2023). The role of organizational citizenship behavior 
and patriotism in sustaining public health employees’ performance. Frontiers in Psychology, 13, 
997643. DOI: 10.3389/fpsyg.2022.997643

Robbins, S. P., Judge, T., Campbell, T. T. (2010). Organizational Behaviour. Financial Times Prentice Hall.
Robertson, J. L., Barling, J. (2017). Toward a new measure of organizational environmental citizenship 

behavior. Journal of Business Research, 75, 57–66. DOI: 10.1016/j.jbusres.2017.02.007
Rollins, A. L., Eliacin, J., Russ-Jara, A. L., Monroe-Devita, M., Wasmuth, S., Flanagan, M. E., Morse, G. A., 

Leiter, M., Salyers, M. P. (2021). Organizational conditions that influence work engagement and 
burnout: A qualitative study of mental health workers. Psychiatr. Rehabil. J. 44, 229–237. DOI: 
10.1037/prj0000472 

Rynes, S. L. Cable, D. M. (2003). Recruiting research in the 21st century: moving to a higher level. In 
Borman, W., Ilgen, D., Klimoski, R. (Eds), The Handbook of Psychology, Vol. 12, (55–77). John Wiley, 
New York, NY.

Saeed, I., Khan, J., Zada, M., Ullah, R., Vega-Muñoz, A., Contreras-Barraza, N. (2022). Towards examining 
the link between workplace spirituality and workforce agility: Exploring higher educational 
institutions. Psychology Research and Behavior Management, 31-49. DOI: 10.2147/PRBM.S344651 

Salem, N. H., Ishaq, M. I., Yaqoob, S., Raza, A., Zia, H. (2023). Employee engagement, innovative work 
behaviour, and employee wellbeing: Do workplace spirituality and individual spirituality matter?. 
Business Ethics, the Environment & Responsibility, 32(2), 657-669. DOI: 10.1111/beer.12463

Schneider, B. (1987). The people make the place. Personnel Psychology, 40, 437–453. 
Shah, M. (2019). Green human resource management: Development of a valid measurement scale. 

Business Strategy and the Environment, 28(5), 771–785. DOI: 10.1002/bse.2279
Sorlie, H. O., Hetland, J., Bakker, A. B., Espevik, R., Olsen, O. K. (2022). Daily autonomy and job 

performance: Does person-organization fit act as a critical resource?. Journal of Vocational 
Behavior, 133, 103691. DOI: 10.1016/j.jvb.2022.103691

Sulastini, S., Wijayanti, T. C., Rajiani, I. (2023). Workplace spirituality as an alternative model for 
promoting commitment to change and change-oriented organisational citizenship behaviour. 
Administrative Sciences, 13(3), 86. DOI: 10.3390/admsci13030086

Susanto, E., Rofaida, R., Senen, S. H. (2022). Green human resources management in hospitality 
industries: a systematic literature review. Eur. J. Hum. Resour. Manag. Stud. 5, 19–34. DOI: 
10.46827/ejhrms.v5i4.1212 

Suwanti, S., Udin, U., Widodo, W. (2018). Person-organization fit, person-job fit, and innovative work 
behavior: The role of organizational citizenship behavior. European Research Studies, 21, 389–402.

Tang, G., Chen, Y., Jiang, Y., Paille ́, P., Jia, J. (2018). Green human resource management practices: 
scale development and validity. Asia Pacific Journal of Human Resources, 56(1), 31–55. DOI: 
10.1111/1744-7941.12147

Timur, S., Yılmaz, M. (2013). Çevre davranış ölçeğinin Türkçe’ye uyarlanması. Gazi Üniversitesi Gazi 
Eğitim Fakültesi Dergisi, 33(2), 317–333. (In Turkish)

Tourish, D., Tourish, N. (2010). Spirituality at work, and its implications for leadership and followership: 
A post-structuralist perspective. Leadership, 6(2), 207–224. DOI: 10.1177/1742715010363210 



Organizational Psychology, 2025, Vol. 15, No. 3. www.orgpsyjournal.hse.ru

97

Unsworth, K. L., Mason, C. M. (2016). Self‐concordance strategies as a necessary condition for 
self‐management.  Journal of Occupational and Organizational Psychology,  89(4), 711-733. DOI: 
10.1111/joop.12149 

White, D. R., Kyle, M. J., Schafer, J. A. (2022). Police officers’ job satisfaction: combining public 
service motivation and person-environment fit. Journal of Crime and Justice, 45(1), 21–38. DOI: 
10.1080/0735648X.2020.1855464

Yang, C. C., Lai, P. L., Zhu, X. (2021). Can corporate social responsibility enhance organizational image 
and commitment in the ocean freight forwarding industry? Maritime Bus. Rev. 6, 358–376. DOI: 
10.1108/MABR-01-2021-0005 

Yong, J. Y., Yusliza, M.-Y., Fawehinmi, O. O. (2019). Green human resource management: a systematic 
literature review from 2007 to 2019. Benchmarking: An International Journal, 27(7), 2005–2027. 
DOI: 10.1108/BIJ-12-2018-0438

Yorulmaz, H. (2023a). Tekstil KOBİ’leri Bağlamında Yeşil İşletme Stratejisi Motivasyonlarının AHP 
Yöntemiyle Önceliklendirilmesi. Sosyal Mucit Academic Review, 4(4), 477–502. (in Turkish)

Yorulmaz, H. (2023b). Yeşil işletme stratejileri ve sürdürülebilirlik: Bir model önerisi. In Ases 
International Bandırma Scientific Studies Conference Book, 860-861.

Yorulmaz, H. (2024). Road to workplace spirituality through sustainable business strategies based 
on NRBV approach. In Fostering Organizational Sustainability With Positive Psychology (249–275). 
IGI Global.

Yue, T., Gao, C., Chen, F., Zhang, L., Li, M. (2022). Can empowering leadership promote employees’ 
pro-environmental behavior? Empirical analysis based on psychological distance.  Frontiers in 
Psychology, 13, 774561. DOI: 10.3389/fpsyg.2022.774561

Zahid, S., Ashraf, A. A., Bashir, I. (2021). Ethical climates and job stress relationship: The moderating 
effect of type a/b personality. Journal of ISOSS, 7(4), 311–322.

Zhao, H., Zhou, Q., He, P., Jiang, C. (2021). How and when does socially responsible HRM affect 
employees’ organizational citizenship behaviors toward the environment?  Journal of Business 
Ethics, 169, 371–385. DOI: 10.1007/s10551-019-04285-7

Zheng, Y., Liao, H. Y., Schrock, W. A., Zheng, Y., Zang, Z. (2023). Synergies between salesperson 
orientations and sales force control: A person-organization fit perspective on adaptive selling 
behaviors and sales performance.  Journal of Business Research,  155, 113451. DOI: 10.1016/j.
jbusres.2022.113451

Zoogah, D. (2011). The dynamics of Green HRM behaviors: A cognitive social information processing 
approach. Zeitschrift fur Personalforschung, 25, 117–139. DOI: 10.1177/239700221102500204

Received: 11.12.2023



Organizational Psychology, 2025, Vol. 15, No. 3. www.orgpsyjournal.hse.ru

98

Использование экологичного управления 
человеческими ресурсами для поощрения 
проэкологичного поведения сотрудников: роль 
духовности на рабочем месте и соответствия 
личности и организации

БАЙКАЛ Элиф
ORCID: 0000-0002-4966-8074
Стамбульский университет Медипол, Стамбул, Турция

ЙОРУЛМАЗ Халил 
(автор для переписки)
ORCID: 0000-0002-4497-323X
Стамбульский университет Медипол, Стамбул, Турция

ЕТИ Серкан
ORCID: 0000-0002-4791-4091
Стамбульский университет Медипол, Стамбул, Турция

Аннотация. Цель. Глобализация бизнеса привела к переходу от традиционного измерения 
успеха, основанного на финансах, к экономике, основанной на потенциале, которая включает 
в себя принципы экологичного управления предприятиями. Хотя эти изменения в деловом 
мире привели к появлению экологичных методов управления персоналом, эта новая модель 
управления персоналом также стимулировала экологически безопасное поведение сотрудни-
ков. Метод. В данном исследовании мы предположили, что соответствие сотрудников орга-
низации и духовность на рабочем месте могут быть важными посредниками между эколо-
гичным управлением персоналом и экологически безопасным поведением сотрудников, и мы 
проверили это предположение на служащих в Турции. Наше полевое исследование, которое 
мы провели с участием 425 человек и проверили результаты в программе AMOS, подтвердило 
предположения, изложенные в исследовательских гипотезах. Результаты. Результаты нашего 
исследования показывают, что экологичные методы управления персоналом положительно 
влияют на ответственное и экологичное поведение сотрудников. Результаты нашего иссле-
дования раскрывают опосредующий эффект соответствия между ответственным и экологич-
ным поведением сотрудников. Более того, духовность на рабочем месте также стала опосре-
дующим фактором во взаимосвязи между экологичными методами управления персоналом и 
ответственным поведением. Ценность результатов. Результаты исследования имеют важное 
и уникальное значение, поскольку подчёркивают важность таких «мягких» элементов, как 
духовность на рабочем месте и соответствие личности и организации внутри организации, 
в отражении экологичных методов управления человеческими ресурсами в жизни людей за 
пределами организации.

Ключевые слова: экологичное управление человеческими ресурсами, духовность на рабочем 
месте, соответствие личности и организации, ответственное поведение, проэкологичное 
поведение.
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