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Abstract: Building on theories of Corporate Sustainability, Triple Bottom Line, and Natural Resource-
Based View, this study aims to predict the positive relationship between green transformational
leadership, green human resource management practices, and employees’ green behavior. It ap-
plies a quantitative approach to analyze 252 data collected from the customers who are prospective
employees of small and medium enterprises in Budapest. An online questionnaire was sent to
252 samples with the Snowball sampling method for about a month in Hungary. Based on a structural
equation modeling analysis, green transformational leadership and green human resource manage-
ment practices positively influence employees’ green behavior. Green human resource management
practices mediate the relationship between green transformational leadership and employees’ green
behavior. Small and medium enterprises should consider solving the green behavioral problems of
their employees by promoting the green concept in leadership and human resource management
practices. Such initiatives contribute to sustainability in small and medium enterprises.

Keywords: green transformational leadership; green human resource management practices; em-
ployees’ green behavior; small and medium enterprises; corporate sustainability; triple bottom line;
natural resource-based view

1. Introduction

There is a long and continuous debate about who is more important for companies,
customers or employees (Fata et al. 2022). In the environmental context, customers will
react to practices conducted by business leaders and managers that lead to environmental
damages (Shampa and Jobaid 2017). Customers tend to buy products with the trusted green
performance offered by companies (Doszhanov and Ahmad 2015). Many customers have
petitioned and boycotted manufacturers when they find products causing environmental
problems (Chen and Chai 2010). Indeed, customers hope for green practices in businesses
in leadership, human resource management practices, and employees’ behavior.

Furthermore, customers have supported companies to preserve the environment
through environmentally friendly products and innovations (Alamsyah et al. 2021). These
efforts are related to corporate social responsibility to improve business strategies and
values (Costa and Fonseca 2022; Tosun et al. 2022). Many recent studies have revealed
that these efforts are green transformational leadership (GTL), green human resource
management (GHRM) practices, and employees’ green behavior (EGB). At the same time,
recent researchers use the theories of Corporate Sustainability, Triple Bottom Line, and
Natural Resource-Based to explain the three green concepts.
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Scholars have recently elucidated the role of GTL in enhancing environmentally
responsible employee behavior (Du and Yan 2022). Some studies have revealed that GHRM
practices solve environmental problems (Tanova and Bayighomog 2022) and support green
businesses (Haldorai et al. 2022). Then, EGB becomes a construct in organizational behavior
discipline (Katz et al. 2022) that can anticipate negative behaviors from employees in
companies (Meyers and Rutjens 2022).

Nonetheless, studies investigating the mediating role of GHRM practices in the rela-
tionship between GTL and EGB are scarce. Several studies function as sources to predict
the relationships. GTL positively affects GHRM practices (Singh et al. 2020; Arshad 2021;
Huelgas and Arellano 2021). GHRM practices positively affect EGB (Karmoker et al. 2021;
Harasudha and Subramanian 2020; Ha and Uyen 2021; Gill et al. 2021; Fawehinmi et al.
2020; Dumont et al. 2017; Ercantan and Eyupoglu 2020). GTL indirectly determines EGB
(Jian et al. 2020). Environmental-transformational leadership positively influences employees’
pro-environmental behavior, and GHRM moderates this relationship (Omarova and Jo 2022).

Small and medium enterprises (SMEs) have a vital role in the economy of many
countries. They are global contributors to greenhouse gases (Fahad et al. 2022). Of course,
they respond to the customers’ support for business efforts to preserve the environment
(Sun et al. 2022). Current studies have confirmed that the orientation of SMEs toward green
product development can improve business performance (Hirunyava et al. 2022). However,
the extant literature focuses on large businesses in the environmental context (Yu et al. 2022;
Rehman et al. 2022). Moreover, customers’ awareness and expectations in this context have
started for large companies (Alshaabani et al. 2021) rather than SMEs.

The European Commission has stated that 98 percent of the European economy is
SMEs (Oláh et al. 2019). Hungary, a Central-Eastern European country with a population of
9,689,000 (Medve 2022), is an important center for the automotive, mechatronics, logistics,
and environmental industries (Irimiás and Mitev 2020). It has a strong economy (Virág
n.d.). Based on the aggregation of the MNB Sustainability Index indicators, the country’s
score is slightly higher than the score of the Visegrad group and only a point below the EU
average score (Hausmann and Szalai 2021).

In Hungary, private businesses are dominant for SMEs (Bajnóczki et al. 2021). SMEs in
Budapest, the capital city of Hungary, operate with a wide range of products. As SMEs
are proponents of innovation (Katona 2022) and drivers of new product development
(Kindermann et al. 2022), the awareness and expectations of SME customers in Hungary
about GTL, GHRM practices, and EGB are essential for research.

This study intends to examine the positive effects of GTL and GHRM practices on
EGB in SMEs based on their customers who are prospective employees’ perspectives. Fur-
thermore, it is to predict the mediating role of GHRM practices in the positive relationship
between GTL and EGB. Based on a quantitative analysis conducted on the collected data,
the results of this study indicate that GTL and GHRM practices are antecedents of EGB,
and GHRM practices are a mediator in the positive relationship between GTL and EGB.
The leaders and human resource managers in SMEs could adopt GTL and GHRM practices
to build EGB. The research framework in this study contributes to the advancement of the
causal relationship between leadership, HRM practices, and employees’ behavior in the
context of sustainability.

After describing the study background in this section, the authors then explain the
theories of Corporate Sustainability, Triple Bottom Line, and Natural Resource-Based View
to elaborate on the demand for GTL, GHRM practices, and EGB. The explanations are
followed by the relationship between GTL, GHRM practices, and EGB. The third section,
methodology, consists of research design, variables and measures, instruments, sampling
and data collection, and statistical analysis. The later sections present the results and
discussion that end with the conclusion section.
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2. Literature Review
2.1. Theories of Corporate Sustainability, Triple Bottom Line, and Natural Resource-Based View

Current researchers have described the theory of Corporate Sustainability (CS) to
address social and environmental problems (Nwoba et al. 2021). Dyllick and Hockerts
(2002, p. 131) define CS as “meeting the needs of a firm’s direct and indirect stakeholders,
without compromising its ability to meet the needs of future stakeholders as well.” This
theory explains the ethics, economy, society, and environment (Kücükgül et al. 2022; Lee
et al. 2018; and Jamal et al. 2021) that drive innovation (Lozano et al. 2015; Rezaee 2017)
and long-term value creation in businesses (Hawn et al. 2018). It develops from the Triple
Bottom Line (TBL) theory (Ahmed et al. 2021; Nunhes et al. 2021; Zhang et al. 2020).

In 1994, John Elkington coined the term TBL (Elkington 2018). The late 1990s saw
this term take off (Elkington 2004). The TBL theory refers to the environmental, social,
and financial aspects of businesses (Isil and Hernke 2017; Alsawafi et al. 2021; Liute
and Giacomo 2022). This theory refers to an organizational environment that facilitates
sustainability (Heim et al. 2022). It is also the concept of profit, planet, and people (Masud
et al. 2019) that articulates the sustainability perspective (Satar 2022) in economic goals (Wu
et al. 2018). The number of studies conducted on this subject has increased in recent years
following the declaration of restrictions on electronics and waste by the European Union
(Tseng et al. 2020). There are three major criticisms of TBL: TBL’s measurement, TBL as a non-
systemic approach, and TBL as a compliance/ranking mechanism (Sridhar and Jones 2013).

Hart introduced the concept of the Natural Resource-Based View in 1995. It is the com-
position of pollution prevention, product stewardship, and sustainable development (Hart
1995). Researchers have explained that it can provide pollution prevention, product man-
agement, and sustainable development policies for businesses (Farrukh et al. 2021). This
environmental concept creates innovation that supports companies to reach competitive
advantages and benefits for the natural environment (Andersen 2021).

2.2. Green Transformational Leadership and Employees’ Green Behavior in Small and
Medium Enterprises

Chen and Chang (2013, p. 109) define GTL as “behaviors of leaders who motivate
followers to achieve environmental goals and inspire followers to perform beyond expected
levels of environmental performance.” Then, scholars often refer to GTL as environmental-
transformational leadership, green transformation leadership style, and environmental-
specific transformational leadership. GTL raises leaders’ concerns about environmental
issues (Mansoor et al. 2021; Khan and Khan 2022; Singh et al. 2020; Li et al. 2020; Özgül and
Zehir 2021).

Green transformational leaders influence employees through their green plans, visions,
goals, beliefs, and ideas (Chen and Chang 2013). GTL directly affects EGB (Al-Swidi
et al. 2021). The EGB concept emerged from the reflections of scholars on environmental
issues in the 1960s (Omarova and Jo 2022). Ones and Dilchert (2012, p. 87) define EGB as
“scalable actions and behaviors that employees engage in that are linked with and contribute
to or detract from environmental sustainability.” Therefore, scholars often explain EGB
as employee pro-environmental behavior, employee work-green behavior, EGB at the
workplace, and green employee behavior.

EGB contributes to sustainability in businesses (Fadel et al. 2021; Ha and Uyen 2021;
Harasudha and Subramanian 2020). It refers to a set of individual behaviors that are
environmentally friendly. EGB includes activities such as saving energy, using resources
efficiently, avoiding waste, saving water (Adriana et al. 2020), prioritizing environmental
interests, initiating programs and policies, lobbying and activism, and encouraging others
(Faeq et al. 2021) that reduce the negative environmental impacts of the organization.

Robertson and Barling (2013) have explained EGB in printing activities, compostable
items, recyclable materials, reusable utensils, lighting, programs, and practices. Business
leaders can create green plans, visions, goals, actions, beliefs, and ideas to realize green
printing activities, compostable items, recyclable materials, reusable utensils, lighting,
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programs, and green practices. However, as these indicators have been tested for large busi-
nesses, not all of them are suitable for SMEs. SME leaders might have limited conceptual
skills and resources.

Hypothesis 1 (H1). Green transformational leadership positively influences employees’ green behavior.

2.3. Green Transformational Leadership and Green Human Resource Management Practices in
Small and Medium Enterprises

Efforts to understand GHRM practices have been started since the early 2000s (Muster
and Schrader 2011). Renwick et al. (2012, p. 1) began to define GHRM practices as “the
HRM aspects of environmental management.” Many researchers have described GHRM
practices as activities, systems (Tanova and Bayighomog 2022), policies, approaches (Islam
et al. 2019; Darvishmotevali and Altinay 2022), programs, processes (Arulrajah et al. 2015;
Yusoff et al. 2018), phenomenon, action, design (Mousa and Othman 2020; Pham et al. 2019;
Tang et al. 2018). These practices integrate human resource management practices with
sustainable environmental issues among employees (Mwita 2019).

GHRM practices aim to develop environmental sensitivity in employees and make
them aware of how their behavior affects the environment (Gilal et al. 2019; Malik et al.
2020; Irani and Kilic 2022). Current researchers have explained that the more similar the
studies, the higher the company’s need for GHRM practices (Masri and Jaaron 2017).

The relationship between GTL and GHRM practices has been demonstrated in the
studies of Singh et al. (2020); Arshad (2021); Huelgas and Arellano (2021). From the
explanation of Saeed et al. (2019) on measures of GHRM practices that include green
recruitment and selection, green training, green performance management, green rewards
and compensation, green empowerment, and green knowledge, the authors adopt four
measures. Green rewards and compensation and green knowledge in GHRM practices are
two measures that do not apply to SMEs.

Hypothesis 2 (H2). Green transformational leadership positively influences green human resource
management practices.

2.4. Green Human Resource Management Practices and Employees’ Green Behavior in Small and
Medium Enterprises

Awareness of environmental issues represents social and economic well-being at
both the organizational and individual levels (Ahmad 2015; Karatepe et al. 2022). The
relationship between GHRM practices and EGB in this study refers to some previous
studies. First, the study of Jian et al. (2020) has explained that GHRM practices determine
EGB. However, environmental goal clarity has moderated the relationships. Then, the
relationship between GHRM practices and EGB has been described in the studies of
Karmoker et al. (2021); Harasudha and Subramanian (2020); Ha and Uyen (2021); Gill et al.
(2021); Fawehinmi et al. (2020); Dumont et al. (2017); Ercantan and Eyupoglu (2020).

Hypothesis 3 (H3). Green human resource management practices positively influence employees’
green behavior.

GTL and GHRM practices determine EGB. Since GTL affects GHRM practices, and
GHRM practices affect EGB, GHRM practices mediate the relationship between GTL
and EGB. Hence, environmental-transformational leadership influences employees’ pro-
environmental behavior, and GHRM moderates this relationship (Omarova and Jo 2022).
Figure 1 demonstrates the causal relationship between GTL, GHRM practices, and EGB,
based on the hypotheses.

Hypothesis 4 (H4). Green human resource management practices mediate the positive relationship
between green transformational leadership and employee green behavior.
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3. Methods
3.1. Design

This study analyzes the data with a quantitative approach to obtain descriptive results.
A structural equation modeling analysis tests the relationship between the independent,
mediating, and dependent variables. To support the process of data analysis, this study
uses Microsoft Excel, Statistical Program for Social Sciences (SPSS), and Moment Structure
Analysis (AMOS).

3.2. Measures

First, to be appropriate to SMEs, the authors screen items suitable for SMEs. This study
adopts four of six items for GTL in the study of Chen and Chang (2013). They are about
green plans, goals, actions, and ideas. Then, four of six items for GHRM practices in the
study of Saeed et al. (2019), namely green recruitment and selection, training, performance
management, and empowerment, are employed in the study. Finally, items about green
printing activities, items, materials, utensils, and lighting are used in this study. These five
items are part of seven items in the study of Robertson and Barling (2013).

3.3. Samples and Procedures

As most customers expect green practices in business leadership, human resource
management practices, and employee behavior, this study utilizes customers who have
the potential or interest to work as SME employees as samples. The authors guide them
using an English online questionnaire, the snowball sampling method, and the “Facebook”
and “WhatsApp” programs on their mobile phones. In the questionnaire form, the authors
include a statement that all information would be kept confidential and that the study is
voluntary. The total number of respondents obtained in this study is 252.

This study represents a cross-sectional study. The data samples were collected from
early July to August 2022. The respondents took about 5 min to fill out all the items in
the questionnaire that applied anonymity during the period. Most of them were doctoral
students, males aged 30 to 39 years from cities outside Budapest. They visited mini markets
in Budapest regularly.
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As the survey focuses on customer as well as prospective employee responses, all
items in the questionnaire are formatted according to technical needs. The sample items for
GTL, GHRM practices, and EGB are as follows: the leaders of SMEs in Budapest should
have environmental plans, the human resource managers of SMEs in Budapest should have
environmentally conscious employees, the employees of the SMEs in Budapest should print
working papers on both sides during work. The multiple-choice method with seven Likert
rating scales, from strongly disagree (1) to strongly agree (7), is provided for respondents
to engage with all items.

3.4. Data Analysis

The collected data are put into the Microsoft Excel program to create a data set, the
transferred to the SPSS and AMOS. The authors can easily relate each of the variables
(latent and manifest variables) through the arrows provided in AMOS. In the early stage of
analysis, this study tests Common Method Bias (CMB). It is to determine the variation of
answers from respondents caused by the instrument compared to the actual tendency of
the respondents. The output of the CMB test in this study shows a value of 0.4 (<0.5), so
the data did not have CMB.

This study describes a confirmatory factor analysis (CFA) to obtain validity and
reliability of all items. Moreover, it tests the Goodness of Fit (GoF) and provides a figure of
structural equation modeling. Finally, there is the hypothesis analysis.

4. Results
4.1. Confirmatory Factor Analysis

Based on Table 1, all estimated values range from 0.947 to 1.125. These values are more
than 0.7 and well above the standard error values, which are from 0.068 to 0.107. So, all
items are constructively valid. All critical ratio values are between 10.342 and 13.880, and all
probability values are 0.000. These values are well above 2.96. Therefore, all relationships
between the indicators and variables are positive and significant.

Table 1. Standardized regression weights.

Correlation Estimate Standard Error Critical Ratio Probability

Green
transformational

leadership

Green plans 1.000

Green goals 1.058 0.093 11.367 0.000

Green actions 1.025 0.094 10.877 0.000

Green ideas 0.985 0.095 10.342 0.000

Green human
resource

management
practices

Green recruitment and
selection 1.000

Green training and
development 1.074 0.101 10.620 0.000

Green performance appraisal 1.125 0.107 10.490 0.000

Green empowerment 1.116 0.100 11.147 0.000

Employee green
behavior

Green items 1.000

Green printing activities 0.961 0.071 13.491 0.000

Green materials 0.947 0.071 13.333 0.000

Green utensils 0.962 0.072 13.354 0.000

Green lighting 0.950 0.068 13.880 0.000

Table 2 exhibits that the sample co-variance values for all items range between 1.570
for the green goals (X2) and 1.960 for the green performance appraisal (Y1.3). All values
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are higher than the values below and to the left of them. For example, X4 = 1.758 is higher
than all values in the lower column (0.935, 0.966). So, all items are valid in discriminant.

Table 2. Sample covariance matrix.

Items
Items

X4 X3 X2 X1 Y2.5 Y2.4 Y2.3 Y2.2 Y2.1 Y1.4 Y1.3 Y1.2 Y1.1

X4 1.758

X3 0.935 1.700

X2 0.966 1.005 1.570

X1 0.913 0.950 0.981 1.865

Y2.5 0.770 0.802 0.828 0.782 1.683

Y2.4 0.780 0.812 0.838 0.792 1.038 1.810

Y2.3 0.768 0.799 0.825 0.780 1.022 1.035 1.775

Y2.2 0.779 0.811 0.837 0.791 1.037 1.050 1.034 1.817

Y2.1 0.811 0.844 0.872 0.824 1.080 1.093 1.076 1.092 1.697

Y1.4 0.737 0.767 0.792 0.749 0.911 0.922 0.908 0.922 0.959 1.670

Y1.3 0.743 0.774 0.799 0.755 0.919 0.930 0.916 0.929 0.967 1.083 1.960

Y1.2 0.709 0.738 0.762 0.720 0.877 0.887 0.874 0.887 0.923 1.034 1.042 1.833

Y1.1 0.661 0.688 0.710 0.671 0.816 0.826 0.814 0.826 0.859 0.963 0.971 0.926 1.804

Table 3 shows that all factor loading values vary from 0.6911 to 0.818 and are more
than 0.7. Therefore, all items are convergently valid. The average extracted values ran from
0.4065 to 0.4626 (<0.5). These values are less than 0.5 with composite reliability values of
more than 0.6, so they are still adequate for the convergent validity (Fornell and Larcker
1981; Lam 2012). While the Cronbach alpha values vary from 0.833 to 0.883, the composite
reliability values range from 0.732 to 0.811. Therefore, all items are reliable as they are
higher than 0.7.

Table 3. Composite reliability, average extracted variance, and Cronbach alpha.

Correlation Factor
Loading

Composite
Reliability

Average Extracted
Variance

Cronbach
AlphaVariable Indicator

Green
transformational

leadership

Green plans 0.705

0.745 0.4231 0.836
Green goals 0.813

Green actions 0.757

Green ideas 0.691

Green human
resource

management
practices

Green recruitment and selection 0.737

0.732 0.4065 0.833
Green training and development 0.747

Green performance appraisal 0.802

Green empowerment 0.818

Employee green
behavior

Green printing activities 0.760

0.811 0.4626 0.883
Green recruitment and selection 0.758

Green training and development 0.762

Green performance appraisal 0.781

Green lighting 0.780
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4.2. Goodness of Fit and Structural Equation Modeling

The GoF analysis results confirm that the model of this study fits the SEM hypothesis
testing procedure. The CMIN value is 93.842, and the degrees of freedom (df) value is 62;
as a result, the CMIN/df value is 1.514 (<2). The following are the values of RMSEA: 0.045
(<0.08), IFI: 0.982 (>0.9), NFI: 0.949 (>0.9), and GFI: 0.946 (>0.9).

Figure 2 shows the SEM results from AMOS. The model includes 252 recursive samples.
It shows the relationship between the three variables and between the indicators and the
variables. GTL, the independent variable, positively affects the two dependent variables
(GHRM practices and EGB). There are four indicators of GTL (X1, X2, X3, and X4), four of
GHRM practices (Y1.1, Y1.2, Y1.3, and Y1.4), and five of EGB (Y2.1, Y2.2, Y2.3, and Y2.4).
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4.3. Hypotheses

Based on Table 4, all probability values of the four hypotheses are 0.000. All relation-
ship values between variables range from 0.35 to 0.75. Thus, all relationships between
GTL, GHRM practices, and EGB are positive and significant. GHRM practices mediate
the relationship between GTL and EGB. However, there is no full mediation from GHRM
practices because of the relationship between GTL and EGB.

Table 4. Hypotheses.

Direct Effect and Value Indirect Effect and Value Total Effect Critical Ratio Probability Decision

Hypothesis 1 = 0.35. Hypothesis 4 = 0.46. 0.81 Hypothesis 1
= 3.996. 0.000

Hypothesis 1 is
accepted, and hypothesis

4 is also accepted.

Hypothesis 2 = 0.61. 0.61 Hypothesis 2
= 8.320. 0.000 Hypothesis 2 is accepted.

Hypothesis 3 = 0.75. 0.75 Hypothesis 3
= 6.456. 0.000 Hypothesis 3 is accepted.
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5. Discussion

The results of this study show that SME customers, who are prospective employees,
are aware of and expect the implementation of GTL, GHRM practices, and EGB in SMEs.
Their awareness and expectations prove the need to implement GTL, GHRM practices, and
EGB practices in SMEs to be sustainable. They realize the roles of SME leaders, managers,
and employees in arising sustainability.

The SME customers support that SME leaders should have green plans, goals, actions,
and ideas. They encourage SME managers to conduct green recruitment and selection, train-
ing and development, performance appraisal, and empowerment. They also support the
SME employees to apply green printing activities, items, materials, equipment, and lighting.

Based on their perspectives, SME leaders influence their managers and employees
through green plans, goals, actions, and ideas. SME human resource managers affect their
employees through green recruitment and selection, training and development, perfor-
mance appraisal, and empowerment. In general, the leaders conduct human resource
management practices. Therefore, they need to implement GTL and GHRM practices to
create EGB.

The better the implementation of GTL or GHRM practices from leaders and managers
in SMEs, the better the EGB from SME employees. Of course, SMEs cannot escape the
awareness and expectations of customers towards GTL, GHRM practices, and EGB. The
indirect relationship between GTL and EGB mediated by GHRM practices is stronger
than the relationship between GTL and EGB. All accepted hypotheses indicate that the
framework of this study was consistent with the frameworks of previous studies. The need
to implement the three variables in large companies and SMEs are balanced.

5.1. Theoretical Implications

GTL positively affects EGB. Employees will not be able to have green behavior in-
dependently. They need directions from green transformational leaders. As the leaders
facilitate these things, employees will raise their green behavior. Thus, the leaders and
the employees will innovate and create value for businesses. They can also support a
balance between environmental, social, and financial aspects of business, called sustain-
ability, which would save profit, the planet, and people. The positive relationship between
GTL and EGB supports the study of Al-Swidi et al. (2021), which confirms the positive
relationship between green leadership behavior and green employee behavior. However,
the positive relationship between GTL and EGB does not support the previous study of
Jian et al. (2020), which explains that GTL and GHRM practices indirectly determine EGB.

GTL positively affects GHRM practices. The leaders’ green plans, goals, actions, and
ideas determine green recruitment and selection, training and development, performance
appraisal, and empowerment from the human resource managers. This positive relation-
ship is consistent with the studies of Singh et al. (2020); Arshad (2021); and Huelgas and
Arellano (2021) that explain the positive relationship between GTL and GHRM practices.
HRM managers need directions and guidance from the leaders embodied in green plans,
goals, actions, and ideas. On the contrary, the relationship disproves the studies of Awan
et al. (2022) and Chen and Yan (2022) that explain that GTL is not a predictor of GHRM
practices.

GHRM practices positively affect EGB. Green recruitment and selection, training
and development, performance appraisal, and empowerment determine the employees’
behavior in printing activities, selecting compostable items, recyclable materials, reusable
utensils, and environmental approaches. This positive relationship is in line with the
previous studies of Jian et al. (2020), Karmoker et al. (2021), Harasudha and Subramanian
(2020), Ha and Uyen (2021), Gill et al. (2021), Fawehinmi et al. (2020), Dumont et al. (2017),
Ercantan and Eyupoglu (2020) that explain GHRM practices are positively related to EGB.

The relationship between GTL, GHRM practices, and EGB found in this study is in
line with the previous study of Omarova and Jo (2022). They confirm that GHRM practices
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moderate the positive relationship between environmental-transformational leadership
and employee pro-environmental behavior.

In conclusion, the green concept in this study starts from the leaders to the managers
and then to the employees. This process is generally in line with the general management
concept within companies. That managers are the link between leaders and employees is
shown by the mediating role of GHRM practices in the positive relationship between GTL
and EGB.

5.2. Practical Implications

SME customers, as external stakeholders, realize the need of implementing GTL,
GHRM practices, and EGB. They expect that when business leaders can implement GTL,
GHRM practices will increase EGB. SMEs in Budapest respond to the customers’ expecta-
tions. As not all SMEs employ formal human resources management practices, SME leaders
may conduct green recruitment and selection, training and development, performance
appraisal, and empowerment to create green behavior of SME employees.

SME leaders in Budapest understand the demand for green plans, goals, actions,
and ideas. SME human resource managers in the city also agree on the importance of
recruitment and selection, training and development, performance appraisal, and green em-
powerment. The leaders and managers support their employees with the implementation of
green printing, compostable items, recyclable materials, reusable equipment, and lighting.
The leaders, managers, and employees created long-term relationships with their customers.
GTL, GHRM practices, and EGB in the SMEs can attract and retain the customers.

Therefore, GTL, GHRM practices, and EGB can prevent environmental damages and
the negative impacts of consumerism on the environment. All three can also support the
creation of products with trusted green performance, product innovation, and corporate
social responsibility to improve business strategies and values.

The importance of GTL, GHRM practices, and EGB for innovation and product de-
velopment in Hungary is aligned with the studies of Katona (2022) and Kindermann et al.
(2022) that explained that SMEs dominate product innovation and development. The
importance of these three for the Hungarian economy found here is consistent with the
explanation of Oláh et al. (2019); Virág (n.d.); Hausmann and Szalai (2021); Bajnóczki et al.
(2021) in their studies which define SMEs as a significant sector.

6. Conclusions

The results of this study prove the positive relationships between GTL, GHRM prac-
tices, and EGB. By adopting GTL, GHRM practices, and EGB, SME leaders, managers,
and employees realize sustainability in their enterprises which is a challenge in today’s
businesses. This study reveals that, from customers’ perspectives, SMEs should consider
solving green problems by conducting GTL, GHRM practices, and EGB. They are great
values of customer-oriented productions and work processes in SMEs.

This study finds that between GTL, GHRM practices, and EGB in SMEs is that direct
and indirect positive relationships. GTL, directly and indirectly, affects EGB in SMEs. When
SME leaders apply their leadership with a green approach, this will determine GHRM
practices and EGB.

When the leaders implement green plans, goals, actions, and ideas, GHRM practices
and EGB in SMEs will exist. Furthermore, EGB in SMEs need green recruitment and
selection, training and development, performance appraisal, and empowerment applied
by SME managers. The three variables are not only for large companies but also for SMEs.

The results of this study contribute to the development and inclusion of sustainability
in SMEs. Future study can develop research by collecting data in different locations of
SMEs. They can also develop a comparative study between SMEs and large businesses by
adopting the framework of this study.
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Limitations

The data collection period in this study is just about one month. Respondents’ assess-
ment is for SMEs in a city in Hungary. Future research can collect more data in a longer
period and not only for assessing GTL, GHRM practices, and EGB in SMEs in a single loca-
tion. The questionnaire is an English version, so only those respondents who understand
English could participate. Only three variables are studied in the model without modera-
tion. Future studies can test the framework of this study by adding moderating variables.

This study analyzes the causal relationships between GTL, GHRM practices, and
EGB from SME customers who were prospective employees. Future studies can develop
combined questionnaire items for employees in the contexts of SMEs and the environment.
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