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Abstract

The purpose of this study is to examine the impact of green management practices implemented in hospitals holding
a health tourism license on corporate reputation. A quantitative research design was employed to achieve the
study’s objective. The research was conducted with 169 managers working at 23 hospitals in Antalya. The data
collected via a survey were analyzed using SPSS and AMOS statistical software. Three models were constructed
and analyzed using structural equation modeling. According to the analysis results of Model 1, green management
practices have an effect on corporate reputation. According to the analysis results of Model 2, the “Research and
Development (R&D) Activities in Green Management Understanding” sub-dimension of the Green Management
Practices scale does not affect corporate reputation. However, all other sub-dimensions of the Green Management
Practices scale have an effect on Corporate Reputation. According to the analysis results of Model 3, the sub-
dimensions of the Green Management Practices scale have effects on the Corporate Reputation scale sub-
dimensions “Products and Services, Social and Environmental Responsibility, and Financial Performance.” The
“R&D Activities in Green Management Understanding”’ sub-dimension of the Green Management Practices scale
does not affect the Corporate Reputation scale’s “Emotional Appeal, Vision and Leadership, and Workplace
Environment” sub-dimensions. However, all other dimensions of the Green Management Practices scale have an
impact on the sub-dimensions of the Corporate Reputation scale “Emotional Appeal, Vision and Leadership, and
Workplace Environment.” The study found that the adoption of green management practices in the management
of healthcare institutions positively influences perceptions of corporate reputation regarding these institutions.
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0z

Bu calismanin amaci, saglik turizmi yetki belgesine sahip hastanelerde uygulanan yesil yonetim uygulamalarinin
kurumsal itibara etkisini ortaya c¢ikarmaktir. Nicel arastirma yapilarak arastirmanin amacma ulagilmak
istenmistir. Arastirma, Antalya’da 23 hastanede ¢alisan 169 yonetici ile yapilmistir. Anket ile toplanan verilerin
analizi SPSS ve AMOS istatistik programlar: kullamilarak yapimistir. Yapisal esitlik modeli ile ii¢ model
olusturularak analiz gerceklestirilmistir. Model 1’in analiz sonucuna gore yesil yonetim uygulamalarinin
kurumsal itibar iizerinde etkisi bulunmaktadir. Model 2’nin analiz sonucuna gore Yesil Yonetim Uygulamalar
Olgeginin “Yesil Yonetim Anlayisinda Arastirma Gelistirme (Ar-ge) Faaliyetleri” alt boyutunun Kurumsal Itibar
tizerinde etkisi bulunmamaktadir. Fakat Yesil Yonetim Uygulamalari olceginin diger tiim alt boyutlarinin
Kurumsal Itibar iizerinde etkileri bulunmaktadir. Model 3 'iin analiz sonucuna gore Yesil Yonetim Uygulamalar:
Olcegi alt boyutlarimn Kurumsal Itibar 6lcegi alt boyutlarindan “Uriin ve Hizmetler, Sosyal ve Cevresel
Sorumluluk ve Finansal Performans” iizerinde etkileri bulunmaktadwr. Yesil Yonetim Uygulamalart dl¢eginin
“Yesil Yonetim Anlayisinda Ar-ge Faaliyetleri” alt boyutunun Kurumsal Itibar élgegi “Duygusal Cekicilik, Vizyon
ve Liderlik ve Is Yeri Cevresi” alt boyutlart iizerinde etkisi bulunmamaktadir. Fakat Yegsil Yonetim Uygulamalart
Olgeginin diger tiim boyutlarimn Kurumsal Itibar 6lcegi “Duygusal Cekicilik, Vizyon ve Liderlik ve Is Yeri
Cevresi” alt boyutlart iizerinde etkileri bulunmaktadir. Calisma sonucunda saglik kurumlarinin yénetiminde yesil
yonetim uygulamalarinin tercih edilmesi saglik kurumlari ile ilgili kurumsal itibar algisini olumlu olarak etkiledigi
goriilmiistiir.

Anahtar Kelimeler: yesil yonetim, yesil yonetim uygulamalari, kurumsal itibar, saghk, hastane
1. Introduction

Nonrenewable natural resources carry the risk of depletion. The careful use of these resources is
important for sustainability. Sustainability means protecting natural resources to ensure the quality of
life of people. In other words, when consuming natural resources, we must consider that future
generations will also need these resources and consume them accordingly. Green management is the
implementation of management activities through environmental protection and reduced resource
consumption. Green management practices are important for organizations because they are linked to
issues such as environmental sustainability and meeting the needs of future generations. The concept of
corporate reputation, however, is the total of the perceptions of employees, suppliers, investors, banks,
and other internal and external stakeholders. Since green management practices consider environmental
benefits, they are expected to positively influence stakeholders' perceptions of the organization.

Green management involves making decisions that address today's needs within the scope of
ecologically friendly practices and designing the future with ecological liability, taking into account the
needs of future generations for sustainability (Akgiin, 2024: 1147). The integration of organizational
actions and environmental awareness (Al-Zawahreh et al., 2019: 54) is defined as follows: business
green production practices include minimizing energy consumption, minimizing raw material usage,
minimizing solid waste generation, ensuring that products can be reused, prioritizing renewable
products, and providing employees with training in the product management process (Sarict and Erikli,
2022: 104). Green management practices enable a more reliable, high-quality, resource-efficient, and
low-cost production process. Additionally, green management reduces costs through the evaluation of
waste (Kurt and Cakici, 2025: 298).

Green management has many functions. These include “green entrepreneurship, green production, green
marketing, green human resources management, green finance, green accounting, green supply chain
management, green logistics, green public relations, and green research and development” (Gezer and
Esmer, 2023: 176).

Green marketing practices are presented in five categories: “green products and services, green corporate
image, green advertising, green purchasing experience, and green marketing mix” (Garcia-Salirrosas
and Rondon-Eusebio, 2022: 8). Effective green public relations involve communicating the importance
of sustainability to stakeholders and the specific steps the organization takes to decrease its
environmental effect. This goal can be achieved through various communication channels, such as press
releases, social media tools, and corporate websites (Husain, Harahap, Bachtiar, Diawati and Santos,
2023: 760). Green procurement involves materials that use fewer resources and energy, are nontoxic,
and have no negative impact on the environment (Banihashemi, Khalilzadeh, Antucheviciene and
Edalatpanah, 2023: 6). Green human resources management practices, green analysis and job
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description, green recruitment of personnel, green selection of personnel, providing green training to
personnel, green performance evaluation, providing green rewards to personnel, digital filing of
organizations, shared use of tools, job sharing, teleconferencing and virtual meetings, recycling,
teletransportation, online training, and creating energy-efficient office spaces (Sagbas, Erdogan and
Sundu, 2022: 238-239). Green finance encompasses new financial tools and policies such as green
bonds, green funds, green banks, carbon market instruments, green central banking, and financial
technology (fintech), aiming to increase the financing of investments that minimize carbon emissions
and reach sustainable development targets (Kiiciikkirali and Afsar, 2023: 63). Green accounting offers
businesses the opportunity to report costs incurred to preserve the environment and eliminate
environmental damage in greater detail. Its purpose is to prevent inefficient misuse by determining the
value of natural resources (Altinbay and Durak, 2022: 142). Green R&D encompasses research and
experimental development focused on the sustainability of natural resources, economic impact, animal
and plant science, energy studies, environmental impact, sustainable development, and engineering
(Ogiit, Ekinci and Gokge, 2023: 262).

The benefits of the concept of green management for healthcare institutions are as follows. These are
(Yesilyurt, 2025: 520):

* In addition to improving energy and resource efficiency, improving the indoor environmental
quality of hospitals,

* Ensuring efficiency in waste control and applying a sustainable management approach to the
organization to reduce environmental costs;

. Increasing efficiency within the institution and increasing the satisfaction levels of green
participants.

Reputation is a comprehensive evaluation of a company's ability to deliver valuable results to a
representative stakeholder group (Fombrun et al., 2000: 243). Corporate reputation is the total of every
stakeholder’s perceptions, including those of providers, customers, employees, managers, and
shareholders (Almagik et al., 2010: 95). Reputation value is determined by six different dimensions:
“emotional appeal, products and services, financial performance, vision and leadership, work
environment, and corporate social responsibility” (Giileryiiz, 2020: 251). The following 6 dimensions
are briefly explained below (Fombrun and Foss, 2001: 2):

* Emotional Appeal: The amount of love, respect, and appreciation felt for the organization.

* Products and Services: Perceptions regarding the quality, innovation, value, and reliability of
the organization's products and services.

» Financial Performance: Perceptions regarding the organization's profitability, expectations, and
potential risks.

» Vision and Leadership: The organization's demonstration of a clear and definite vision and
strong leadership.

*  Workplace environment: Perceptions regarding the degree to which the organization is well
managed, its working methods, and the quality of its employees.

» Social responsibility: The organization is perceived as a good citizen in its relationships with
communities, employees, and the environment.

A strong corporate reputation is considered to add significant value to organizations in three areas:
finance, market share, and human resources. When organizations have a strong reputation, they can
easily reach customers for their products and services, increase their market share, entice qualified
employees, and weather crises more conveniently with the help of their employees (Aydin, 2015: 80).

The purpose of this study is to reveal the effects of green management practices in Antalya hospitals on
corporate reputation.

A review of the literature reveals studies on green management, green management, or sustainability
and corporate reputation. The study by Quintana-Garcia, Benavides-Chicén, and Marchante-Lara (2021)
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aims to obtain information about the effects of strategies for green supply chain management on a
company's corporate reputation. The aim of the study by Hesari, Shadiardehaei, and Shahrabi (2021) is
to reveal the impact of corporate social responsibility on brand performance through the mediating role
of corporate reputation, resource commitment, and green creativity. Irfan, Hassan, and Hassan (2018)
aimed to conduct research covering economic sustainability, social sustainability, environmental
sustainability, and corporate reputation. The aim of the study conducted by Aykan and Sevim (2013) is
to identify the environmental management practices of accommodation businesses, determine whether
there are differences between the environmental management practices of hotels in Kayseri and
Nevsehir, and reveal the effect of environmental management practices, which are addressed within the
scope of reactive and proactive environmental management practices, on the corporate reputation
perceived by employees. The aim of the study conducted by Yaprakli and Noksan (2023) is to examine
the effect of the green marketing mix on corporate reputation and brand evangelism. Mensah et al.
(2021) aimed to investigate the effects of green human resource management on green corporate
citizenship, green corporate reputation, environmental performance, and business performance. The
objective of the study by Pritchard and Wilson (2018) is to examine consumers' reactions to a new green
product and their impact on corporate reputation. The study by Yanginlar et al. (2022) aims to examine
the impact of green supply chain management on corporate social responsibility and corporate
reputation. Wang et al. (2025) aim to examine the mediating role of corporate reputation and green
dynamic capability in the relationship between green human resource management and corporate
environmental performance. Wang et al. (2023) aimed to assess whether green human resource
management practices encourage potential candidates to join environmentally conscious companies
through corporate reputation and corporate social responsibility. Tiep Le et al. (2025) aimed to
investigate the relationships among green human resource management, corporate social responsibility,
and organizational performance in SMEs, examining corporate reputation and employee commitment
as mediating variables.

As far as the literature review indicates, there are no similar studies, making this study important in
terms of revealing the effect of green management practices on corporate reputation in healthcare
institutions and medical tourism businesses. This study is also important because it provides information
to the health tourism sector, managers, researchers, and the literature.

The study continues with sections on methodology, findings, discussion, conclusions, and
recommendations.

2. Purpose and method
2.1. Purpose of the research

The aim is to determine the effect of green management practices on corporate reputation by conducting
a survey with managers at hospitals in Antalya, a province that holds an important place in health tourism
in Turkey and is authorized to provide health tourism services.

2.2. Research model and hypotheses

This quantitative study employed a descriptive and correlational research design. This study aimed to
test the effect of green management practices on corporate reputation. In this study, green management
practices are the independent variable, and corporate reputation is the dependent variable. The impacts
of green management practices on corporate reputation, the effects of the subdimensions of green
management practices on corporate reputation, and the effects of the subdimensions of green
management practices on the subdimensions of corporate reputation were tested via a structural equation
model. In addition, we tested whether the means of the Green Management Practices Scale and its
subdimensions and the Corporate Reputation Scale and its subdimensions varied depending on variables
such as gender, age, education level, length of service, and whether the institution was public or private.

For this purpose, the model for the study was created as shown in Figure 1.
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Figure 1. Research Model
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The hypotheses are developed as follows.

Source: Prepared by the author.

H1: The averages of the green management practices scale and its subdimensions differ significantly
according to demographic variables.

H2: The averages of the corporate reputation scale and its subdimensions differ significantly according
to demographic variables.

H3: Green management practices have a significant effect on corporate reputation.

H4: The subdimensions of the green management practices scale have a significant effect on corporate
reputation.

HS5: The subdimensions of the green management practices scale have a significant effect on the
subdimensions of the corporate reputation scale.

2.3. Population and sample

The managers (chief physicians, deputy chief physicians, directors, and deputy directors) of 34 hospitals
in Antalya Province, including 6 public hospitals and 28 private hospitals with health tourism
authorization certificates, constitute the universe of the study. The number of managers in the universe
was determined to be 274 in total, including chief physicians, deputy chief physicians, directors, and
deputy directors listed in the organizational charts of the 34 hospitals with health tourism authorization
certificates in Antalya. There are 274 managers in the universe of the study, including 77 in public
hospitals and 197 in private hospitals. No sample was determined, as the aim was to reach the entire
population. A total of 23 hospitals, including 5 public hospitals and 18 private hospitals, approved the
study. The sample of the study consists of 169 managers from 23 hospitals, including 57 managers from
5 public hospitals and 112 managers from 18 private hospitals, who worked between November 27,
2023, and July 9, 2024.

2.4. Data collection methods and tools

In this study, a survey was used as the data collection method. The survey consists of three sections. The
first section contains 5 questions related to demographic characteristics, the second section contains 25
questions related to green management practices, and the third section contains 20 questions related to
corporate reputation.
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Permission was obtained to use the Green Management Practices Scale (31), which was developed via
the pilot application method in Elif Karabulut's thesis study and was found to have a Cronbach's alpha
value of 0.80. The scale consists of five subdimensions of green management practices: the production
activities dimension of green management consists of 12 statements, the human resources activities
dimension of green management consists of 9 statements, the marketing activities dimension of green
management consists of 4 statements, the accounting and finance activities dimension of green
management consists of 3 statements, and the R&D activities dimension of green management consists
of 3 statements. A pilot study was conducted on the managers of a public hospital authorized for the
study before proceeding to the data collection phase. Since the Green Management Practices Scale was
developed in the context of manufacturing companies, changes have been made to enable its use in
healthcare services. Some statements were removed, and statements in the Green Management
Approach Marketing Activities (4) dimension and some statements in other dimensions were also
removed from the scale because they were considered unsuitable for healthcare services. Minor changes
were also made to some statements, and the scale was adapted for use in healthcare services. The study
in which the scale was obtained did not include a validity analysis. However, Confirmatory Factor
Analysis (CFA) was conducted in the study to examine the goodness of fit and construct validity of the
Green Management Practices Scale and its subdimensions. The analysis was performed using the AMOS
24.0 program via the Maximum Likelihood Method. The Level 1 and Level 2 fit statistics values for the
validity of the model with CFA for the Green Management Practices Scale are given in Table 1.

According to the findings, the fit index values for the Green Management Practices Scale and its sub-
dimensions are within the acceptable range for Level 1 and Level 2 (ilhan and Cetin, 2014: 31). Thus,
the validity of the Green Management Practices Scale has been confirmed by CFA.

Table 1. Green Management Practices Scale and Sub-Dimensions Level 1 and Level 2 CFA Fit
Indices

CMIN/DF GFlI CFI RMSEA
Level 1 1.809 0.976 0.978 0.069
Level 2 1.743 0.981 0.979 0.066
Acceptable Compliance <5 >0.90 >0.90 <0.080

Source: Authors’ calculations.

The Corporate Reputation Scale (20), developed by Fombrun et al. in 2000 with a Cronbach's alpha
value of 0.84, was requested via email, but no response was received. The original version of the
Corporate Reputation Scale was translated into Turkish and used. After translation, the data were
reviewed by three experts. The Corporate Reputation Scale consists of six dimensions: emotional appeal
(3 statements), products and services (4 statements), vision and leadership (3 statements), workplace
environment (3 statements), social and environmental responsibility (3 statements), and financial
performance (4 statements). A 5-point Likert scale was used to measure the statements in the scales used
in the survey: “Never,” “Rarely,” “Sometimes,” “Usually,” and “Always.”

If the Cronbach's alpha reliability coefficient is between 0 and 0.40, it is considered “not reliable”; if it
is between 0.40 and 0.60, it is considered to have “low reliability”; if it is between 0.60 and 0.80, it is
considered to be ‘reliable’; and if it is between 0.80 and 1.00, it is considered to have “high reliability”
(Uzunsakal and Yildiz, 2018: 19). The reliability analysis results for the data obtained via the scales
employed in this study are presented in Table 2.

The reliability of the items related to the Green Management Practices Scale is 0.88, whereas the
reliability of the items related to the Corporate Reputation Scale is 0.95. According to the findings, the
Green Management Practices Scale used in the study is “quite reliable” for the production and R&D
subdimensions, and the Corporate Reputation Scale is “quite reliable” for the financial performance
subdimension. The Green Management Practices Scale, human resources and accounting-finance
subdimensions, the Corporate Reputation Scale, emotional appeal, products and services, vision and
leadership, workplace environment, and social and environmental responsibility subdimensions were
observed to have “high reliability.”
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Table 2. Findings of Cronbach's Alpha Coefficient for the Scales and Subdimensions Used in the
Study

Scale/Dimension Number of items Cronbach's Alpha
Green Management Practices Scale 25 0.885
Production Activities in Green Management Approach 12 0.624
Human Resources Activities in Green Management 9 0.900
Approach

Accounting and Finance Activities in Green 2 0.818
Management Approach

R&D Activities in Green Management Approach 2 0.678
Corporate Reputation Scale 20 0.950
Emotional Appeal 3 0.890
Products and Services 4 0.931
Vision and Leadership 3 0.902
Workplace Environment 3 0.873
Social and Environmental Responsibility 3 0.839
Financial Performance 4 0.701

Source: Authors’ calculations.
2.5. Data analysis method

SPSS 26.0 and AMOS 24.0 software were used to analyze the data. In the analyses, the significance
level was set at 5% (p=0.05), and p<0.05 was considered statistically significant. A normality test was
performed to assess the distribution of the data. According to the results of the normality analysis of the
scales and their dimensions, all the skewness and kurtosis coefficients were found to be between -2 and
+2 and were considered to be normally distributed (Hair, Hult, Ringle and Sarstedt, 2022: 66). Since the
obtained data set had a normal distribution, parametric tests were used. Cronbach’s alpha values were
calculated to measure the reliability levels of the Green Management Practices Scale and its subscales,
as well as the Corporate Reputation Scale and its subscales. A t test was used to examine whether the
Green Management Practices Scale and its subscales, as well as the Corporate Reputation Scale and its
subscales, showed statistically significant differences according to gender and type of institution used.
One-way analysis of variance (ANOVA) was performed to examine whether the Green Management
Practices Scale and its subscales, as well as the Corporate Reputation Scale and its subscales, showed
statistically significant differences according to age, education level, and length of service. Structural
equation modeling (SEM) path analysis was used to analyze the effect of green management practices
on corporate reputation. Within this framework, the effect was tested via three separate models. The first
model investigated the effect of the “Green Management Practices” scale on the “Corporate Reputation”
scale. The second model examined the effects of the dimensions of the “Green Management Practices”
scale on the “Corporate Reputation” scale. The third model examined the effects of the dimensions of
the “Green Management Practices” scale on the dimensions of the “Corporate Reputation” scale. During
the analysis phase, a separate analysis model was created for each model via the AMOS 24.0 program.

2.6. Limitations of the study

The limitations of the study include the fact that permission for the study was granted by officials from
only 23 of the 34 hospitals, the limited time available to public and private hospital administrators, the
study being restricted to Antalya due to time and cost constraints, and the results being generalizable
only to hospitals in Antalya that have a health tourism authorization certificate and were permitted to
participate in the study. Therefore, the findings cannot be generalized to the entire country.

2.7. The ethical aspects of the research

An approval certificate dated 12.07.2023, numbered E-11054618-302.08.01-195098, was obtained from
Ankara Haci Bayram Veli University. After ethical approval was obtained, permission was obtained
from the Antalya Provincial Health Directorate to conduct the study in public hospitals. Private hospitals
were visited individually to apply for permission to conduct the study.
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3. Findings

This section presents findings on participants' demographic characteristics, analysis of scales in terms
of demographic variables, and the impact of green management practices on corporate reputation.

3.1. Findings on the frequency distribution of participants' demographic variables

The demographic variables of the participants included sex, age group, education level, institution where
they work, and length of service.

In terms of the distribution of participants by gender, 62.1% were female and 37.9% were male; more
female managers were in the hospitals where the study was conducted. In terms of the “age group,”
12.4% of the participants were aged 20-30 years, 28.4% were aged 31-40 years, 47.9% were aged 41-
50 years, and 11.2% were aged 51 years and above. The majority of managers in the hospitals where the
study was conducted were in the 31-40 years age group. In terms of “education level,” 8.9% of the
participants were high school graduates, 10.7% were associate degree holders, 58.0% were bachelor's
degree holders, 16.6% were master's degree holders, and 5.9% were doctorate degree holders; the
majority of the managers in the hospitals where the study was conducted were bachelor's degree holders.
In terms of “institutions employed,” 33.7% of the participants worked in public institutions, and 66.3%
worked in private institutions; since most of the hospitals where the study was conducted were private
hospitals, most managers worked in private hospitals. In terms of “length of service,” 33.1% of the
participants had worked for 0-5 years, 28.4% for 6-10 years, 20.1% for 11-15 years, 7.7% for 16-20
years, 5.3% had worked for 21-25 years, and 5.3% had worked for 26 years or more. The length of
service of managers in the institutions where the study was conducted was mostly 0—5 years. This is
thought to be because most managers work in private hospitals, and the turnover rate in private hospitals
is high.

3.2. Analysis of scales in terms of demographic variables

This section analyzes Green Management Practices and Corporate Reputation scales and their
subdimensions in terms of demographic variables.

Table 3 shows the results of the independent t test analysis conducted to determine whether there is a
difference in the means of the Green Management Practices Scale, its subdimensions, and the Corporate
Reputation Scale and its subdimensions according to the “gender” variable.

Table 3 shows that the average scores of hospital managers on the “Green Management Practices” scale
and its subdimensions ‘“Production Activities in Green Management Understanding,” “Human
Resources Activities in Green Management Understanding,” “Accounting-Finance Activities in Green
Management Understanding,” and “R&D Activities in Green Management Understanding” were not
statistically significant in terms of the “gender” variable (p>0.05).

No statistically significant differences were found in the “Corporate Reputation™ scale averages
(p=0.310), and its subdimensions ‘“Products and Services,” “Vision and Leadership,” “Workplace
Environment,” “Social and Environmental Responsibility,” and “Financial Performance” showed no
statistically significant difference in terms of the ‘gender’ variable (p>0.05). A difference was found in
the “Emotional Attractiveness” subdimension average in terms of the “gender” variable (p<0.05).
Compared with female hospital managers, male hospital managers (x=4.68 SS=0.426) had higher mean
scores on the emotional attractiveness subdimension (Xx=4.49 SS=0.684). This difference indicates that
male hospital managers' perceptions of emotional attractiveness are greater than those of female hospital
managers.

1909



Altsoy, S. — Oztiirk, Z., 1902-1931

Table 3. Analysis of the Green Management Practices Scale, its Subdimensions, and the Corporate
Reputation Scale and its Subdimensions in Terms of the Gender Variable

Standard
Gender N Average Deviation t p

Green Female 105 3.91 0.559 0.945 0.346
Management
Practices Scale Male 64 3.82 0.610
Production Female 105 3.74 0.499 0.247 0.805
Activities in
Green
Management Male 64 3.72 0.519
Approach
Human Female 105 416 0.740 0.949 0.344
Resources
Activities in
Green Male 64 4.04 0.868
Management
Approach
Accounting and Female 105 3.60 1.132 1.359 0.176
Finance
Activities in
Green Male 64 3.34 1.278
Management
Approach
R&D Activities Female 105 4.10 0.941 1.198 0.233
in Green
Management Male 64 3.92 0.865
Approach
Corporate Female 105 4.40 0.612 -1.018 0.310
Reputation
Scale Male 64 4.49 0.426
Emotional Female 105 4.49 0.684 -1.999 0.047
Appeal

Male 64 4.68 0.426
Products and Female 105 453 0.628 -1.816 0.071
Services

Male 64 4.70 0.433
Vision and Female 105 4.36 0.843 -1.022 0.308
Leadership

Male 64 4.48 0.648
Workplace Female 105 4.43 0.665 -1.238 0.218
Environment

Male 64 4.55 0.484
Social and Female 105 4.43 0.675 -0.438 0.662
Environmental
Responsibility Male 64 4.47 0.527
Financial Female 105 4.18 0.730 0.686 0.494
Performance Male 64 4.10 0.671

Source: Authors’ calculations.

Table 4 shows the results of the independent t test analysis conducted to determine whether there is a
difference in the Green Management Practices Scale, subdimensional averages, and the Corporate
Reputation Scale, subdimension averages, according to the “institution worked for” variable.
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Table 4 shows that the averages of the hospital managers' “Green Management Practices” scale and
subdimensions “Production Activities in Green Management Understanding,” “Human Resources
Activities in Green Management Understanding,” “Accounting and Financial Activities in Green
Management Understanding,” and “R&D Activities in Green Management Understanding” were not
statistically significant in terms of the “institution where they work” variable (p>0.05).

Statistically significant differences were found in the means of the “Corporate Reputation” scale and its
subdimensions “Emotional Appeal,” “Products and Services,” and “Social and Environmental
Responsibility” in terms of the “institutions worked for” variable (p<0.05). Private hospital managers
(Xx=4.50 SS=0.515) had higher average corporate reputation scale scores than did public hospital
managers (X=4.30 SS=0.595). Private hospital managers (X=4.65 SS=0.575) have higher average
emotional attractiveness subscale scores than do public hospital managers (X=4.40 SS=0.635). Private
hospital managers (X=4.70, SS=0.499) have higher product and service subdimension averages than do
public hospital managers (X=4.38, SS=0.631). Private hospital managers (X=4.51 SS=0.582) have higher
average scores on the social and environmental responsibility subdimension than do public hospital
managers (X=4.31 SS=0.681).

There is no statistically significant difference in the averages of the “Vision and Leadership,”
“Workplace Environment,” and “Financial Performance” subdimensions of hospital managers in terms
of the “Institutions worked for” variable (p>0.05).

Table 4. Analysis of the Green Management Practices Scale, Subdimensions, and Corporate
Reputation Scale, Subdimensions in Terms of the Variable of the Organization Studied

Institution N | Average Standard t p
Deviation

Green Management Public 57 3.79 0.622| -1.313| 0.191

Practices Scale Private 112 3.91 0.554

Production Activities in Public 57 3.71 0.543| -0.299| 0.765

Green Management Private 112 3.74 0.488

Approach

Human Resources Public 57 3.96 0.847| -1.834| 0.068

Activities in Green Private 112 4.19 0.752

Management Approach

Accounting and Finance Public 57 3.42 1.183| -0.636| 0.526

Activities in Green Private 112 3.54 1.200

Management Approach

R&D Activities in Green | Public 57 3.89 0.813| -1.462| 0.146

Management Approach Private 112 4.10 0.957

Corporate Reputation Public 57 4.30 0.595| -2.219!| 0.028

Scale Private 112 4.50 0.515

Emotional Appeal Public 57 4.40 0.635| -2.499| 0.013
Private 112 4.65 0.575

Products and Services Public 57 4.38 0.631| -3.613| 0.000
Private 112 4.70 0.499

Vision and Leadership Public 57 4.34 0.747| -0.802!| 0.424
Private 112 4.44 0.791

Workplace Environment Public 57 4.43 0.629| -0.713| 0.477
Private 112 4.50 0.592

Social and Environmental | Public 57 4.31 0.681| -1.983| 0.049

Responsibility Private 112 4,51 0.582

Financial Performance Public 57 4.02 0.733| -1.739!| 0.084
Private 112 4.22 0.687

Source: Authors’ calculations.
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Table 5 presents the results of the ANOVA test conducted to determine whether the means of the Green
Management Practices Scale, its subdimensions, and the Corporate Reputation Scale, its subdimensions,
differ according to the “age group” variable.

Table 5 shows that the means of the “Green Management Practices” scale and its subdimensions
“Production Activities in Green Management Understanding,” “Human Resources Activities in Green
Management Understanding,” “Accounting-Finance Activities in Green Management Understanding,”
and “R&D Activities in Green Management Understanding” did not significantly differ in terms of the
“age group” variable (p>0.05).

The averages of the “Corporate Reputation” scale and its subdimensions “Products and Services,”
“Social and Environmental Responsibility,” and “Financial Performance” did not significantly differ in
terms of the “Age group” variable (p>0.05).

Statistically significant differences were found in the subdimension averages of “Emotional Appeal,”
“Vision and Leadership,” and “Workplace Environment™ in terms of the “Age group” variable (p<0.05).
The groups responsible for the difference were determined via the Tukey test and were written opposite
the relevant scale.

When the perceptions of hospital managers regarding the “Emotional Attractiveness” subdimension
were examined according to “age groups,” no significant difference was found between hospital
managers aged 20-30 years (X=4.11 SS=1.029) and those aged 31-40 years (X=4.62 SS=0.505), 41-50
years (X=4.63 SS=0.456), and 51 years and older (X=4.65 SS=0.613). Accordingly, the perceptions of
“Emotional Attractiveness” among hospital administrators in the 20—30 age group are lower than those
of hospital administrators in other age groups. It is thought that hospital administrators in the 20-30-
year-old age group trust the hospital they work for less than other age groups do, respect it less, and
have fewer positive feelings toward it. When the perceptions of hospital administrators regarding the
“Vision and Leadership” subdimension are examined according to age group, there is a significant
difference between hospital administrators aged 20-30 years (x=4.00 SS=1.043) and those aged 41-50
years (Xx=4.49 SS=0.617). Accordingly, the perceptions of “Vision and Leadership” among hospital
administrators aged 20-30 years are lower than those among hospital administrators aged 41-50 years.
It is thought that hospital administrators in the 20-30 years age group have a lower perception than those
in the 41-50 years age group regarding their hospital's ability to take advantage of market opportunities,
have a clear vision, and have a management level with excellent leadership. When the perceptions of
hospital administrators regarding the “Workplace Environment” (KI_I'YC) subdimension are examined
according to “age groups,” there is a significant difference between 20-30-year-old (Xx=4.13 SS =0.934)
and 41-50-year-old (Xx=4.55 SS=0.484) hospital administrators. Accordingly, the perceptions of hospital
administrators aged 20-30 years regarding the “Workplace Environment” are lower than those of
hospital administrators aged 41-50 years. It is thought that hospital administrators aged 20-30 years have
lower perceptions than those aged 41-50 years regarding management level, working environment and
conditions, and employee quality.

Table 5. Examination of the Green Management Practices Scale, Its Subdimensions, and the
Corporate Reputation Scale, Its Subdimensions in Terms of Age Group Variable

Age Group |N Average Standard F p Source of Diversity
Deviation
Green 20-30 21 3.81 0.512| 0.142 | 0.935
Management | 31-40 48 3.87 0.584
Practices Scale | 41-50 81 3.90 0.628
51 and over 19 3.84 0.430
Total 169 3.87 0.579
Production 20-30 21 3.69 0.504| 0.223 | 0.880
Activities in 31-40 48 3.76 0.461
Green 41-50 81 3.74 0.558
Management | 51 and over 19 3.67 0.390
Approach Total 169 3.73 0.506
20-30 21 3.97 0.745| 0.346 | 0.792
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Human 31-40 48 4.08 0.829
Resources 41-50 81 4.14 0.820
Activities in 51 and over 19 4.19 0.634
Green Total 169 411 0.791
Management
Approach
Accounting and | 20-30 21 3.55 0.961| 0.641 | 0.589
Finance 31-40 48 3.38 1.253
Activities in 41-50 81 3.62 1.241
Green 51 and over 19 3.29 1.071
Management | Total 169 3.50 1.192
Approach
R&D Activities | 20-30 21 4.07 0.712| 0.291 | 0.832
in Green 31-40 48 4.09 1.009
Management 41-50 81 4.02 0.838
Approach 51 and over 19 3.87 1.188
Total 169 4,03 0.914
Corporate 20-30 21 4.14 0.803| 2.452 | 0.065
Reputation 31-40 48 4.44 0.548
Scale 41-50 81 4.49 0.461
51 and over 19 451 0.501
Total 169 4.43 0.549
Emotional 20-30 21 411 1.029| 4.793 | 0.003 | 20-30 years old and
Appeal 31-40 48 4.62 0.505 31-40 years old; 20-30
41-50 81 4.63 0.456 years old and 41-50
51 and over 19 4.65 0.613 years old; 20-30 years
Total 169 4.56 0.605 old and 51 years old
and above
Products and 20-30 21 4.39 0.828 | 1.048 | 0.373
Services 31-40 48 4,60 0.515
41-50 81 4.64 0.508
51 and over 19 4,62 0.580
Total 169 4,59 0.566
Vision and 20-30 21 4.00 1.043| 2.691 | 0.048 |20-30 years old and
Leadership 31-40 48 4.38 0.903 41-50 years old
41-50 81 4.49 0.617
51 and over 19 4,60 0.562
Total 169 4.41 0.775
Workplace 20-30 21 4.13 0.934| 3.174 | 0.026 | 20-30 years old and
Environment 31-40 48 4.44 0.605 41-50 years old
41-50 81 455 0.484
51 and over 19 4.60 0.504
Total 169 4.47 0.604
Social and 20-30 21 4.25 0.781| 0.940 | 0.423
Environmental |31-40 48 441 0.616
Responsibility | 41-50 81 4.50 0.578
51 and over 19 4.49 0.632
Total 169 4.44 0.622
Financial 20-30 21 3.93 0.848 | 0.794 | 0.499
Performance 31-40 48 4.20 0.690
41-50 81 4,18 0.691
51 and over 19 4,16 0.663
Total 169 4.15 0.707

Source: Authors’ calculations.

Table 6 presents the results of the ANOVA test conducted to determine whether there are differences in
the averages of the Green Management Practices Scale and its subdimensions according to the
“education level” variable.
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Table 6 shows that the means of hospital managers' “Green Management Practices” scale and
subdimensions “Production Activities in Green Management Understanding,” “Human Resources
Activities in Green Management Understanding,” “Accounting-Finance Activities in Green
Management Understanding,” and “R&D Activities in Green Management Understanding” were not
statistically significant in terms of the “education level” variable (p>0.05).

No statistically significant difference was found in the means of the “Corporate Reputation” scale and
its subdimensions “Products and Services,” “Social and Environmental Responsibility,” “Vision and
Leadership,” “Workplace Environment,” and “Financial Performance” in terms of the “education level”
variable (p>0.05).

A statistically significant difference was found in the mean of the “Emotional Attractiveness”
subdimension in terms of the “education level” variable (p<0.05). The groups responsible for the
difference were determined via the Tukey test and were written opposite the relevant scale.

Among hospital administrators, in the “Emotional Attractiveness” subdimension, there was no
statistically significant difference between high school (Xx=4.78 SS=0.371) and associate degree (X=4.15
SS=1.086), between associate degree (x=4.15 SS=1.086) and bachelor's degree (Xx=4.60 SS=0.531), or
between associate degree (Xx=4.15 SS=1.086) and postgraduate (X=4.59 SS=0.474) education levels.
Accordingly, the perceptions of “emotional attractiveness” among hospital administrators with an
associate degree education level are lower than those among hospital administrators with high school,
bachelor's, or graduate degree education levels. It is thought that hospital administrators with an
associate degree education level have lower perceptions than do administrators with high school,
bachelor's, and graduate degree education levels in terms of trust, respect, and positive feelings about
the hospital for which they work.

Table 6. Examination of the Green Management Practices Scale, its Subdimensions, and the
Corporate Reputation Scale, its Subdimensions in Terms of the Education Level Variable

Level of N Average Standard F p Souce of Diversity
Education Deviation
Green High School 15 3.88 0.505| 1.718 0.165
Management Associate 18 4.04 0.530
Practices Scale Degree
Bachelor's 98 3.91 0.569
Degree
Graduate Degree 38 3.70 0.634
Total 169 3.87 0.579
Production High School 15 3.70 0.379 ] 1.791 0.151
Activities in Green | Associate 18 3.86 0.515
Management Degree
Approach Bachelor's 98 3.77 0.510
Degree
Graduate Degree 38 3.58 0.516
Total 169 3.73 0.506
Human Resources | High School 15 4.19 0.617 | 1.077 0.360
Activities in Green | Associate 18 4.25 0.785
Management Degree
Approach Bachelor's 98 4.15 0.773
Degree
Graduate Degree 38 3.92 0.889
Total 169 4.11 0.791
Accounting and High School 15 3.50 1.336 | 1.454 0.229
Finance Activities | Associate 18 3.92 0.862
in Green Degree
Management Bachelor's 98 3.54 1.254
Approach Degree
Graduate Degree 38 3.22 1.070
Total 169 3.50 1.192
R&D Activities in | High School 15 3.93 1.116 | 0.904 0.441
Green Management | Associate 18 4.36 0.763
Approach Degree
Bachelor's 98 3.99 0.937
Degree
Graduate Degree 38 4.00 0.830
Total 169 4.03 0.914
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Corporate High School 15 4.65 0.509 | 1.836 0.143
Reputation Scale | Associate 18 4.28 0.864
Degree
Bachelor's 98 4.47 0.484
Degree
Graduate Degree 38 4.33 0.520
Total 169 4.43 0.549
Emotional Appeal High School 15 4.78 0.371| 3.758 0.012 | High School and Associate
Associate 18 4.15 1.086 Degree; Associate Degree
Degree and Bachelor's Degree;
Bachelor's 98 4.60 0.531 Associate  Degree  and
Degree Graduate Degree
Graduate Degree 38 4.59 0.474
Total 169 4.56 0.605
Products and High School 15 4.73 0.486 | 1.154 0.329
Services Associate 18 4.57 0.874
Degree
Bachelor's 98 4.63 0.519
Degree
Graduate Degree 38 4.46 0.528
Total 169 4.59 0.566
Vision and High School 15 4.71 0.775| 1.714 0.166
Leadership Associate 18 4.19 1.049
Degree
Bachelor's 98 4.45 0.707
Degree
Graduate Degree 38 4.28 0.777
Total 169 441 0.775
Workplace High School 15 4.76 0.527 | 2.170 0.094
Environment Associate 18 4.26 1.013
Degree
Bachelor's 98 4.50 0.520
Degree
Graduate Degree 38 4.39 0.553
Total 169 4.47 0.604
Social and High School 15 4.71 0.434 | 1.505 0.215
Environmental Associate 18 4.37 0.839
Responsibility Degree
Bachelor's 98 4.46 0.606
Degree
Graduate Degree 38 4.32 0.593
Total 169 4.44 0.622
Financial High School 15 4.28 0.891 | 1.027 0.382
Performance Associate 18 411 0.828
Degree
Bachelor's 98 4.20 0.652
Degree
Graduate Degree 38 3.99 0.707
Total 169 4.15 0.707

Source: Authors’ calculations.

Table 7 presents the results of the ANOVA test conducted to determine whether there are differences in
the means of the Green Management Practices Scale, its subdimensions, and the Corporate Reputation
Scale and its subdimensions according to the “work year” variable.

Table 7 shows that the averages of the hospital managers' “Green Management Practices” scale and its
subdimensions, namely, “Production Activities in Green Management Understanding,” “Human
Resources Activities in Green Management Understanding,” “Accounting-Finance Activities in Green
Management Understanding,” and “R&D Activities in Green Management Understanding,” were not
statistically significant in terms of the “length of service” variable (p>0.05).

No statistically significant differences were found in the “Corporate Reputation” scale average, and its
subdimensions “Emotional Appeal,” “Products and Services,” “Social and Environmental
Responsibility,” “Vision and Leadership,” “Workplace Environment,” and “Financial Performance”
showed no statistically significant difference in terms of the “work year” variable (p>0.05).

1915



Altsoy, S. — Oztiirk, Z., 1902-1931

Table 7. Examination of the Green Management Practices Scale, its Subdimensions, and the
Corporate Reputation Scale and its Subdimensions in Terms of the Work Duration Variable

Work Year N Average Standard Deviation F p
Green Management 0-5 years 56 3.80 0.623 0.902 0.442
Practices Scale 6-10 years 48 3.84 0.586
11-15 years 34 3.97 0.514
16 years and over 31 3.96 0.553
Total 169 3.87 0.579
Production Activities in | 0-5 years 56 3.69 0.521 1.075 0.361
Green Management 6-10 years 48 3.68 0.517
Approach 11-15 years 34 3.86 0.416
16 years and over 31 3.75 0.545
Total 169 3.73 0.506
Human Resources 0-5 years 56 4.03 0.841 0.533 0.660
Activities in Green 6-10 years 48 4.09 0.800
Management Approach | 11-15 years 34 4.16 0.785
16 years and over 31 4.24 0.700
Total 169 4.11 0.791
Accounting and Finance | 0-5 years 56 3.29 1.361 1.527 0.210
Activities in Green 6-10 years 48 3.57 1.087
Management Approach | 11-15 years 34 3.46 1.025
16 years and over 31 3.84 1.157
Total 169 3.50 1.192
R&D Activities in Green | 0-5 years 56 3.95 1.039 0.956 0.415
Management Approach 6-10 years 48 3.95 0.883
11-15 years 34 4.25 0.781
16 years and over 31 4.06 0.854
Total 169 4.03 0.914
Corporate Reputation | 0-5 years 56 4.46 0.577 0.061 0.980
Scale 6-10 years 48 4.41 0.550
11-15 years 34 4.42 0.543
16 years and over 31 4.43 0.530
Total 169 4.43 0.549
Emotional Appeal 0-5 years 56 4.54 0.599 0.189 0.904
6-10 years 48 4.55 0.597
11-15 years 34 4.57 0.684
16 years and over 31 4.63 0.560
Total 169 4.56 0.605
Products and Services 0-5 years 56 4.60 0.555 0.090 0.965
6-10 years 48 4.61 0.588
11-15 years 34 4.60 0.519
16 years and over 31 4.55 0.624
Total 169 4.59 0.566
Vision and Leadership 0-5 years 56 4.45 0.777 0.186 0.905
6-10 years 48 4.40 0.793
11-15 years 34 4.32 0.806
16 years and over 31 4.43 0.741
Total 169 4.41 0.775
Workplace Environment | 0-5 years 56 4.52 0.603 0.420 0.739
6-10 years 48 4.44 0.628
11-15 years 34 4.39 0.638
16 years and over 31 453 0.543
Total 169 4.47 0.604
Social and 0-5 years 56 4.51 0.629 0.315 0.815
Environmental 6-10 years 48 4.42 0.578
Responsibility 11-15 years 34 4.41 0.625
16 years and over 31 4.39 0.689
Total 169 4.44 0.622
Financial Performance 0-5 years 56 4.18 0.818 0.335 0.800
6-10 years 48 4.08 0.665
11-15 years 34 4.23 0.607
16 years and over 31 4.11 0.677
Total 169 4.15 0.707

Source: Authors’ calculations.

3.3. Analysis of the research model

This study aimed to estimate the effect of green management practices on corporate reputation via the
structural equation modeling method. Within this framework, the effect was tested via three separate
models. The first model examined the effect of the “Green Management Practices” scale on the
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“Corporate Reputation” scale. The second model examined the effects of the dimensions of the “Green
Management Practices” scale on the “Corporate Reputation” scale. The third model examined the effects
of the dimensions of the “Green Management Practices” scale on the dimensions of the “Corporate
Reputation” scale. During the analysis phase, a separate analysis model was created for each model via
the AMOS 24.0 program.

In structural equation modeling, various statistical tests are used to determine the adequacy of the data
fit to the model. Table 8 provides the fit statistics values for the research model to determine the
suitability of the structure of the tested model.

When Table 8 is examined, the fit index wvalues for the effect model (X?/df= 1.337<5,
RMSEA=0.045<0.080, GFI=0.963>0.90, and CFI=0.958>0.90) are within the acceptable range (ilhan
and Cetin, 2014: 31).

Table 8. Goodness-of-fit statistics for model validity

CMIN/DF GFI CFlI RMSEA
SEM Model 1.337 0.963 0.958 0.045
Acceptable Compliance <5 >0.90 >0.90 <0.080

Source: Authors’ calculations.
3.3.1. Findings of Model 1

This model investigates the effect of the “Green Management Practices” scale on the “Corporate
Reputation” scale.

In Model 1, “Green Management Practices” are associated with “Corporate Reputation,” and it is
assumed that the exogenous variable “Green Management Practices” has an effect on the endogenous
variable “Corporate Reputation.” The graphical representation of the relationships established within
the framework of Model 1 is shown in Figure 2.
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Figure 2. YEM Model Diagram for the Impact of Green Management Practices on Corporate
Reputation (Model 1)

Source: Prepared by the author.

Table 9 shows the impact coefficient of green management practices on corporate reputation.
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An examination of the impact coefficient of “green management practices” on “corporate reputation” in
Table 9 reveals that this effect is statistically significant (p<0.05). According to data obtained from
hospital administrators, the green management practices implemented in hospitals have an impact on
corporate reputation. Hospitals' consideration of environmental protection in their management
activities influences their perceptions of such protection.

Table 9. Impact Coefficient of Green Management Practices on Corporate Reputation

Prediction| S. Prediction S. Error Critical Value P
Corporate Reputation 1.077 0.573 0.324 3.327 Fhk
Source: Authors’ calculations.

3.3.2. Findings of Model 2

In Model 2, the dimensions of “Green Management Practices” (Production Activities in Green
Management Understanding, Human Resources Activities in Green Management Understanding,
Accounting-Finance Activities in Green Management Understanding, and R&D Activities in Green
Management Understanding) are associated with “Corporate Reputation,” and it is assumed that the
exogenous variable “Green Management Practices” has an effect on the endogenous variable “Corporate

Reputation.” The graphical representation of the relationships established within the framework of
Model 2 is shown in Figure 3.

Figure 3. YEM Model Diagram for the Impact of Green Management Practices Dimensions on
Corporate Reputation (Model 2)
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Source: Prepared by the author.

Table 10 shows the impact coefficients of the Green Management Practices Scale dimensions on the
Corporate Reputation Scale.
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An examination of the impact coefficients of the subdimensions of the “Green Management Practices”
scale on the “Corporate Reputation” scale in Table 10 reveals that the effects of all the dimensions are
statistically significant (p<0.05), except for the “R&D Activities in Green Management Understanding”
subdimension (p>0.05). According to the standard estimated values, the highest impact is seen in the
“Human Resources Activities in Green Management Understanding” subdimension, whereas the lowest
impact is seen in the “Accounting-Finance Activities in Green Management Understanding”
subdimension, with a negative effect. According to the data obtained from hospital managers, green
practices in human resources and production activities increase hospital managers' perception of
corporate reputation, whereas green accounting-finance practices negatively affect hospital managers'
perception of corporate reputation. The implementation of green R&D practices does not affect
managers' perceptions of corporate reputation. In green management, it is not an expected finding that
accounting and financial activities have a negative impact on corporate reputation. This indicates that
allocating resources from the annual budget for environmental expenditures and including
environmental performance in the hospital's financial reports negatively affects the perception of the
hospital. It is a noteworthy finding that R&D activities have no impact on corporate reputation in the
Green Management Approach. This finding suggests that the development of environmental protection
projects and the implementation of energy-saving practices in hospitals do not affect perceptions of the
hospital.

Table 10. Impact Coefficients of Green Management Practices Scale Subdimensions on the
Corporate Reputation Scale

Dimensions S. S- Critical P
Prediction | Prediction | Error Value
Production Activities in Green Management Approach 0.544 0.353| 0.186 2917 0'02
Human Resources Activities in Green Management Approach 0.567 0.436| 0.136 4,18 | ***
Accounting and Finance Activities in Green Management -0.062 0178 0.026 2382 0.01
Approach 7
R&D Activities in Green Management Approach 0.054 0.109| 0.037 1.457 0.1¢51

Source: Authors’ calculations.
3.3.3. Model 3 findings

Research Model 3 relates the dimensions of “Green Management Practices” (Production Activities in
Green Management, Accounting and Finance Activities in Green Management, and R&D Activities in
Green Management) to the dimensions of “Corporate Reputation” (“Emotional Appeal, Products and
Services, Vision and Leadership, Workplace Environment, Social and Environmental Responsibility,
and Financial Performance”), and it is assumed that the exogenous variable “Green Management
Practices” affects the endogenous variable “Corporate Reputation”. A graphical representation of the
relationships established within the framework of Model 3 is shown in Figure 4.
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Figure 4. YEM Model Diagram for the Effect of Green Management Practices Dimensions on
Corporate Reputation Dimensions (Model 3)
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Table 11 shows the effect coefficients of the dimensions of the “Green Management Practices” scale on
the emotional appeal subdimension of the “Corporate Reputation” scale.

An examination of the effect coefficients of the subdimensions of the “Green Management Practices”
scale on the “Emotional Appeal” subdimension in Table 11 reveals that the effects of all the dimensions
are statistically significant (p>0.05), except for the “R&D Activities in Green Management
Understanding” subdimension. (p<0.05). According to standard estimation values, the highest effect is
observed in the “Accounting-Finance Activities in Green Management Understanding” subdimension,
whereas the lowest effect is observed in the “Production Activities in Green Management
Understanding” subdimension. According to the data obtained from hospital managers, the perceptions
of managers regarding trust, respect, and positive feelings are positively affected by green practices in
human resources and production activities; negatively affected by green practices in accounting and
finance activities; and not affected by green practices in R&D activities.

Table 11. Effect Coefficients of the Subdimensions of the Green Management Practices Scale on
the Emotional Attractiveness Subdimension

Dimensions Prediction | S. Prediction | S. Error | Critical Value P
Production Activities in Green Management Approach 0.591 0.302 0.195 3.034 | 0.002
Human Resources Activities in Green Management Approach 0.883 0.497 0.186 4755 |
Accounting and Finance Activities in Green Management Approach -0.693 -0.671 0.113 6157 |
R&D Activities in Green Management Approach 0.041 0.056 0.053 0.771 | 0.441

Source: Authors’ calculations.

Table 12 shows the impact coefficients of the dimensions of the “Green Management Practices” scale
on the “Products and Services” subdimension of the “Corporate Reputation” scale.

An examination of the impact coefficients of the subdimensions of the “Green Management Practices”
scale on the “Products and Services” subdimension in Table 12 reveals that the effects of all the
dimensions are statistically significant (p<0.05). According to the standard estimated values, the highest
impact is observed in the “Accounting and Financial Activities in Green Management” subdimension,
whereas the lowest impact is observed in the “R&D Activities in Green Management” subdimension.
According to data obtained from hospital administrators, green practices in production, human
resources, and R&D positively affect administrators' perceptions of hospital service quality, innovative
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services, and patients' value for money, whereas green practices in accounting and finance negatively
affect these perceptions.

Table 12. Impact Coefficients of the Green Management Practices Scale Subdimensions on the
Product and Service Subdimensions

Dimensions Prediction | S. Prediction | S. Error | Critical Value P
Production Activities in Green Management Approach 0.951 0.49 0.259 3665 |
Human Resources Activities in Green Management Approach 0.688 0.39 0.157 4.377 |
Accounting and Finance Activities in Green Management Approach -0.636 -0.62 0.105 -6.082 | %=
R&D Activities in Green Management Approach 0.126 0.176 0.051 2470 | 0.014

Source: Authors’ calculations.

Table 13 shows the impact coefficients of the dimensions of the “Green Management Practices” scale
on the “Vision and Leadership” subdimension of the “Corporate Reputation” scale.

An examination of the impact coefficients of the subdimensions of the “Green Management Practices”
scale on the “Vision and Leadership” subdimension in Table 13 reveals that the effects of all the
dimensions are statistically significant (p>0.05), except for the “R&D Activities in Green Management
Understanding” subdimension. (p<0.05). According to standard estimation values, the highest impact is
observed in the “Accounting and Financial Activities in Green Management Understanding”
subdimension, whereas the lowest impact is observed in the “Production Activities in Green
Management Understanding” subdimension. According to data obtained from hospital managers, green
practices in human resources and production activities positively affect managers' perceptions of the
hospital's ability to take advantage of market opportunities, have a clear vision, and have excellent
leadership at the management level, whereas green practices in accounting and finance activities have a
negative effect; green practices in R&D activities have no effect.

Table 13. Impact Coefficients of the Green Management Practices Scale Subdimensions on the
Vision and Leadership Subdimensions

Dimensions Prediction | S. Prediction | S. Error | Critical Value P
Production Activities in Green Management Approach 0.838 0.245 0.302 2772 | 0.006
Human Resources Activities in Green Management Approach 1.528 0.493 0.315 4.856 | ***
Accounting and Finance Activities in Green Management Approach -1.25 -0.693 0.194 S6.444 | *x*x
R&D Activities in Green Management Approach 0.076 0.060 0.089 0.857 | 0.391

Source: Authors’ calculations.

Table 14 shows the impact coefficients of the dimensions of the “Green Management Practices” scale
on the “Workplace Environment” subdimension of the “Corporate Reputation” scale.

An examination of the impact coefficients of the subdimensions of the “Green Management Practices”
scale on the “Workplace Environment” subdimension in Table 14 reveals that the effects of all the
dimensions are statistically significant (p<0.05), except for the “R&D Activities in Green Management
Understanding” subdimension (p<0.05). According to the standard estimated values, the highest impact
is observed in the “Accounting and Financial Activities in Green Management Understanding”
subdimension, whereas the lowest impact is observed in the “Production Activities in Green
Management Understanding” subdimension. According to the data obtained from hospital managers,
green practices in human resources and production activities positively affect managers' perceptions of
management level, working environment and conditions, and employee quality, whereas green practices
in accounting and finance activities negatively affect these perceptions. Green practices in R&D
activities do not affect these perceptions.

1921



Altsoy, S. — Oztiirk, Z., 1902-1931

Table 14. Impact Coefficients of the Subdimensions of the Green Management Practices Scale on
the Workplace Environment Subdimension

Dimensions Prediction | S. Prediction | S. Error | Critical Value P
Production Activities in Green Management Approach 0.744 0.275 0.251 2966 | 0.003
Human Resources Activities in Green Management Approach 1.284 0.523 0.258 4.984 | *xx
Accounting and Finance Activities in Green Management Approach -1.102 -0.772 0.165 S6.695 | ***
R&D Activities in Green Management Approach 0.124 0.124 0.071 1.76 | 0.078

Source: Authors’ calculations.

Table 15 shows the impact coefficients of the dimensions of the “green management practices” scale on
the “social and environmental responsibility” subdimension of the “corporate reputation” scale.

An examination of the impact coefficients of the subdimensions of the “green management practices”
scale on the “social and environmental responsibility”’ subdimension in Table 15 reveals that the effects
of all the dimensions are statistically significant (p<0.05). According to standard estimation values, the
highest impact is observed in the “Accounting and Financial Activities in Green Management
Understanding” subdimension, whereas the lowest impact is observed in the “R&D Activities in Green
Management Understanding” subdimension. According to the data obtained from hospital managers, a
hospital's sensitivity to social issues, environmental awareness, and managers' perceptions of sensitivity
in dealing with people are positively affected by green practices in terms of human resources, R&D, and
production activities, whereas green practices in accounting and finance activities have a negative effect.

Table 15. Impact Coefficients of the Green Management Practices Scale Subdimensions on the
Social and Environmental Responsibility Subdimensions

Dimensions Prediction | S. Prediction | S. Error | Critical Value P
Production Activities in Green Management Approach 1.016 0.376 031 3278 | 0.001
Human Resources Activities in Green Management Approach 0.989 0.403 0.233 4052 |  xex
Accounting and Finance Activities in Green Management Approach -1.017 -0.712 0.166 26,141 | *x
R&D Activities in Green Management Approach 0.257 0.257 0.079 3.248 | 0.001

Source: Authors’ calculations.

Table 16 shows the impact coefficients of the dimensions of the “Green Management Practices” scale
on the “Financial Performance” subdimension of the “Corporate Reputation” scale.

An examination of the impact coefficients of the subdimensions of the “green management practices”
scale on the “financial performance” subdimension in Table 16 reveals that the effects of all the
dimensions are statistically significant (p<0.05). According to standard estimation values, the highest
impact is observed in the “Accounting and Financial Activities in Green Management” subdimension,
whereas the lowest impact is observed in the “R&D Activities in Green Management” subdimension.
According to data obtained from hospital managers, green practices in human resources, R&D, and
production activities positively affect managers' perceptions of the hospital's financial history,
investment options, position among competitors, and growth potential, whereas green practices in
accounting and finance activities negatively affect these perceptions.

Table 16. Impact Coefficients of the Subdimensions of the Green Management Practices Scale on
the Financial Performance Subdimension

Dimensions Prediction | S. Prediction | S. Error | Critical Value P
Production Activities in Green Management Approach 1.156 0.462 0.339 3414 | ***
Human Resources Activities in Green Management Approach 0.962 0.423 0.231 4159 | ***
Accounting and Finance Activities in Green Management Approach -0.75 -0.567 0.143 -5.239 |  ***
R&D Activities in Green Management Approach 0.216 0.233 0.076 2.841 | 0.004

Source: Authors’ calculations.
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In Green Management, it is not an expected finding that accounting and financial activities have a
negative impact on all sub-dimensions of the corporate reputation scale. This finding is based on trust,
respect, positive feelings, service quality, innovative services, patients receiving value for money for the
services they pay for, the hospital's ability to take advantage of market opportunities, having a clear
vision, excellent leadership at the management level, the working environment and conditions,
employee quality, the hospital's sensitivity to social issues, environmental awareness, sensitivity in
treating people, financial history, investment options, position among competitors, and growth potential
negatively affect perceptions of the hospital. It is a noteworthy finding that R&D activities in Green
Management do not have an impact on “Emotional Appeal, Vision and Leadership, Workplace
Environment.” The development of projects aimed at protecting the environment in hospitals and the
implementation of energy-saving practices did not affect participants' perceptions of trust, respect,
positive feelings, the hospital's ability to take advantage of market opportunities, clear vision, excellent
leadership at the management level, working environment and conditions, and employee quality.

According to the results, H1 is rejected, H2, H4, and HS are partially accepted, and H3 is accepted.
4. Discussion and conclusion

In this section, similarities and differences are discussed on the basis of the results acquired from studies
conducted in line with the information acquired from hospital administrators.

The study revealed that green management practices and all their subdimensions did not significantly
differ according to the variables of gender, age group, length of service, and education level. Unlike
studies in the literature (Gorgiilii et al., 2023; Karakus and Mert, 2023; Sarikaya et al., 2024), green
management practices and their subdimensions did not significantly differ according to demographic
variables, and H1 was rejected. The reasons for this difference are that studies in the literature have been
conducted on different professions and different sectors, whereas this study was conducted only on
hospital managers in the healthcare sector, healthcare managers with similar knowledge and experience
and the majority of them having a high level of education, the hospitals where the application was made
sensitive to green management, ensuring that managers of all ages are knowledgeable about green
management practices by providing green training at regular intervals. In the hospitals where this study
was conducted, it is considered that managers, from those with the least to those working at the
institution, are knowledgeable about green management practices and that, regardless of their
educational level, they are sensitive to having complete knowledge about the green management
practices implemented in the hospitals where this study was conducted.

The study revealed that the average score for the emotional attractiveness subdimension of the Corporate
Reputation Scale differed between female and male participants. The source of this difference was that
male participants' perceptions of emotional attractiveness were greater than those of female participants.
Male hospital administrators are thought to trust the hospital more, respect it more, and have more
positive feelings about it than female administrators. As in the studies in the literature (Isik et al., 2016;
Karakaya & Aydin, 2015), the present study did not find any differences between female and male
participants in the Corporate Reputation Scale subdimensions other than the emotional attractiveness
dimension.

The Corporate Reputation Scale and its subdimensions (Emotional Appeal, Products and Services,
Social and Environmental Responsibility) have different average scores among hospital managers
working in public and private institutions. Private hospital administrators are thought to have more
positive perceptions than public hospital administrators regarding the services, social awareness,
management level, working environment, and financial status of the hospitals they work at. The results
of this study are similar to those of Ciaroglu and Sahin (2013).

The averages of the Corporate Reputation Scale and its subdimensions (Emotional Appeal, Vision and
Leadership, and Workplace Environment) differ according to the “age group” of hospital administrators.
The reason for the difference in emotional attractiveness perceptions is that the perceptions of hospital
administrators in the 20—30 age group are lower than those of hospital administrators in other age groups.
The reason for the difference in perceptions of Vision and Leadership and Workplace Environment is
that the perceptions of hospital managers in the 20-30 age group are lower than those of hospital
managers in the 41-50 age group. Hospital administrators in the 20-30 age group are thought to trust
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the hospital more, respect it, and have positive feelings toward it compared to other age groups. Hospital
administrators in the 20-30 age group are thought to have a lower perception than those in the 41-50 age
group regarding their hospital's ability to take advantage of market opportunities, have a clear vision,
and have excellent leadership in management. Hospital managers in the 20-30 age group are thought to
have a lower perception of the management level, working environment and conditions, and employee
quality compared to the 41-50 age group. Similar to the studies by Fettahlioglu et al. (2016) and Deniz
et al. (2017), this study revealed that perceptions of emotional attractiveness, vision and leadership, and
the workplace environment significantly differed according to age group.

A statistically significant difference was found in the “educational level” variable in the emotional
attractiveness subdimension of the Corporate Reputation Scale. This difference stems from the fact that
the perceptions of hospital managers with an associate degree level of education regarding “emotional
attractiveness” are lower than those of hospital managers with high school, bachelor's, and postgraduate
degrees. As in the studies by Alniacik et al. (2010) and Isik et al. (2016), this study also revealed that
hospital managers significantly differ in the emotional attractiveness subdimension according to the
education level variable.

The means of the Corporate Reputation Scale and its subdimensions do not differ according to the length
of service of hospital administrators. In contrast to Avci's (2019) study, the present study revealed that
the means of the Corporate Reputation Scale and its subdimensions do not differ according to the length
of service of hospital administrators, similar to the findings of Deniz et al. (2017). The hypothesis (H2)
that “the averages of the corporate reputation scale and its subdimensions show a statistically significant
difference according to demographic variables” was partially accepted.

The study concluded that the effect of “green management practices” on ‘“corporate reputation” is
statistically significant, thus supporting H3. When examining the effect coefficients on the “Corporate
Reputation” scale, the effects of all the dimensions except the “R&D Activities in Green Management
Understanding” subdimension were statistically significant. When examining the impact coefficients of
the Green Management Practices scale on the Corporate Reputation scale, it was concluded that the
effects of all the dimensions except the “R&D Activities in Green Management” subdimension were
statistically significant, and hypothesis H4 was partially accepted. When the impact coefficients of the
subdimensions of the “Green Management Practices” scale on the subdimensions of the “Corporate
Reputation” scale (Products and Services, Social and Environmental Responsibility, and Financial
Performance) are examined, the effects of all the dimensions are statistically significant. When the
impact coefficients of the subdimensions of the “Green Management Practices” scale on the
subdimensions of the “Corporate Reputation” (Emotional Appeal, Vision and Leadership, and
Workplace Environment) subdimension are examined, the effects of all the dimensions except the “R&D
Activities in Green Management Understanding” subdimension are statistically significant, and
hypothesis H5 is partially accepted.

Given the growing interest in green awareness and the emergence of negative attitudes toward nature as
a reaction among the public, this result was expected. Today, individuals have certain expectations of
businesses beyond simply demanding products and services. One such expectation is that businesses
adopt an environmentally conscious approach, meaning that they use natural resources efficiently in
their production processes and protect nature. Therefore, it was thought that green management practices
would have an impact on corporate reputation perceptions. A study conducted by Irfan et al. (2018) on
public employees revealed that economic sustainability, social sustainability, and environmental
sustainability positively affect the reputation of public sector organizations. A study conducted by
Yaprakli and Noksan (2023) on mobile phone users revealed that the green marketing mix implemented
by companies affects both corporate reputation and brand evangelism. Yanginlar and others (2022)
concluded that there is a relationship between the subfactors of green supply chain management and the
subfactors of corporate social responsibility. Green procurement, green packaging, green transportation,
and green storage positively impact a company's corporate reputation. Wang et al. (2025) reported that
green human resource management (GHRM) has a significant positive effect on corporate
environmental performance and that corporate reputation and green dynamic talent have dual mediating
effects on this relationship. Wang et al. (2023) showed that green human resource management has an
optimal relationship with job search intention and corporate reputation and that corporate social
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responsibility plays an important mediating role in this relationship. Tiep Le et al. (2025) demonstrated
that there are strong and positive relationships between green human resource management, corporate
social responsibility, and organizational performance in SMEs and that corporate reputation and
employee commitment serve as important mediating variables.

The study finalized that green management practices have an effect on corporate reputation, similar to
the studies mentioned above. This opens up the possibility for future studies to investigate other factors
where green management practices are effective.

Hospitals' consideration of environmental protection in their management activities affects their
perceptions of hospitals. Green practices in terms of human resources and production activities increase
hospital managers' perceptions of corporate reputation, whereas green accounting and finance practices
negatively affect hospital managers' perceptions of corporate reputation. It has been observed that the
green R&D practices implemented do not affect managers' perceptions of corporate reputation. Green
practices in terms of human resources and production activities positively affect managers' perceptions
of trust, respect, and positive feelings, whereas green practices in accounting and finance negatively
affect these perceptions. Green practices in R&D activities do not affect these perceptions. Green
practices in production, human resources, and R&D positively affect managers' perceptions of hospital
service quality, innovative services, and patients' value for money, whereas green practices in accounting
and finance negatively affect these perceptions. Hospital executives' perceptions regarding capitalizing
on market opportunities, having a clear vision, and possessing excellent leadership at the management
level; green practices in human resources and production activities having a positive impact; green
practices in accounting and finance activities having a negative impact; and green practices in R&D
activities having no impact. The perceptions of management regarding the working environment and
conditions and employee quality and green practices in human resources and production activities have
positive effects, green practices in accounting and finance activities have negative effects, and green
practices in R&D activities have no effect. Green practices in terms of human resources, R&D, and
production activities positively affect managers' perceptions of hospitals' sensitivity to social issues,
environmental awareness, and sensitivity in dealing with people, whereas green practices in accounting
and finance activities negatively affect these perceptions. Green practices in terms of human resources,
R&D, and production positively affect managers' perceptions of hospitals' financial history, investment
options, position among competitors, and growth potential, whereas green practices in accounting and
finance negatively affect these perceptions.

The recommendations developed based on the results obtained from the research are listed in order.

Health policymakers may be advised to ensure the creation of a guide for green management practices
in healthcare institutions and to standardize these practices across all healthcare institutions. It is
believed that implementing these practices will positively impact the corporate reputation of healthcare
institutions.

Healthcare institution managers may be advised to:

» Prioritize the use of renewable energy sources over energy sources such as oil, coal, and natural
gas in healthcare institutions. Energy sources such as oil and coal are not recommended because
they pollute the air. The use of renewable energy sources will prevent air pollution and reduce
hospital energy costs.

» It may be recommended that healthcare institutions evaluate recyclable and non-recyclable
waste. This will reduce costs in healthcare institutions.

+ It may be recommended that healthcare institutions purchase environmentally friendly
technologies.

* It may be recommended that resources be allocated from the annual budget for green
management practices. It is believed that implementing these recommendations will positively
impact the corporate reputation of healthcare institutions.

To researchers:
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» It may be advisable to investigate the impact of green management practices on corporate
reputation in other areas as well.

+ It may be recommended to investigate the importance of green management practices in
healthcare institutions from the perspective of stakeholders.

* After green management practices become more widespread in businesses, it may be
recommended to investigate their impact on corporate reputation, customer satisfaction, repeat
purchase behavior, perceived service quality, willingness to recommend the business to others,
and costs.
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Genisletilmis Ozet

Yesil yonetim, bugiiniin ihtiyaclarina yonelik kararlari ¢evre dostu uygulamalar kapsaminda almak,
siirdiiriilebilirlik i¢in gelecek nesillerin ihtiyaglarini gbz dniinde bulundurarak ¢evresel sorumlulukla
gelecegi tasarlamak (Akgiin, 2024: 1147), orgiitsel faaliyetlerin ve ¢evre bilincinin uyumu (Al-
Zawahreh, Khasawneh ve Al-Jaradat, 2019: 54) olarak tanimlanmaktadir. Isletmelerin yesil iiretim
uygulamalari; minimal enerji kullanimi, minimal hammadde faydalanimi ve kat1 atiklarin olusumunun
en aza diisliriilmesi, iiriinlerin tekrar kullanilabilmesi, yenilenebilir iiriinlerin segilmesi ve isgdrenlerin
iriin yonetim siireci ile ilgili egitim almalar1 bigiminde ifade edilebilmektedir (Sarici ve Erikli, 2022:
104).

Itibar, bir isletmenin temsili bir paydas grubuna degerli sonuclar alma yeteneginin tiimden
degerlendirmesidir (Fombrun, Gardberg ve Sever, 2000: 243). Kurumsal itibar kavrami tedarikgilerin,
miigterilerin, isgdrenlerin, yoneticilerin ve hissedarlarin algilarin1 da icine almak iizere tiim paydas
algilarinin bir birlesimidir (Almagik, Alniagik ve Geng, 2010: 95). “Duygusal cazibe, iiriin ve hizmetler,
finansal performans, vizyon ve liderlik, ¢aligma ortami ve kurumsal sosyal sorumluluktan” olusan alti
farkli boyut itibar degerini belirlemektedir (Giileryiiz, 2020: 251). Kurumsal itibarin boyutlar1 su sekilde
ifade edilmistir (Fombrun ve Foss, 2001: 2):

e Duygusal Cekicilik: isletmeye beslenen sevgi, duyulan saygi ve edilen takdirlerin toplam.

e Uriinler ve Hizmetler: Isletmenin iiriin ve hizmetlerinin niteligi, yeniligi, degeri ve
giivenilirligine dair alg1 toplama.

e Finansal performans: Isletmenin karliligma, beklentilerine ve muhtemel riskine dair algt
toplami.

e Vizyon ve Liderlik: Isletmenin acikca ve kesin olarak belirtilmis bir vizyon ve giiclii liderlik
sergilemesi durumu.

e Isyeri Ortamu: Isletmenin iyi ydnetilme seviyesi, calisma sekli ve ¢alisanlarin kalitesine dair alg
toplamu.

e Sosyal Sorumluluk: Isletmenin topluluklar, calisanlar ve cevre ile baglantilarinda iyi bir
vatandas gibi algilanmasi.

Saglam bir kurumsal itibarin igletmelere finansal, pazar pay1 ve insan kaynaklar1 konularinda katkilari
bulunmaktadir. Gliglii itibarli isletmeler, iirtinleri ve hizmetleri i¢in kolay bir sekilde miisteriye erisebilir,
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pazar paylarim biiyiitebilir, kalifiye calisanlar tarafindan tercih edilir, ¢alisanlarin katkisiyla kriz
zamanlarini daha rahat atlatabilirler (Aydin, 2015: 80).

Yapilan ¢aligma saglik turizmi yetki belgesi olan hastanelerde yesil yonetim uygulamalariin kurumsal
itibara etkisini ortaya ¢ikarmay1 amaglamaktadir.

Literatiirdeki ¢aligmalar incelendiginde; Yanginlar, Fidan ve Kiilliik (2022)’iin ¢alismasi yesil tedarik
zinciri yonetiminin hem kurumsal sosyal sorumluluk hem de kurumsal itibara olan etkisini incelemeyi
amaclamaktadir. Wang, Zhang, Cui ve Zhu (2025) calismasinda, yesil insan kaynaklar1 yonetimi ve
kurumsal c¢evresel performans arasindaki etkide kurumsal itibar ve yesil dinamik yeteneginin araci
roliinii incelemeyi amacglamistir. Mensah, Afum ve Sam (2021) ¢alismasinda, i¢ gevre yonetimi ve yesil
insan kaynaklar1 yonetiminin kurumsal itibar, ¢evresel performans ve finansal performans {izerindeki
birlesik etkisini aragtirmaktadir. Wang ve digerlerinin (2023) calismasi, yesil insan kaynaklar1 yonetimi
uygulamalarmin kurumsal itibar ve kurumsal sosyal sorumluluk yoluyla potansiyel adaylarn gevreye
duyarl igletmelere katilmaya tesvik edip etmedigini degerlendirmeyi amaglamistir. Tiep Le, Vu Nguyen
Thao, Le ve Bui Hai (2025) calismasinda kiiglik ve orta dlgekli isletmelerin yesil insan kaynaklari
yOnetimi, kurumsal sosyal sorumluluk ve orgiitsel performans: arasindaki iligkiyi, kurumsal itibar ve
caligsan bagliligin1 arac1 degiskenler olarak incelemeyi amaglamaktadir.

Yapilan ¢aligmaya benzer bir ¢calisma bulunmamasi, saglik kurumlarinda yesil yonetim uygulamalarinin
kurumsal itibara olan etkisinin ortaya konulmasindan dolay1 bu ¢alisma 6nem tagimaktadir. Ek olarak,
bu calismanin saglik turizmi sektoriine, idarecilere, arastirmacilara ve literatiire katkida bulunacagi
diisiiniildiigii icin de 6nem arz etmektedir.

Bu nicel arastirmada betimsel ve korelasyon arastirma tasarimindan faydalamilmistir. Yapilan
arastirmada yesil yonetim uygulamalarmin kurumsal itibara olan etkisinin analizi amaclanmistir.
Bagimsiz degisken yesil yonetim uygulamalari iken, kurumsal itibar bagimli degisken olmaktadir. Yesil
yonetim uygulamalarimin kurumsal itibara olan etkisi, yesil yonetim uygulamalarinin alt boyutlariin
(yesil yonetim anlayisinda {iretim, insan kaynaklari, muhasebe-finans ve ar-ge faaliyetleri) kurumsal
itibara etkisi ve yesil yonetim uygulamalarmin alt boyutlarinin kurumsal itibarin alt boyutlaria
(“duygusal cazibe, iiriin ve hizmetler, vizyon ve liderlik, is yeri ¢evresi, sosyal ve ¢evresel sorumluluk
ve finansal performans”) etkisi Yapisal Esitlik Modeli ile analizi yapilmistir. Ek olarak, arastirmada
kullanilan iki 6l¢ek ve alt boyutlarinin ortalamalarinin cinsiyet, yas, egitim diizeyi, calisma siiresi,
kurum gibi degiskenlere gore degisiklik gosterip gostermediginin de analizi yapilmstir.

27 Kasim 2023 tarihi ile 9 Temmuz 2024 tarihleri arasinda 23 hastanede yonetici pozisyonunda ¢aligan
toplam 169 yonetici bu arastirmanin 6rneklemini olusturmaktadir.

Veri toplamada kullanilan anket {i¢ bdliimden olugsmaktadir. Anketin ilk bolimiinde demografik
ozellikler ile ilgili 5 soru, ikinci bdliimiinde yesil yonetim uygulamalar ile ilgili 25 ifade, ti¢lincii
boliimiinde kurumsal itibar ile ilgili 20 ifade yer almaktadir. Caligmada kullanilan olgekler ile ilgili
bilgiler su sekildedir:

Yesil Yonetim Uygulamalar1 Olgegi (31), Elif Karabulut tarafindan olusturulan ve Cronbach alfa i¢
tutarlilik katsayisi 0,80 olarak bulunan anket ¢aligmasindan alinmistir.

Kurumsal Itibar Olgegi (20) ise, Fombrun ve digerlerinin 2000 yilinda gelistirdigi ve Cronbach alfa i¢
tutarlilik katsayisini 0,84 olarak buldugu 6l¢ek kullanilmistir.

Verilerin analizinde SPSS 26.0 ve AMOS 24.0 programlarindan faydalanilmistir.

Yapilan ¢aligmada, literatiirdeki ¢aligmalarin (Gorgiilii vd., 2023; Karakus ve Mert, 2023; Sarikaya, Er,
Tiirkmen, Aral ve Izgi, 2024) aksine yesil yonetim uygulamalar1 ve alt boyutlarmin demografik
degiskenlere gore istatistiksel agidan anlamli bir farklilik gostermedigi goriilmiis ve H1 hipotezi
reddedilmistir.

Yapilan ¢alismada, Isik, Cigek ve Almali (2016) calismasinda oldugu gibi Kurumsal Itibar Olgegi alt
boyutlarindan Duygusal Cekicilik alt boyutu ortalamasinin katilimcilarin cinsiyetine gore farklilik
gbsterdigi ortaya cikarilmistir. Cinaroglu ve Sahin (2013) calismasinda oldugu gibi Kurumsal Itibar
Olgegi ve Duygusal Cekicilik, Uriin ve Hizmetler, Sosyal ve Cevresel Sorumluluk alt boyutlarinmn
ortalamalar1 ¢aligilan “kurum” tiiriine gore farklilik bulunmustur. Fettahlioglu, Fettahlioglu, Yildiz ve
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Birin’in (2016) ¢alismasinda oldugu gibi Kurumsal itibar Olcegi ve Duygusal Cekicilik, Vizyon ve
Liderlik ve Is Yeri Cevresi alt boyutlarinin ortalamalar1 katilimeilarin “yas grubuna” gore farklilik
gostermektedir. Almacik ve digerlerinin (2010) calismasinda oldugu gibi Kurumsal itibar Olgegi
Duygusal Cekicilik alt boyutunda “egitim diizeyi” degiskeni bakimindan istatistiksel olarak anlaml
farklhilik gostermistir. Deniz, Cimen, Cizmeci, Erko¢ ve Yiiksel (2017) calismasinda oldugu gibi
Kurumsal Itibar Olgegi ve alt boyutlarmin ortalamalar katilimcilarin “calisma siiresine” gére farklilik
gostermemektedir. “Kurumsal itibar 6l¢egi ve alt boyutlarinin ortalamalar1 demografik degiskenlere
gore istatistiksel agidan anlamli bir farklilik géstermektedir” hipotezi (H2) kismen kabul edilmistir.

Yapilan calismada Yesil Yonetim Uygulamalarmin Kurumsal Itibar iizerindeki etkisinin istatistiksel
olarak anlamli oldugu sonucuna ulagilarak H3 hipotezi kabul edilmistir.

Yesil Yénetim Uygulamalar1 Olgegi alt boyutlariin Kurumsal Itibar lgegi {izerindeki etki katsayilart
incelendiginde, “Yesil Yonetim Anlayisinda Ar-Ge Faaliyetleri” alt boyutu hari¢ tiim alt boyutlarin
etkilerinin istatistiksel olarak anlamli oldugu sonucuna ulasilarak H4 hipotezi kismen kabul edilmistir.

Yesil Yénetim Uygulamalar1 dlgegi alt boyutlarmin “Kurumsal Itibar” dlgegi (Uriin ve Hizmetler,
Sosyal ve Cevresel Sorumluluk ve Finansal Performans) alt boyutlar1 {izerindeki etki katsayilar
incelendiginde, tiim alt boyutlarin etkilerinin istatistiksel olarak anlamli oldugu bulgusuna ulasilmistir.
“Yesil Yonetim Uygulamalar1” dlgegi alt boyutlarinmn “Kurumsal Itibar” (Duygusal Cekicilik, Vizyon
ve Liderlik ve Is Yeri Cevresi) alt boyutlar: {izerindeki etki katsayilar1 incelendiginde, “Yesil Yonetim
Anlayisinda Ar-Ge Faaliyetleri” alt boyutu harig tiim alt boyutlarin etkilerinin istatistiksel olarak anlaml1
oldugu sonucuna ulagilarak H5 hipotezi kismen kabul edilmistir.

Saglik kurumlarinin yonetiminde yesil yonetim uygulamalarimin tercih edilmesi saglik kurumlan ile
ilgili kurumsal itibar algisini olumlu olarak etkilemektedir.
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