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ABSTRACT

1 recent decades, human activities have increasingly negatively impacted the environment, driven by factors
such as globalization and intensifying competition. In response, a modern approach to Human Resource Management
(HRM), known as Green Human Resource Management (GHRM), has emerged. GHRM aims to integrate eco-friendly
practices into organizational operations while maintaining business competitiveness. This study contributes to the
existing body of knowledge by exploring the impact of GHRM on service quality within small and medium-sized
enterprises (SMEs) in Tripoli, Libya. A quantitative research methodology was adopted, with data collected through a
survey administered to a randomly selected sample of 100 employees working in various SMEs in Tripoli. Ethical
approval was obtained from the relevant Libyan authorities, and the surveys were distributed both electronically and in
person, in compliance with institutional permissions. The collected data were analyzed using multiple regression
analysis to test the study’s hypotheses. The findings indicate that employees in Libyan SMEs possess a moderate
understanding of GHRM practices. Furthermore, the results demonstrate a statistically significant positive relationship
between GHRM and service quality. Based on these findings, the study recommends that service-oriented industries
prioritize the adoption of GHRM practices to enhance service performance, improve organizational outcomes, and
promote environmental sustainability.

Keywords: GHRM, Human Resources, Libyan SMEs, Service Quality, Sustainability, Tripoli.
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INTRODUCTION

The effects of globalization have led to significant environmental changes and the depletion of
natural resources, raising serious concerns about the future. In response to these challenges,
businesses have begun to adopt green practices to mitigate their environmental impact (Smith &
Lewis, 2017; Johnson, 2019). Human resources management has long been recognized as a crucial
component in achieving sustainability within organizations. It has become evident that integrating
environmental factors into human resource practices is essential for fostering a culture of
sustainability. Implementing sustainable business practices enables companies to maintain their
competitive edge while contributing positively to the environment.

Previous studies have emphasized the role of supportive managerial behaviors in promoting
green human resource practices within organizations (Renwick et al., 2016). For instance, studies
have shown that the implementation of green training programs significantly increases employees'
environmental awareness and commitment to sustainability goals (Tang et al., 2018; Jabbour et al.,
2019). Moreover, businesses that adopt green human resource management practices, such as green
recruitment and performance management, often report enhanced organizational performance and
improved employee satisfaction.

This study aims to investigate the extent to which green human resource management practices
impact service quality in small and medium-sized enterprises (SMESs) in Tripoli, Libya. Given the
scarcity of research focusing on the application of green human resource practices in the Libyan
SME context, this study seeks to fill this gap and provide valuable insights for both academia and
practitioners. The findings are expected to demonstrate that adopting green human resource
management practices can significantly enhance service quality and organizational sustainability in
SMEs, thereby offering a competitive advantage in the market.

Additionally, companies that embrace green practices are generally perceived as having a
stronger brand image and a more substantial market presence (Delmas & Pekovic, 2018; Shah,
2019). Rewarding employees for their environmentally friendly behaviors has been shown to boost
organizational commitment and job satisfaction (Ahmad, 2015; Yong, Yusliza, & Ramayah, 2020).
In this competitive environment, it is crucial for organizations to enhance employee awareness and
motivation regarding environmental issues to remain viable and successful.

One of the primary challenges faced by SMEs, especially in developing countries like Libya, is
maintaining competitiveness amidst the pressures of globalization. To survive and thrive, these
businesses must maximize their outputs while minimizing inputs, and human resources
management plays a critical role in this process (Nawangsari & Sutawidjaya, 2019; Senyucel, 2018;
Mullins, 2019). By adopting green human resource management practices, SMEs can improve
employee motivation and productivity, reduce operational costs, and ultimately, enhance service
quality.
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This research is particularly relevant as it is among the first to explore the impact of green
human resource management on service quality within the context of Libyan SMEs. It is
anticipated that the findings will contribute significantly to the literature on green human
resource practices and provide a practical framework for implementing sustainable management
strategies in similar settings.

HUMAN RESOURCES MANAGEMENT

Green Human Resources Management

nce management (Renwick et al., 2013; Opatha & Arulrajah, 2014). GHRM seeks to
the negative environmental impact of business operations by promoting sustainable
among employees and fostering a corporate culture that values environmental
responsibility (Kim, Kim, & Choi, 2019). This integration helps organizations to not only
comply with environmental regulations but also to create a competitive advantage by improving
their reputation and operational efficiency.

The adoption of GHRM practices has been shown to significantly influence employee
attitudes and behaviors, leading to improved job satisfaction, organizational commitment, and
overall performance (Dumont, Shen, & Deng, 2017; Pham et al., 2019). For example, green
recruitment practices attract environmentally conscious employees, while green training
enhance employees’ awareness and competencies related to environmental
management (Yusliza, Ramayah, & Othman, 2015; Jabbour, Santos, & Nagano, 2010).
Furthermore, green performance management and reward systems can motivate employees to
engage in environmentally friendly behaviors, thereby contributing to the organization’s
sustainability goals.

Green Human Resources Management in Healthcare Services

The application of GHRM in healthcare services is particularly critical due to the sector’s
substantial environmental footprint. Healthcare facilities generate a significant amount of waste,
including hazardous materials, and consume large quantities of energy and resources (Jabbour &
Santos, 2008; Jackson et al., 2011). Implementing GHRM practices in healthcare can help reduce
environmental impacts through initiatives such as green procurement, waste management, and
energy-efficient facility management. GHRM in healthcare also focuses on engaging healthcare
professionals in sustainability efforts, promoting green behaviors, and integrating environmental
objectives into clinical and administrative practices.

Studies have shown that adopting GHRM in healthcare settings not only improves
environmental performance but also enhances the quality of patient care by creating a safer and
healthier workplace (Longoni, Golini, & Cagliano, 2014; Pham et al., 2019). For instance, green
training and development programs educate healthcare staff about sustainable practices such as
reducing energy consumption, minimizing waste, and using environmentally friendly products
(Govindarajulu & Daily, 2004; Ahmad, 2015; Zibarras & Coan, 2015). Additionally, green
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recruitment and selection processes can ensure that new hires are aligned with the organization’s
sustainability values and goals.

Integrating GHRM into the healthcare sector is crucial for fostering a culture of
sustainability that extends beyond compliance and involves all stakeholders, from management
to frontline staff (Kapil, 2015; Yong et al., 2020). This holistic approach helps healthcare
organizations to not only reduce their environmental impact but also to improve organizational
performance, employee engagement, and patient satisfaction.

E QUALITY

ervice quality is a critical factor in determining the success and competitiveness of
ions, particularly in the service sector (Parasuraman, Zeithaml, & Berry, 1988;
, 1984). It refers to the ability of an organization to meet or exceed customer

the context of small and medium-sized enterprises (SMEs), especially in developing
s like Libya, service quality plays a pivotal role in building customer trust and
reputation. Due to limited resources and market challenges, maintaining high service quality is
crucial for SMEs to differentiate themselves and remain competitive. For Libyan SMEs,
delivering consistent and high-quality service can lead to customer satisfaction, retention, and
business growth, which are essential for their survival and success in a competitive market.

everal models have been developed to measure service quality, with the Service Quality
(SERVQUAL) model being one of the most widely used (Cronin & Taylor, 1992; Jain & Gupta,
2004). SERVQUAL evaluates service quality by comparing customer expectations with their
perceptions of the actual service received (Seth, Deshmukh, & Vrat, 2005; Kasiri et al., 2017).
The gap between these two measures provides insights into areas where service improvements
are needed (Parasuraman et al., 1988; Ladhari, 2009). Other models, such as the Service
Performance (SERVPERF) model, focus on performance-based measures of service quality,
arguing that customer perceptions of service performance alone are sufficient to assess quality.

For SMEs in Libya, understanding and improving service quality requires a customer-centric
approach, where businesses actively seek feedback and continuously work on enhancing their
service delivery processes. This approach not only helps in meeting customer expectations but
also in identifying and addressing any service gaps, thereby leading to improved customer
satisfaction and loyalty.

THE EFFECT OF GREEN HUMAN RESOURCES MANAGEMENT ON SERVICE
QUALITY

Green Human Resources Management (GHRM) has been recognized as a strategic tool
to enhance not only environmental sustainability but also organizational performance, including
service quality (Renwick et al., 2013; Pham et al.,, 2019). By integrating environmental
objectives into HR practices such as recruitment, training, and performance management,
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organizations can foster a culture of sustainability that permeates all levels of the organization.
This alignment between GHRM and service quality is particularly significant in service-oriented
sectors, where the quality of service delivery directly impacts customer satisfaction and loyalty.

The implementation of GHRM practices can positively influence service quality in
several ways (Jabbour et al., 2010; Yong et al., 2020). First, green recruitment and selection
processes attract employees who are committed to sustainability, thereby ensuring that the
workforce is aligned with the organization’s environmental goals (Ahmad, 2015; Zoogah, 2011).
This alignment enhances employees’ sense of purpose and motivation, which in turn improves
their service delivery and customer interactions. Moreover, green training programs increase
employees’ awareness and knowledge of sustainable practices, enabling them to deliver services
that are not only efficient but also environmentally friendly.

Incorporating GHRM into performance management systems further strengthens the link
between sustainability and service quality (Dumont et al., 2017; Yong, Yusliza, & Ramayah,
2020). By setting clear environmental objectives and evaluating employees based on their
contributions to these goals, organizations can reinforce the importance of sustainability in their
daily operations (Jackson et al., 2011; Jabbour & Santos, 2008). Reward and recognition systems
that acknowledge employees’ green initiatives can also enhance their commitment to providing
high-quality, sustainable services.

the context of small and medium-sized enterprises (SMES) in Libya, where resource
constraints and environmental challenges are prevalent, adopting GHRM practices can be
particularly beneficial. By integrating sustainability into their HR practices, Libyan SMEs can
improve not only their environmental performance but also their service quality, which is crucial
for maintaining customer trust and competitiveness in the market (Elbaz & Haddoud, 2017; Abid
& Ahmed, 2020). For example, implementing green training and development programs can
equip employees with the skills and knowledge needed to reduce waste and improve the
efficiency of service delivery, thereby enhancing overall service quality.

Overall, the adoption of GHRM practices can lead to a significant improvement in service
quality by creating a workforce that is engaged, motivated, and aligned with the organization’s
sustainability goals (Yusoff, Nejati, & Kee, 2018; Zaid et al., 2018). This, in turn, can result in
higher customer satisfaction, loyalty, and a positive organizational reputation. As such, GHRM
serves as a Vvaluable strategy for SMEs in Libya to enhance their service quality while
contributing to broader environmental and social objectives.

METHOD
Population and Sample of the Research

The population of this study comprises employees working in small and medium-sized
enterprises (SMESs) located in Tripoli, Libya. These SMEs operate in various sectors, including
manufacturing, services, and retail, and play a significant role in the local economy. The types of
companies included in this study are small-scale manufacturing firms producing goods such as
textiles and food products. Due to practical constraints such as time, accessibility, and resource
limitations, a convenience sampling method was used to select participants. The sample size was
determined to be 100 employees, representing different positions such as managers,
administrative staff, and operational employees. This sample size was calculated based on
Krejcie and Morgan’s (1970) sample size determination table, which recommends a sample size
of 100 for a population of 1,500 to achieve a 95% confidence level with a 5% margin of error.

SJST Vol.07 No 01 2025 98



The relationship between green human resources management (GHRM) and service quality Embarak & Almabruk

Additionally, this sample size aligns with similar studies in the field of GHRM and service
quality, ensuring the findings are statistically reliable and generalizable to the broader population
of SMEs in Tripoli. This sample is considered sufficient to provide an initial understanding of
the relationship between green human resources management (GHRM) practices and service
quality in Libyan SMEs.

Data Collection Tools

ata for this study were collected using a structured questionnaire, which was divided
into two primary sections to measure the independent and dependent variables. The
questionnaire was developed based on established scales from the literature, ensuring reliability
and validity in the measurement of the constructs.

1. Green Human Resources Management (GHRM) Scale: The independent variable, Green
Human Resources Management (GHRM), was measured using a 28-item scale adapted from
Jabbour (2010) and Shah (2019). This scale assesses the extent to which various GHRM
practices are implemented in the organization across the following seven dimensions:

reen Job Design (4 items): Measures the incorporation of environmental sustainability
in job roles and responsibilities (e.g., “My job includes responsibilities that focus on
environmental sustainability”).

reen Recruitment and Selection (4 items): Assesses the extent to which green criteria
are integrated into the recruitment and selection process (e.g., “The organization
considers candidates' environmental values during recruitment”).

reen Training and Development (4 items): Evaluates the provision of training
programs aimed at enhancing employees' environmental awareness and skills (e.g., “The
organization provides training on environmental management practices”).

reen Performance Management (4 items): Measures the inclusion of environmental
objectives in performance evaluation and management systems (e.g., “Employees are
evaluated based on their contribution to environmental sustainability™).

e Green Compensation Management (4 items): Assesses the alignment of compensation
and reward systems with environmental performance (e.g., “Employees receive rewards
for their environmental contributions”).

e Green Occupational Health and Safety (4 items): Evaluates practices aimed at
ensuring workplace safety and health in an environmentally friendly manner (e.g., “The
organization promotes safety measures that also consider environmental impact”).

e Green Employee Relations (4 items): Measures the efforts to engage employees in
sustainability initiatives and promote environmentally friendly behaviors (e.g., “The
organization encourages employees to participate in environmental initiatives”).

Each item was rated on a 5-point Likert scale, ranging from 1 ("Strongly Disagree") to 5
("Strongly Agree™).

2. Service Quality Scale (SERVQUAL): The dependent variable, Service Quality, was
measured using the SERVQUAL scale developed by Parasuraman, Zeithaml, and Berry (1988).
This scale, consisting of 22 items, assesses service quality across five dimensions:
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e Physical Attributes (4 items): Evaluates the appearance of physical facilities,
equipment, and personnel (e.g., “The organization’s facilities are visually appealing”).

e Assurance (4 items): Measures the ability of employees to instill confidence and trust in
customers (e.g., “Employees have the knowledge to answer customer questions”).

e Responsiveness (4 items): Assesses the willingness of employees to help customers and
provide prompt service (e.g., “Employees are always willing to help customers™).

eliability (5 items): Evaluates the ability to deliver promised services dependably and
accurately (e.g., “The organization delivers its services as promised”).

mpathy (5 items): Measures the provision of caring and individualized attention to
customers (e.g., “Employees give customers personal attention™).

was also rated on a 5-point Likert scale, ranging from 1 ("Strongly Disagree") to 5
("Strongly Agree™).

he questionnaires were distributed both online and in person to ensure a broad and
representative sample. Ethical approval for the study was obtained from the relevant Libyan
authorities, and all participants were informed about the purpose of the study and provided
consent before participation.

Research Model

The research model for this study posits that the various dimensions of Green Human
Resources Management (GHRM)—namely, Green Job Design, Green Recruitment and
Selection, Green Training and Development, Green Performance Management, Green
Compensation Management, Green Occupational Health and Safety, and Green Employee
Relations—have a direct impact on the overall Service Quality, which is represented by the
dimensions of Physical Attributes, Assurance, Responsiveness, Reliability, and Empathy. The
model hypothesizes that effective implementation of GHRM practices leads to improved service
quality in Libyan SMEs.

Green Human Resources
Management

[ Green Job Design ]\

Green Recruitment and
Selection

Green Training and
Development

Green Performance Service Quality in
Management J Libyan SMEs

- - - L _
Green Compensation | |

Management

[ Green Occupational
Health and Safety

Green Employee |
Relations

Figure 1. Model of the study
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Research Hypotheses

The hypotheses formulated in this study are derived from the research objectives and the
theoretical framework that underpins the relationship between Green Human Resources
Management (GHRM) practices and service quality in Libyan SMEs. The research objectives
focus on identifying the specific dimensions of GHRM practices that influence service quality
and evaluating their significance. Accordingly, the hypotheses aim to test whether each
dimension of GHRM has a positive and significant impact on service quality to address the
research objectives comprehensively. This approach ensures that the hypotheses align with the
study’s goals while maintaining theoretical and empirical relevance. Based on the research
model, the following hypotheses were formulated:

[ ]
-

11: The green job design dimension of green human resources management practices
as a positive and significant impact on service quality in Libyan SMEs.

=0

°
-T

12: The green recruitment and selection dimension of green human resources
1anagement practices has a positive and significant impact on service quality in Libyan
MEs.

wn 3

e H3: The green training and development dimension of green human resources
1anagement practices has a positive and significant impact on service quality in Libyan
MEs.

wn 3

e H4: The green performance management dimension of green human resources
1anagement practices has a positive and significant impact on service quality in Libyan
MEs.

w 3

e« H5: The green compensation management dimension of green human resources
1anagement practices has a positive and significant impact on service quality in Libyan
SMEs.

3

e« H6: The green occupational health and safety dimension of green human resources
management practices has a positive and significant impact on service quality in Libyan
SMEs.

e H7: The green employee relations dimension of green human resources management
practices has a positive and significant impact on service quality in Libyan SMEs.

Data Analysis Methods

The collected data were analyzed using the SPSS software. Descriptive statistics were
used to measure the mean scores and standard deviations for each variable. Reliability analysis
was conducted using Cronbach’s alpha to help determine whether a collection of items
consistently measures the same characteristic.
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Multiple regression analysis was performed to test the hypotheses and determine the
relationship between green human resources management (GHRM) and service quality. Before
conducting the regression analysis, the assumptions of normality, linearity, and homoscedasticity
were verified. Pearson correlation analysis was also employed to examine the relationships
between the independent and dependent variables.

Additionally, factor analysis was carried out to confirm the validity of the measurement

model and to identify the underlying factor structure of the GHRM and service quality scales.
Exploratory factor analysis (EFA) was conducted initially, followed by confirmatory factor
analysis (CFA) to validate the constructs used in the study. The results will be presented in the
findings and discussion part.
Table 1: Skewness and Kurtosis Values
Variable n Skewness Kurtosis
Green Job Design 100 0.324 -0.982
Green Recruitment and Selection 100 0.398 -0.754
Green Training and Development 100 0.217 -0.862
Green Performance Management 100 0.489 -0.693
Green Compensation Management 100 0.792 -0.321
Green Occupational Health and Safety 100 0.447 -0.832
Green Employee Relations 100 0.558 -0.783
Green Human Resources Management 100 0.473 -0.692
Physical Attributes 100 -0.172 -0.972
Assurance 100 -0.298 -0.803
Responsiveness 100 -0.137 -0.873
Reliability 100 -0.267 -0.789
Empathy 100 0.061 -1.032
Service Quality 100 -0.138 -0.798

Upon reviewing the values, it is evident that the skewness and kurtosis coefficients for each
variable fall within the acceptable range of -3 to +3 (Kline, 2011). This indicates that the data
distribution approximates normality. Consequently, parametric test techniques were employed in
the study. To test the research hypotheses, normality, reliability, correlation, exploratory factor
analysis, and multiple regression analyses were conducted. The relationship between green
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human resources management and service quality was analyzed using the Pearson correlation
coefficient, while the impact of green human resources management on service quality was

assessed

FINDIN

In thi
included
analysis.
Factor A

Reliabil

through multiple linear regression analysis.

GS AND DISCUSSION

s section, the analyses conducted to test the research hypotheses are examined. The tests
normality, reliability, correlation, exploratory factor analysis, and multiple regression
The data collected for the research were analyzed using SPSS 24.0, while Confirmatory
nalysis (CFA) was performed using AMOS 21.0 to examine the factor structures.

ty Analysis

Cronbach’s Alpha is used in this study as a measure of internal consistency reliability to
assess the interrelatedness of items within each scale. It evaluates whether the items in a
construct consistently measure the same underlying concept, making it suitable for determining
the reliability of the scales employed in this research (Tavakol & Dennick, 2011). Table 2
presents the reliability analysis using Cronbach’s alpha values for each of the scales used:

Table 2: The reliability analysis using Cronbach’s Alpha

Variable Items Cronbach’s Alpha
Green Job Design 4 0.921
Green Recruitment and Selection 3 0.909
Green Training and Development 4 0.902
Green Performance Management 4 0.935
Green Compensation Management 5 0.948
Green Occupational Health and Safety 3 0.933
Green Employee Relations 3 0.951
Green Human Resources Management (Total) 26 0.976
Physical Attributes 2 0.836
Assurance 7 0.925
Responsiveness 4 0.880
Reliability 5 0.926
Empathy 4 0.894
Service Quality (Total) 22 0.966
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According to Cronbach’s alpha coefficient, the reliability of the scales ranges between 0 and
1. Based on Nunnally's (1967) criteria, a scale is considered unreliable if its alpha is below 0.40,
has low reliability if between 0.40 and 0.60, is quite reliable if between 0.60 and 0.80, and is
highly reliable if above 0.80. In this study, all scales and sub-dimensions exhibit high reliability
(Cronbach’s Alpha > 0.800).

Confirmatory Factor Analysis (CFA)

In this study, Confirmatory Factor Analysis (CFA) was performed using AMOS 21.0 to
evaluate the factor structures of the measurement models. The results of the analyses are
presented in the following tables.

Table 3: Goodness-of-Fit VValues for the Green Human Resources Management Measurement Model
Index Good Fit Acceptable Fit CFA Values
X2 X X 725.812
df X X 275
Xe/df <3 <5 2.639
RMR <0.05 <0.08 0.061
GFI >0.95 >0.90 0.894
AGFI >0.90 >0.85 0.861
NFI >0.95 >0.90 0.937
TLI >0.95 >0.90 0.950
CFI >0.97 >0.90 0.959
RMSEA <0.05 <0.08 0.068

The CFA results for the Green Human Resources Management (GHRM) scale indicate
that most of the indices fall within the acceptable fit range (GFI is close to the acceptable
threshold). This suggests that the data is compatible with the GHRM scale. The model structure
with 7 sub-dimensions and 26 items was confirmed.

Table 4: Goodness-of-Fit Values for the Service Quality Measurement Model

Index Good Fit Acceptable Fit CFA Values
X2 X X 678.459
df X X 195

X/ df <3 <5 3.478
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RMR <0.05 <0.08 0.028
GFl >0.95 >0.90 0.905
AGFI >0.90 >0.85 0.879
NFI >0.95 >0.90 0.912
TLI >0.95 >0.90 0.925
CFl >0.97 >0.90 0.940
RMSEA <0.05 <0.08 0.065

The CFA results for the Service Quality scale show that the indices are within acceptable
limits. The data is compatible with the Service Quality scale, confirming the model structure
with 5 dimensions and 22 items.

Table 5: Regression Analysis

Model |Independent Variable Beta t p R? F
Green Human Resources
1 0.493 10.432 0.000 0.245  115.673*
Management
Green Job Design 0.205 2.610 0.010
Green Recruitment and Selection -0.041 -0.354  0.724

Green Training and Development 0.219 2.432 0.016

Green Performance Management -0.084 -0.823 0412
2 0.305 21.451*

Green Compensation Management -0.026 -0.264  0.792

Green Occupational Health and

0.471 4523  0.000
Safety

Green Employee Relations -0.174 -1.574  0.118

Dependent Variable: Service Quality, *p < 0.05

In this study, service quality is treated as a composite construct representing an overall
evaluation rather than being analyzed through its individual dimensions. This approach aligns
with prior research that conceptualizes service quality as a higher-order latent variable,
integrating multiple dimensions into a unified framework (Parasuraman, Zeithaml, & Berry,
1988). Small and medium-sized enterprises (SMEs) often assess service quality as a general
measure to evaluate overall customer satisfaction and organizational performance rather than
dissecting it into specific dimensions (Cronin & Taylor, 1992). Hence, this study reflects real-
world business practices where managers focus on aggregate service quality outcomes. Many
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studies examining the impact of organizational practices, such as green human resource
management (GHRM), on service quality have opted for global measures rather than domain-
specific ones (Ren, Tang, & Jackson, 2018). This allows for a clearer assessment of the general
effect of GHRM practices without over-complicating the analysis.

Treating service quality as a single dependent variable simplifies the analytical process,
reduces multicollinearity issues, and prevents inflation of Type | errors that may arise when
testing multiple dependent variables simultaneously (Hair, Black, Babin, & Anderson, 2019).
The primary objective of this study is to evaluate how various dimensions of GHRM practices
collectively influence perceptions of service quality rather than isolating effects on specific
service quality components. This approach is particularly relevant when seeking to provide
strategic recommendations for SMEs where improvements in service quality are targeted
holistically. Empirical evidence suggests that the sub-dimensions of service quality are
interrelated and often load onto a single factor representing overall service quality (Grénroos,
2007). Therefore, combining these dimensions into a unified construct ensures the validity and
reliability of the measurement model.

Model 1 Analysis

odel 1 examines the relationship between Green Human Resources Management
(GHRM) and service quality in Libyan SMEs. The regression results indicate a moderate
relationship between GHRM and service quality with R = 0.493, suggesting a statistically
significant association between these variables. The R2 value of 0.245 implies that 24.5% of the
variance in service quality is explained by GHRM practices, and the adjusted Rz = 0.242
supports this explanatory power after adjusting for the number of predictors.

he F-statistic (F = 115.673, p < 0.001) confirms the overall significance of the model,
indicating that the predictors included in the model collectively explain variations in service
quality. The standardized coefficient (B = 0.493, p < 0.001) further highlights the strength of this
relationship. Specifically, a one-unit increase in GHRM practices is associated with a 0.493-unit
increase in service quality.

However, it is important to clarify that this analysis reflects a statistical association rather
than a causal relationship. While the results support the hypothesis that GHRM practices are
positively correlated with service quality, causation cannot be definitively established without
experimental or longitudinal designs.

Model 2 Analysis

Model 2 investigates the effects of specific dimensions of Green HR practices on service
quality. The R2 value of 0.305 suggests that the predictors collectively explain 30.5% of the
variance in service quality, while the adjusted R? of 0.290 accounts for potential overfitting,
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providing a more generalizable estimate. The F-statistic (F = 21.451, p < 0.001) indicates that the
model is statistically significant.

Analyzing individual predictors reveals that only Green Job Design (B = 0.205, p =
0.010), Green Training and Development (B = 0.219, p = 0.016), and Green Occupational Health
and Safety (B = 0.471, p <0.001) show statistically significant relationships with service quality.
These findings imply that increasing efforts in these areas of GHRM practices is associated with
improvements in service quality.

In contrast, Green Recruitment and Selection (f = -0.041, p = 0.724), Green Performance
Management (f = -0.084, p = 0.412), Green Compensation Management (§ = -0.026, p = 0.792),
and Green Employee Relations (B = -0.174, p = 0.118) do not exhibit statistically significant
relationships with service quality. These dimensions may require further investigation, as their
lack of significance could result from sample characteristics, measurement limitations, or
contextual factors specific to Libyan SMEs.

he results demonstrate statistically significant associations between specific GHRM
practices and service quality rather than definitive causal effects. The relationships observed
can be attributed to theoretical frameworks that emphasize how sustainable HR practices
influence employee behavior, organizational performance, and service delivery (Ren et al.,
2018).

hile the findings highlight strong correlations, they should be interpreted cautiously,
as causality cannot be inferred based solely on cross-sectional data. Further research using
longitudinal methods or experimental designs could help establish causal links between these

Hypotheses Testing Results
Based on the analysis:

e H1 (Green Job Design), H3 (Green Training and Development), and H6 (Green
Occupational Health and Safety) are supported as they show significant positive
relationships with service quality.

e H2 (Green Recruitment and Selection), H4 (Green Performance Management), H5
(Green Compensation Management), and H7 (Green Employee Relations) are not
supported, as they lack statistical significance.

Practical Implications

The findings suggest that businesses should prioritize investments in Green Job Design,
Green Training and Development, and Green Occupational Health and Safety to enhance
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service quality. These practices likely improve employee skills, organizational sustainability,
and workplace safety, contributing to better service outcomes.

For dimensions that did not show significant relationships, companies may need to re-
evaluate implementation strategies or tailor these practices to better align with organizational
goals and employee needs.

Discussion

he findings of this study highlight that Green Human Resources Management (GHRM)
practices, specifically green job design, green training and development, and green occupational
health and safety, exhibit significant and positive associations with service quality in small and
medium-sized enterprises (SMEs) in Tripoli, Libya. These results underscore the importance of
embedding sustainability principles within HRM practices to improve organizational
performance and service delivery.

Green Job Design and Service Quality

he results demonstrate that green job design has a significant positive effect on service
quality (p = 0.205, p = 0.010). This finding aligns with Jabbour et al. (2010), who emphasize that
integrating environmental responsibilities into job descriptions increases employee motivation
and performance. Similarly, Renwick et al. (2013) found that clearly defined green roles enhance
employee accountability, leading to improvements in service delivery.

his relationship can be explained through the lens of role clarity theory, where
employees with well-defined green job roles feel empowered and engaged in their tasks,
fostering commitment to service excellence. In the Libyan context, this effect may also reflect
the growing awareness of environmental sustainability and the adoption of green practices to
improve service quality in SMEs.

Green Training and Development and Service Quality

The study finds a significant positive effect of green training and development on service
quality (B = 0.219, p = 0.016). This result is consistent with Ahmad (2015) and Dumont, Shen,
and Deng (2017), who report that green training programs enhance employees’ environmental
awareness and skillsets, enabling them to implement sustainable practices effectively.

These findings align with human capital theory, which suggests that training programs
improve employee competencies, translating into higher service quality. In Libya, this
relationship highlights the importance of capacity building to foster eco-friendly behaviors,
especially in SMEs, where green awareness is still emerging.

Green Occupational Health and Safety and Service Quality
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The strongest positive relationship in the study was observed between green occupational
health and safety and service quality (B = 0.471, p < 0.001). This finding supports Longoni,
Golini, and Cagliano (2014), who emphasize that organizations prioritizing employee safety and
environmental responsibility tend to create better working environments and deliver higher-
quality services.

This relationship may be attributed to the fact that safe and healthy workplaces lead to
higher employee morale, productivity, and loyalty, which, in turn, reflect positively on service
delivery. For Libyan SMEs, focusing on green safety practices can be particularly impactful,
given the limited resources and the need to create efficient and sustainable systems.

Non-significant Effects of Other GHRM Practices

ontrary to expectations, the study found that green recruitment and selection, green
performance management, green compensation management, and green employee relations did
not exhibit significant effects on service quality.

his result may be explained by the early adoption phase of GHRM practices in Libya,
where SMEs are still developing their frameworks and focusing on basic implementation rather
than strategic integration. Studies like Jackson et al. (2011) and Zibarras and Coan (2015)
highlight that comprehensive GHRM strategies require mature organizational structures, which
may still be lacking in the Libyan context.

urthermore, the non-significant effects may reflect the context-specific challenges faced
by SMEs in Libya, including resource constraints, limited awareness, and the absence of
regulatory frameworks supporting sustainability practices.

Implications for SMEs in Libya

The findings suggest that Libyan SMEs can significantly enhance service quality by
focusing on green job design, training, and occupational health and safety. These practices are
practical and impactful steps toward sustainability and competitiveness in markets increasingly
driven by environmental concerns.

As the study does not provide direct causal evidence of implementation success across all
domains. Instead, the findings are based on statistical associations that reflect potential linkages
rather than causation. Future studies could adopt longitudinal designs or case studies to validate
these effects in real-world applications.

Comparative Insights
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Compared to studies conducted in other regions, such as Tang et al. (2018) in China and
Yusliza, Ramayah, and Othman (2015) in Malaysia, the findings emphasize the importance of a
context-specific approach to GHRM implementation.

While universal benefits of GHRM practices have been observed globally, this study
reveals that their effectiveness in Libya depends on the local business environment, regulatory
structures, and the maturity of adoption. For example, Libyan SMEs may need to focus on
foundational practices like job design, training, and safety before expanding to more complex
areas of GHRM, such as compensation systems or employee relations.

This highlights that while external contexts may share broad similarities in terms of
economic challenges and sustainability goals, the specific dynamics in Libya require a phased
adoption strategy tailored to its unigue socio-economic conditions.

CONCLUSION

This study was conducted to determine the effects of Green Human Resources
Management (GHRM) on service quality, based on the participation of employees working in
small and medium-sized enterprises (SMEs) located in Tripoli, Libya. The study holds
significance as there is limited research on GHRM in the context of Libyan SMEs, particularly
regarding its impact on service quality. Participants were asked 26 questions covering the sub-
dimensions of GHRM, including green job design, green recruitment and selection, green
training and development, green performance management, green compensation management,
green occupational health and safety, and green employee relations. Additionally, 22 questions
were posed to assess the sub-dimensions of service quality, namely physical attributes,
assurance, responsiveness, reliability, and empathy.

The findings revealed that some GHRM practices, such as green employee relations,
green recruitment and selection, green performance management, and green compensation
management, do not have a significant impact on service quality. However, it was observed that
green job design, green training and development, and green occupational health and safety have
a significant and positive effect on service quality. It is crucial for SMEs offering service-related
activities to adopt a management approach that prevents employees from losing motivation and
trust in their work. Meeting the expectations of both employees and customers is only possible
through an effective management and quality system.

With the increasing competition and globalization in today’s world, environmental
awareness has gained more importance, leading to the emergence of sustainable practices such as
Green Human Resources Management. The study results indicate that employees in Libyan
SMEs are not yet fully informed about the concept of GHRM. To contribute to sustainability, it
is essential to integrate GHRM practices into existing human resources management, rather than
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solely relying on traditional HRM practices. Moreover, improving employee motivation through
GHRM practices can yield positive results in terms of service quality.

Firstly, developing the green recruitment process can make employees more
environmentally conscious in both their personal and professional lives, which will facilitate
effective management of processes, especially in extraordinary situations. Providing green
training to employees can raise their awareness and knowledge about environmental
sustainability. As there is still limited research in the Libyan context regarding the impact of
GHRM on service quality, it is hoped that this study will contribute to the literature. Future
studies could expand the scope by exploring other service sectors, thereby broadening the topic
and its implications.
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