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Abstract

This study aims to demonstrate the role of green human resource management practices on the
corporate image in the manufacturing industry in Palestine, as the substantial focus on
sustaining the corporate image has necessitated the implementation of green human resource
management (GHRM) practices. The purpose of this paper is to reveal the industries’
perspective of the impact of GHRM practices (i.e., green recruitment and selection, green
reward and compensation, green performance management, and green employee involvement
and green training) on corporate image. Data were collected from 235 human resource
professionals in major industrial sectors in Palestine. Partial least squares structural equation
modelling was used to test the study hypotheses and multigroup analysis (MGA) between
industrial sectors. The findings show a positive impact of three GHRM practices, i.e., green
recruitment and selection, green pay and rewards, and green employee involvement on
corporate image. However, green training has no significant association with corporate image,
which is interesting. Furthermore, the multigroup analysis (MGA) revealed partial and
significant differences among different sectors. The results provide more contextualized social,
environmental, and economic implications to academics and practitioners interested in green
initiatives. The implications of this study are significant for organizations in Palestine, where
environmental sustainability and resource management are critical issues. By adopting and
optimizing green rewards programs, Palestinian firms can not only advance their sustainability
agendas but also improve employee engagement and enhance long-term competitiveness. The
findings provide valuable insights for designing effective green rewards systems and highlight

the importance of integrating these programs into comprehensive sustainability strategies.

Keywords: Green Human Resource Management, Corporate Image, Manufacturing Industry,

Palestine, GHRM Practices



W

Table of Contents

TRESIS APPIOVAL ...ttt n e I
DIECIATALION ...ttt ettt r et I
DEUICALION ...t b bbbt i
ACKNOWIBAGEMENTS .....eieiiie ittt e e e ste e e s e e sreenee s v
ADSTFACT ... bbb \Y
Table OF CONENES ... bbb VI
LISt OF TADIES ...ttt X
LISt OF FIQUIES ...ttt ettt e st e et e sreeste e e e ereenreaneean XI
Chapter 1: INTrOAUCLION ........eeie ettt e e nte et e nre e 1
1.1 BaCKOIOUNG .....cveeieeeieciece ettt te e s re e re e raenteennenneas 1
1.2 ReSearch ProbIem ..o 3
Research Justification and SIgNIfICANCE. ..........ccoeriiiiiiiii e 4
Justification Of the STUAY ..o 4
Significance of the StUAY .........cce e 5
RESEAICN ODJECHIVES.....c.vieiiciiccie ettt nne s 6
RESEAICH QUESTIONS ......cuviiiiiectee ettt ettt s e e be e s ab e b e e sbeeebeesaresnbeesbeeenree e 7
RESEArCN HYPOTNESES ......cviiiieieeee e 7
SCOPE OF TN STUAY ...t 8
Conceptual FramMeWOIK ........cc.oiviiiiiiiiiiieeeee et 9
Delimitations 0f the STUAY .........ccoveiiiii e 11
Structure 0F the STUAY .......ocveeieee e 13
Chapter 2: LItErature REVIEW...........ciuieiiiiccieeie ettt ens 15
INEFOAUCTION ...t bbbt 15
COrPOrate IMAGE. ... ...eeiiee ittt nne s 15
HUMAN RESOUICES ...t 17
Green Human Resource Management .........oovvveiieeeiieeniiees e 19
Enviromental Sustainability.............cccoooeiiiiiii 21

Social SuStaiNaDIlIty...........oooiiii 21
Economic SUStainability..........ccoooieiiiiiiiiie s 21

2.5 Green Recruitment and SEIECTION .........cooiieiiiiiiiir e 22

2.6 Green Training and DeVvelOPMENT........ccviiiiiies e 24



Vi

2.7 Green Performance Management ...........ccocveueieeiieriesieeseesie e e e sraeseesseseesnens 25
2.8 Green Reward and COMPENSALION ........cccceiiiieiieiieie e eee e 26
2.9 Manufacturing in PalESTINE ..........cooiiiiiiieiee e 27
2.10 Preliminary INVESTIGAtION..........cccuiiiiiiiieieiee e 35
Chapter 3: Research Methodology .........cccuuiiiiieiiieneiee s 37
3.1 INEFOAUCTION ...t 37
3.2 RESEAICH DESIGN......ieiiiiiiitieie ettt et et e e re et e ra e beeaeanaeereas 38
3.2.1 Research PhilOSOPNY........cciiiiiicii ettt 38
3.2.2 ReSearch APPrOaCh ........ccoiiiiiiieiieeee e 39
3.2.3 Research Methodology...........ccoiiiiiniiieie e 39
3.2.4 TIME HOFIZON ...ttt 39
3.2.5 Study POPUIALION .......ceiivieiecic e 39
3.2.6 SAMPIING SErAtEQY ....ocvveiveeie et 40

3.3 Data COMBCHION ... 40
3.3.1 Data ColleCtion TOOL.........cccoiiiiiiiieieeee e 40
3.3.2 SUIVEY INSTFUMENTS ..ottt 41

3.4 RESEAICH ELNIS......oiiiiiiciiciie s 43
3.5 Data ANAIYSIS ...c.veevieiiciiecie et e are s 43
3.5.1SMAIT-PLS VA ... 44
35,2 SPSS V27 .. 44

3.0 SUMIMAIY ...ttt bbbttt ettt e b e n e nne s 44
Chapter 4: Data ANAIYSIS .....c.voiiieiiiie e 45
AL INEFOTUCTION ...ttt 45
4.2 Data Preparation and SCreENING .........cccveveiieieiieieesie e st eee e sre e sae e areas 45
4.2.1 MISSING DALA......c..ccieiiieiiitiecte ettt ra et re e 46
4.2.2 OULIINETS ..ot 47
4.2.3 The Data NOMMAITY ........coeiiiiiiiiiisieeeeee e 49
4.3 INternal CONSISTENCY .......eiuiiiiieiieiie sttt 50
4.4 Demographic and Descriptive ANalySiS........ccoveiieiiieiiiiie e 51
4.4.1 The Response Rate of the RePONENtS .........cccvvviiieviiiiiiciie e 51
4.4.2 Demographic Profile of the Respondents ..........cccccvevveiiievie e 51

4.4.3 Descriptive Analysis of the Latent Construct............ccoovvveiineninenincnnns 53



Vil

4.5 ASSESSMENT OF PLS-SEM ......ooiiiiiiiiiciie e 54
4.6 Evaluating of Measurement MOGE...........c.coiveiiiiieiieie e 56
4.6.1 Indicator Reliability .........ccoooiiiiiiie e 56
4.6.2 Internal Consistency ReNability...........cccooiiiiiiiiiiiiece e 62
4.6.3 ConVergent Validity .........ccccoieiiiiiiiiseeeee e 63
4.6.4 Discrimination Validity..........cccceiiveiiiiiiieie e 64
4.6.4.1 Discriminant Validity at the Indicator Level...........c.ccccoovevviieinenns 65

4.6.4.2 Discriminant Validity at the Construct Level.............ccccoovevviveinenns 66

4.6.4.3 Heterotrait-Monotrait Ratio (HTMT) ......oocvviiiiiiiiicieneecceecee 66

4.7 Assessment of the Structural Model ..., 67
4.7.2 1NN COIINEAITTY......eiviiiieieieiee st 70
4.7.2 Multicollinearity and Common Method Bias.............cccceveviivieiveieiicceenn, 70
4.7.3 Coefficient of Determination (R2) ........c.ccceeveiiieiieie i 70
4.7.4 The Effect SizeS () ..ottt 71
4.7.5 Predictive Relevance of the Model (Q?)......cocvovieiiiiiiiiiiceee s 72
4.7.6 Path COBTIICIENT ....ovvieiiiecee e 73
A.7.7 The MOl Fit...oooiiiiieece et 75
4.7.7.1 Global Goodness of Fit IndeX (GOF) .......cccccevieiviieiie e 75

4.7.7.2 Standardized Root Mean Square Residual (SRMR ...........ccccovevvennins 75

4.7.7.3 Normed Fit Index (NF1) ...ooooiiiiiieee e 76

4.8 SUMIMAIY ...ttt ettt etttk b e bbb et e es e nb e et e s e b e e n e nnenne s 77
ChaPLEr 5: DISCUSSION ......eviiiieiieiete sttt bbbttt a bbbttt 78
5.1 INEOAUCTION ...t 78
5.2 Descriptive Analysis of the Latent CONStrUCE ...........ccccovevieie e 78
5.3 ASSESSMENE OF PLS-SEM .....ciiiiiiiiiiiieicee s 79
5.4 Evaluation of Measurement Model ... 79
5.5 Evaluation of the Structural Model ... 80
5.6 Limitations of the STUY ..o s 81
5.7 Overall Interpretation and IMpliCatiONS............ccceviiiiiieiiescc e 82
5.8 CONCIUSION ... 86
5.8. L SUMMAIY ..oiiiiieiiie ettt e et e e st e e e s rbe e e nnb e e e snaeeennneeans 86

5.8.2 ReSearCher's COMMENTS ......covveeeeeeeeeeeeee s 87



RETEIEINCES ...t 88
ApPPendiX A: QUESTIONNAITE .......cveiveeieiiesie et eie e se e e e e e sre e reeaeaneesres 104
Appendix B: Missing Data RESUILS..........c.ccoiiiiiiiii e 108
Appendix C: Detecting Multivariate Outliers using Mahalanobis (D?)............cccc.couun.... 109
Appendix D: Detecting Univariate Outliers Using Standardized Values (Z Scores ......111
Appendix B: The Data Normality ReSUILS ..........cccveveiieiieii i 111



List of Tables
Table 4.1 — Research Survey INStrument ...........cocevveiiiiiiiciiece e 42
Table 4.1 - The cases with univariate OULHETS.........ccueririiiiiiiiiieicc e 48
Table 4.2- Recommended cronbach’s alpha values ............cccoeiiiiiiiiiiiic 50
Table 4.3 - Reliability StatiStiCS .......civiriiiiiiieiiiie e 50
Table 4.4 - Response 1ate detailS..........ccviviiieiiiiiiiciic e 51
Table 4.5 - Presentation of demographic data............ccoeviiiiiiiiiiiciic e 52
Table 4.6 - Descriptive StatistiCs TESUILS........viiiiiriiiiiiei e 54
Table 4.7 - The reliability of Constructs indicators using outer loading..............ccevvverrnen. 59
Table 4.8 - Internal consistency reliability......ccccocvviiiiiiiiiiiii 62
Table 4.9 - The AVE values of the study CONStruCtS ........ccccovvviiiiiiniiiiiiiie e 63
Table 4.10 - Discriminant Validity ACCEPIANCE .......cccvieiiiiiiiiiiiiiiiie e 65
Table 4.11 - Evaluation of discriminant validity on the level of the indicators.................... 66
Table 4.12 - Evaluation of discriminant validity on the level of the indicators.................... 67
Table 4.13 - Evaluation of discriminant validity on the level of the constructs ................... 67
Table 4.14 - The Research Hypotheses .........cocviiiiiiiiiiiiiiiiicee e 68
Table 4.15 - Multicollinearity TeSt........ccueiivrriiiiierie e 70
Table 4.16 - Coefficient of determination (R%) aCCEPLANCE...........cvvevevererrerecrereiereseeeeeeaenans 71
Table 4.17 - R-square values of Corporate Image (CI).......cccoeerviiiiiiiiiiieieeeesee e 71
Table 4.18 - Effect Size (f?) aCCEPLANCE .....ovveviiiiiriieiieiesie e 71
Table 4.19 - The f? values of independent variables ............ccceeviiiiiiiiiiieiiec e 72
Table 4.20 - Predictive relevance (Q?) IeVelS......cccovuiiiiiiiiiiiiiie e 72
Table 4.21 - Predictive relevance (Q?) values of the model...........cccoooiiiiiiiniiniiiie 73
Table 4.22 - Path Coefficient 1eVelS ..........coiveiiiiiiiciiee e 73
Table 4.23 - The tested hypotheses ........oovviiiiiiiiiiiii e 74
Table 4.24 - Goodness Of Fit (GOF) .....oooiiiiiiiiic e 75
Table 4.25 - SRMR values of the study model ..o 76

Table 4.26 - NFI values of the study model............ccoiiiiiiiiii e 76



Xl

List of Figures
Figure 1.1 - The HRM practices role on corporate image. ........covvvveeriveeniieesineessneessneesnnnss 9
Figure 3.1 - The Research Methodology ........ccoviiiiiiiiiiiiiiiii e 37
Figure 3.2 - The Research Onion .........cccuviiiiiiiiiiiiii i 38
Figure 4.1 - The Measurement Model Before the Delete ........ccccovvvviviiiiiieiiie e 58
Figure 4.2 - The Measurement Model After the Delete..........ococvvviiiiiiiiii e 59

Figure 4.3 - The Structural Model. ... 69



Chapter One: Introduction

This chapter explains the background of the research. It provides the introduction with
information to guide the reader through the research topic. This includes the problem
statement and justification of the study; research objectives, questions, hypotheses, research
delimitations, research design, research limitations, and research contribution to knowledge;

as well as the outline of the thesis that the researcher includes in this chapter.
1.1 Background

As global environmental concerns escalate, organizations across industries are
increasingly pressured to adopt sustainable practices to mitigate their ecological impact.
Climate change, resource depletion, and pollution have become critical issues, prompting calls
for more responsible and eco-friendly business operations. The need for organizations to
integrate environmental sustainability into their core strategies is more urgent than ever, as
stakeholders—ranging from customers and investors to regulators—demand greater
accountability and action. This global shift towards sustainability emphasizes the importance
of incorporating environmental considerations into all aspects of organizational practices.
Green Human Resource Management (GHRM) has emerged as a pivotal approach to
addressing these challenges, offering a framework for integrating environmental concerns into
HR practices such as recruitment, training, compensation, and performance management

(Jackson et al., 2011).

The concept of Green Human Resource Management (GHRM) has emerged as a critical
approach for organizations to address environmental sustainability issues while
simultaneously improving organizational performance (Renwick et al., 2013). GHRM refers
to the integration of environmental concerns into GHRM practices, such as recruitment,

training and development, compensation, and performance management (Jackson et al.,



2011). In recent years, the importance of GHRM practices has gained attention in various

industries, including the manufacturing industry (Renwick et al., 2013).

The manufacturing industry is one of the major contributors to environmental pollution,
accounting for a significant proportion of greenhouse gas emissions and resource depletion
(Korhonen et al., 2018). The industry faces increasing pressure from stakeholders, including
customers, employees, and regulators, to adopt sustainable practices and reduce their
environmental impact (Bose and Pal, 2019). In this context, GHRM practices can play a
crucial role in enhancing the environmental performance of manufacturing firms (Renwick et

al., 2013).

Corporate image is an essential aspect of organizational performance and refers to how
an organization is perceived by its stakeholders (Balmer and Gray, 2003). The corporate
image of an organization can be influenced by various factors, including its environmental
practices (Chen and Chang, 2013). There is growing evidence that organizations that adopt
sustainable practices can enhance their corporate image and reputation, leading to increased
customer loyalty, improved financial performance, and greater attractiveness to potential

employees (Brammer et al., 2012; Kim and Lyon, 2014).

However, there is limited research on the relationship between GHRM practices and
corporate image in the manufacturing industry, particularly in the context of Palestine.
Therefore, this study aims to investigate the impact of GHRM practices on the corporate
image of manufacturing firms in Palestine. Understanding the relationship between GHRM
practices and corporate image can provide valuable insights for policymakers, practitioners,
and academics in enhancing the environmental performance and competitiveness of the

manufacturing industry in Palestine.



1.2. Research Problem

The term "GHRMM" has been used to describe a new approach to human resource
management (Ren, and Jackson, 2015). Initially, the notion refers to policies, methods, and
systems that change employees' behavior and attitudes for the betterment of businesses and
societal contexts in general (Saeed, et al., 2018). GHRMM, in its most basic form, promotes
resource sustainability and, as a result, maintains an organization's competitive advantage
within its industry (dutta, 2012). Economic and financial forecasts are constantly proving
insufficient to ensure the long-term viability of businesses (Cherian and Jacobs, 2012). As a
result, the combination of environmental management and human resource management has
evolved into GHRMM, a strategy for a more comprehensive relationship between economic
and environmental performance of enterprises (wagner, 2013). However, there are a number
of unanswered questions about how environmental management should be integrated into

human resource management (Ahmad, S., 2015).

(GHRM) is a process of ensuring that the management system practicing in an
organization is ecologically balanced and environmentally affable (Kapil, 2015). The
environmentally friendly HRM practices reflect the bright face of the corporate to the people,
such as virtual training, virtual interviews and automation of tasks in order to reduce the usage
of paper. According to Yusoff et al. (2015) GHRM are related to corporate social
responsibility (CSR). Opathal and Arulrajah (2014) state that people will appreciate the
organization that is performing CSR activities, thus improve the organization image as a good

corporate.

Since the problem of the study is exposed to a clear reality, which is the variation in
people’s point of view regarding the industrial sector image due to HRM practices in this

sector; It is expected that this study will contribute to developing a vision that serves the



industrial sector the best image when GHRMM practices is applied in order to have a good

image.

1.3. Research Justification and Significance

1.3.1 Justification of the Study

The manufacturing industry is a significant sector of the Palestinian economy, providing
employment opportunities for a large portion of the population and contributing to the
country's overall economic development. In recent years, there has been a growing awareness
of the need to adopt sustainable business practices in the manufacturing industry, including

GHRM practices.

GHRM practices refer to the adoption of environmentally sustainable human resource
management practices that aim to reduce the negative impact of business activities on the
environment. The use of GHRM practices has been shown to have a positive impact on the
corporate image of businesses, leading to increased customer loyalty, improved brand

reputation, and a competitive advantage in the market.

However, despite the potential benefits of GHRM practices, there is a lack of research
on their implementation in the Palestinian manufacturing industry. Therefore, this study aims
to fill this gap in the literature by exploring the role of GHRM practices in enhancing the

corporate image of manufacturing firms in Palestine.

The study's findings could provide valuable insights for manufacturing firms in Palestine
and other developing countries that are striving to adopt sustainable business practices.
Moreover, the study could contribute to the body of knowledge on GHRM practices and their

impact on corporate image, particularly in the context of developing countries.



Overall, this study is timely and relevant, given the increasing focus on sustainable
business practices and the need to adopt environmentally friendly practices in the
manufacturing industry. The study's findings could inform policymakers and industry
practitioners on the importance of adopting GHRM practices in enhancing corporate image

and promoting sustainable business practices.
1.3.2 Significance of the Study
The following are potential beneficiaries of the study findings:

1. Manufacturing companies in Palestine: The study can provide insights on how green
human resource management practices can improve the corporate image of manufacturing
companies. The findings can help companies identify areas for improvement in their HR

practices to enhance their environmental performance and reputation.

2. HR managers and professionals: The study can offer insights into the role of HR in
promoting environmental sustainability and its impact on corporate image. This can help HR
managers and professionals develop effective strategies for integrating green practices into

their HR policies and programs.

3. Environmental advocates and organizations: The study can serve as evidence that
integrating green practices into HR can have a positive impact on a company's reputation and
image. This can be useful for environmental advocates and organizations that are pushing for

more sustainable business practices.

4. Academics and researchers: The study can contribute to the existing body of
knowledge on GHRMM practices and their impact on corporate image. This can inspire
further research in this area and promote academic discussion on the role of HR in promoting

environmental sustainability in organizations.



5. Government agencies and policymakers: The study can provide evidence to support
the implementation of policies that encourage the adoption of GHRMM practices in the
manufacturing industry. The findings can be useful for policymakers and government
agencies that are seeking to promote sustainable business practices and environmental

protection.

1.4. Research Objectives

Research Main objective:

To determine the role of green human resource practices on the corporate image in the

manufacturing industry in Palestine.

Research sub objectives:

RSO1.: to examine the role of Green recruitment and selection on the corporate image in

the manufacturing industry in Palestine.

RSO2: to test the role of Green training and development on the corporate image in the

manufacturing industry in Palestine.

RSO3: to test the role of Green performance management and appraisals on the corporate

image in the manufacturing industry in Palestine.

RSO4: to examine the role of Green Reward and Compensation on the corporate image

in the manufacturing industry in Palestine.



1.5. Research Questions

Research Main Question:

What is the role of green human resource practices on the corporate image in the

manufacturing industry in Palestine?

Research Sub-Questions:

RSQ1: what is the role of Green recruitment and selection on the corporate image in the

manufacturing industry in Palestine?

RSQ2: what is the role of Green training and development on the corporate image in the

manufacturing industry in Palestine?

RSQ3: what is the role of Green performance management and appraisals on the

corporate image in the manufacturing industry in Palestine?

RSQ4: what is the role of Green Reward and Compensation on the corporate image in

the manufacturing industry in Palestine?

1.6. Research Hypotheses

Research Main hypothesis:

There is a positive relationship between the role of GHRMM practices and the corporate

image in the manufacturing industry in Palestine.

Research Sub-hypotheses:

RSH1: Green recruitment and selection have a positive role on improving the company's

image in the manufacturing sector in Palestine.

RSH2: Green training and development have a positive role on improving the company's

image in the manufacturing sector in Palestine.



RSH3: Green performance management and appraisals have a positive role on

improving the company's image in the manufacturing sector in Palestine.

RSH4: Green Reward and Compensation have a positive role on improving the

company's image in the manufacturing sector in Palestine.
1.7. Scope of the Study

The scope of this study is to examine the impact of GHRM practices on the corporate
image in the manufacturing industry in Palestine. The study focuses on the manufacturing
industry, which is a major sector in the Palestinian economy, and it considers both small and
large manufacturing firms operating in Palestine. The research investigates the extent to which

GHRM practices are adopted by these firms and how they affect their corporate image.
The study covers the following areas:
1.The concept of GHRM and its importance in the manufacturing industry
2.The relationship between GHRM practices and corporate image
3.The current state of GHRM practices in the manufacturing industry in Palestine

4.The impact of GHRM practices on the corporate image of manufacturing firms in

Palestine

5.The role of size, ownership, and location of the firm on GHRM practices and corporate
image
6.The challenges and barriers to the implementation of GHRM practices in the

manufacturing industry in Palestine

7.Recommendations for enhancing GHRM practices in the manufacturing industry in

Palestine.



The study employs a quantitative research method, where a survey questionnaire was
used to collect data from a sample of manufacturing firms. The sample was selected using a
convenience sampling technique, and the data were analyzed using descriptive and inferential
statistical techniques. The study's findings are expected to provide insights into the importance
of GHRM practices and their impact on the corporate image of manufacturing firms in
Palestine, which can help firms and policymakers to make informed decisions on adopting

GHRM practices.

1.8. Conceptual Framework

Below is the conceptual framework in Figure 1.1 that shows the vital impact of HRM
practices, the independent variable, on corporate image, the dependent variable. Both
independent (Green recruitment and selection, Green training and development, Green
performance management and appraisals, Green Reward and Compensation) and dependent

(corporate image) are interdependent.

Furthermore, through the conceptual framework, the researcher wanted to clarify that

through HRM practices, the relationship between the two variables can be identified.

I H1

[Green recruitment and selection ]-\

H1.1 -
[Green training and development }_‘_1———H1 >

H1.3

Company’s image in the
manufacturing sector

]

[Green performance management ]f_,,_;——f—"’:

and appraisals /

H1.4

[Green Reward and Compensation]/

Green HRM practices

FIGURE 1.1: The HRM practices role on corporate image.
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Corporate image refers to the overall impression or reputation of a company in the eyes
of its stakeholders, including customers, employees, investors, and the wider public. The
corporate image of a company can have a significant impact on its success or failure, as it

influences how stakeholders perceive the company's values (Roper & Fill, 2012).

In the context of this study, the author aims to investigate the relationship between green
human resource management practices and corporate image in the manufacturing industry in
Palestine. The author argues that adopting GHRM practices can enhance a company's

corporate image, by demonstrating its commitment to sustainability and social responsibility.

Human Resource Management (HRM) refers to the strategic approach to managing
people within an organization in a way that maximizes their performance and aligns with the
organization’s goals. HRM encompasses various functions and practices aimed at effectively

recruiting, developing, managing, and retaining employees (Boxall & Purcell, 2016).

In the context of this study, the author focuses specifically on the role of GHRM practices
in enhancing corporate image. By adopting GHRM practices, organizations can demonstrate
their commitment to sustainability and social responsibility, which can enhance their
corporate image and reputation. Furthermore, GHRM practices can also improve the
environmental performance of organizations by promoting sustainable behaviors and

reducing waste and emissions (Shen, Tang, & Duan, 2016).

Green Human Resource Management (GHRM) refers to the integration of
environmental sustainability into HR practices, policies, and systems (Renwick, Redman, &
Maguire, 2013). GHRM aims to promote environmentally friendly practices and behaviors
among employees and to align HR policies with the organization's sustainability goals. It
includes recruitment and selection, training and development, performance management, and

compensation and benefits, among other HR practices (Shen, Tang, & Duan, 2016).
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Green Recruitment and Selection refer to the process of attracting, selecting, and hiring
individuals who possess the knowledge, skills, and values necessary to promote
environmental sustainability within an organization (Renwick, Redman, & Maguire, 2013).
This process involves identifying and assessing candidates' environmental knowledge, skills,
and attitudes and selecting those who demonstrate a commitment to environmental

sustainability.

Green Training and Development refers to the process of providing employees with
knowledge, skills, and abilities to adopt environmentally sustainable practices in their work.
It includes training programs that educate employees about sustainable practices,

environmental regulations, and the company's environmental policies and goals.

Green Performance Management is a process that evaluates and monitors an
organization's environmental performance, setting and tracking goals, and providing feedback
and support to employees to improve their environmental performance. It involves integrating
environmental sustainability goals into an organization's performance management system,

including performance appraisal, feedback, and recognition.

Green Reward and Compensation refer to the use of incentives, rewards, and
compensation to motivate employees to adopt environmentally sustainable practices and
behaviors in the workplace. It involves linking the achievement of environmental

sustainability goals with employee rewards and recognition.
1.9.  Delimitations of the Study

1. Geographic delimitation: The study focuses on the manufacturing industry in

Palestine and does not include any other industries or locations outside of Palestine.
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2. Time delimitation: The study covers a specific time frame (12 months), and data
collection will be limited to this period. Any events or changes that occur outside of this period

will not be considered in the study.

3. Sample delimitation: The study will only collect data from manufacturing companies
in Palestine, and only from employees who have knowledge or experience with green human
resource management practices. The study does not include other industries or non-
manufacturing companies. With only four companies included in the study, the findings may
not fully represent the broader industry. The small sample size limits the extent to which the
results can be generalized, as the selected companies may not capture the diversity and

complexity of practices across the entire industry.

However, these four companies were chosen to provide a detailed, in-depth analysis of green
human resource management (GHRM) practices within specific contexts. While the findings
offer valuable insights, they should be interpreted with caution when applied to the industry as
a whole. Further research with a larger and more diverse sample of companies would be
necessary to enhance the generalizability of the results and better reflect the industry's practices

and trends.

4.Research Construct: The study will only focus on the relationship between green human
resource management practices and corporate image. Other factors that may affect corporate

image, such as marketing and branding strategies, will not be considered in the study.

By establishing these-delimitation, the study aims to provide a focused and
comprehensive analysis of the relationship between green human resource management

practices and corporate image in the manufacturing industry in Palestine.
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1.11. Structure of the Study

1. Introduction: This section would introduce the topic of the study, which is the impact
of green human resource management practices on the corporate image in the manufacturing
industry in Palestine. The introduction would also provide a brief background on the topic,
highlighting the importance of environmentally sustainable practices in modern business
operations. Additionally, the introduction would explain the significance of the study,
including its contribution to the literature on green human resource management practices in

the context of Palestine.

2. Literature review: This section would provide an extensive review of the literature on
green human resource management practices and their impact on the corporate image in the
manufacturing industry. The literature review would explore the various ways in which
businesses can incorporate sustainable practices into their human resource management
strategies, including green recruitment, training, employee involvement, and communication.
Additionally, the literature review would identify gaps in the existing research and discuss the

importance of studying this topic in the context of Palestine.

3. Research methodology: This section would describe the research design and
methodology used in the study. The research design would likely be a quantitative study,
involving a survey of manufacturing businesses in Palestine to collect data on their green
human resource management practices and corporate image. The methodology would include
the sampling technique, which would involve selecting a representative sample of
manufacturing businesses from various sectors and regions of Palestine. The data collection
instruments would likely be a questionnaire or survey, which would be developed based on
the literature review and the research questions. The data analysis procedures would involve

using statistical techniques, such as regression analysis, to test the hypotheses.
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4. Results: This section would present the findings of the study, based on the data collected
and analyzed. The results would likely include quantitative data, such as percentages and
means, as well as graphical representations of the data, such as charts and tables. The results
would provide insight into the relationship between green human resource management

practices and the corporate image of manufacturing businesses in Palestine.

5. Summary and Conclusion: This section would summarize the study's main findings,
draw conclusions based on the results, and make recommendations for future research. The
conclusion would also provide a final statement on the significance of the study's results for
the manufacturing industry in Palestine and their contribution to the literature on green human
resource management practices. Then, the references would be listed and all the sources would
be cited in the paper using APA. The references would include both primary and secondary
sources, such as research articles, books, and online sources. Finally, any additional
information that supports the study, such as raw data, interview transcripts, or survey
questionnaires will be listed. The appendices would provide readers with a more in-depth
understanding of the study's methods and findings, and allow other researchers to replicate

the study if necessary.
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Chapter Two: Literature Review

2.1 Introduction

Green Human Resource Management (GHRM) practices and corporate image are two
important areas of research in the field of management. GHRM practices are defined as the
practices that organizations adopt to minimize their negative impact on the environment while
promoting sustainable business practices. On the other hand, corporate image refers to the
overall impression that stakeholders have of an organization, including its reputation, values,
and performance. In recent years, there has been growing interest in exploring the relationship
between GHRM practices and corporate image, particularly in the manufacturing industry,
where environmental issues are of paramount importance. This literature review provides an
overview of the existing research on the relationship between GHRM practices and corporate

image in the manufacturing industry in Palestine.
2.2 Corporate Image

Corporate image is a crucial aspect of a company's reputation, and it is defined as the
overall perception that the public has about a company (Ind & Bjerke, 2007; Van Riel, 1995).
It is a combination of the company's reputation, identity, and communication, which plays a
significant role in shaping customers' and stakeholders' attitudes and behavior towards a
company (Balmer, 1998; Kapferer, 2012). A positive corporate image is essential for

companies to succeed in a competitive market.

One of the earliest studies on corporate image was conducted by Olins (1978), who
argued that corporate image was an important aspect of marketing communication. Olins
suggested that the corporate image was a complex, multi-dimensional concept that included
not only visual aspects but also the company's behavior, philosophy, and values. Later, Hatch

and Schultz (2003) extended this definition, arguing that corporate image was not just a
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marketing concept but also an organizational one. They suggested that the corporate image

was shaped by the company's culture, structure, and processes.

Several studies have shown that a positive corporate image can have a significant impact
on a company's financial performance. For example, Aaker (1991) found that companies with
a strong brand image had a higher market share and were more profitable than those with a
weak brand image. Similarly, Kim and Kim (2004) found that companies with a positive

corporate image had a lower cost of capital and a higher stock price.

Corporate image is also closely linked to corporate social responsibility (CSR).
Companies that are seen as socially responsible often have a more positive corporate image.
Du, Bhattacharya, and Sen (2010) found that companies that engaged in CSR activities had a

higher reputation and were more likely to be recommended by customers.

Another aspect of corporate image that has received attention is the role of social media
(Balmer, 2001; Roper & Fill, 2012). Social media has become an important tool for companies
to communicate with their stakeholders and manage their corporate image. Kietzmann et al.
(2011) suggested that social media could be used to enhance a company's corporate image by
allowing companies to engage with their stakeholders and demonstrate their values and

commitment to social responsibility.

Finally, there has been some research on the impact of crises on corporate image. Crises
can have a significant impact on a company's corporate image, and how a company handles a
crisis can determine the long-term impact on its reputation. For example, Dowling (2002)
found that companies that effectively managed a crisis had a more positive corporate image

than those that did not.

In conclusion, the exploration of corporate image delves into the intricacies that define

an organization's essence. From Olins' foundational insights to contemporary examinations of
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its confluence with social responsibility and digital landscapes, the journey through this
literature has been profoundly enlightening. Upon reflection of these findings, one is struck
by the profound significance of corporate image in shaping organizational trajectories. It
transcends mere facade, constituting a tapestry interwoven with elements of culture, values,
and resilience. Navigating this domain necessitates more than strategic messaging; it demands

authenticity, empathy, and an unwavering commitment to transparency.

2.3 Human Resources

The field of human resources (HR) has evolved over time to become an essential part of
business operations. From a historical perspective, the concept of HR has been around for
centuries, with evidence of labor management practices dating back to ancient civilizations
like Egypt and China (Lam and Zhang, 2015). However, the modern HR department as we
know it today has its roots in the industrial revolution of the late 19th century (Dessler, 2020).
The industrial revolution marked a significant shift in the way work was organized and
conducted. With the advent of new machinery and manufacturing processes, work became
more specialized and mechanized, leading to the emergence of factory systems. However, the
rapid growth of industrialization also gave rise to labor problems, including long working

hours, poor working conditions, and low wages.

To address these issues, factory owners began to employ managers to oversee their
workforce. These managers were responsible for ensuring that the factory ran efficiently and
that workers were productive. However, their focus was primarily on increasing output rather

than promoting employee well-being (ibid).

As labor unions began to form and workers demanded better conditions, a new field of
labor management emerged. One of the pioneers in this field was Frederick Winslow Taylor,

who developed the principles of scientific management in the early 20th century. Taylor's
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approach emphasized the scientific analysis of work processes and the standardization of work
methods. He believed that by optimizing work processes, productivity could be increased, and

workers could be more efficiently managed (Taylor, 1911).

In the early 1900s, as the industrial revolution continued to expand, the need for a
dedicated function to manage employee-related issues became more apparent. The first
personnel departments were created to handle administrative tasks such as payroll, employee
records, and benefits administration. The concept of personnel management gained
momentum during World War 1, as governments began to implement policies to manage their
military workforce. The War Labor Board was established in the US to manage labor relations

in wartime industries, and similar bodies were created in other countries (Price, 2011).

The term "human resources™ was first used in the 1950s to describe the strategic
management of the workforce. This approach emphasized the importance of employees as

assets to the organization and aimed to align HR policies with business objectives.

One of the key figures in the emergence of HR as a distinct field was Peter Drucker.
Drucker, a renowned management consultant, argued that employees were the most valuable
resource of an organization and that managing them effectively was critical to business
success. He emphasized the need for a strategic approach to HR management, which he called

"management by objectives" (Drucker, 1954).

In the 1980s and 1990s, HR began to evolve from an administrative function to a strategic
function. The focus shifted from managing employees to managing the organization's talent
and aligning HR practices with business objectives. This shift was driven by a number of
factors, including the increasing importance of knowledge work and the rise of the knowledge
economy. One of the pioneers of this new approach to HR was Dave Ulrich, who introduced

the concept of the HR business partner in the 1990s. Ulrich argued that HR should be more
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closely aligned with business strategy and should play a more active role in shaping

organizational strategy (Ulrich, 1997).

In modern-day organizations, HR refers to the set of policies, practices, and programs
that are designed to manage an organization's employees (Dessler, 2020). It encompasses a
wide range of activities, including recruitment, training and development, performance

management, compensation and benefits, and employee relations (Lam & Zhang, 2015).

In tracing the evolution of human resources (HR) from its historical roots to its modern-
day significance, | am struck by the dynamic interplay between organizational needs and
societal shifts. As a researcher, | am deeply fascinated by the intricate dance between theory
and practice within the realm of HR management. It is not merely about understanding
historical developments or current trends but about discerning the underlying principles that
drive human behavior and organizational dynamics. Through my work, | endeavor to bridge
the gap between academia and industry, translating theoretical insights into actionable
strategies that empower organizations to thrive in an ever-changing landscape. Moreover, my
commitment to integrity, empathy, and innovation infuses my approach to research, guiding

me to explore novel perspectives and challenge conventional wisdom.

2.4 Green Human Resource Management

As the world faces pressing environmental concerns, the concept of GHRM has emerged
as an essential element of sustainability strategies in organizations. GHRM refers to the
integration of environmental considerations into the human resource management (HRM)
practices and policies of an organization. The concept of GHRM was first introduced in the
early 1990s when environmental issues started to gain attention in the public discourse
(Renwick, Redman, & Maguire, 2013). The emergence of GHRM was also influenced by the

increasing regulatory pressure on organizations to comply with environmental standards and



20

regulations (Shen, Ji, & Zhang, 2018). GHRM evolved as a response to the need for

organizations to manage their environmental impact effectively.

The development of GHRM can be traced through three stages. The first stage involved
the implementation of environmental management systems (EMS) in organizations. EMS was
a framework for managing an organization's environmental performance, and it included
HRM practices such as training and development, performance appraisal, and employee
involvement (Renwick et al., 2013). The second stage involved the integration of
sustainability principles into the HRM practices of organizations. This stage involved the use
of HRM practices to enhance the sustainability of an organization's operations and strategies
(Shen et al., 2018). The third stage involved the transformation of HRM practices to align
with the principles of sustainable development. This stage involved the redesign of HRM

practices to focus on social and environmental sustainability (Shen et al., 2018).

The discussion of GHRM in the context of Palestine holds particular relevance due to
the region's unique environmental challenges and socio-political context. As a researcher, the
decision to explore GHRM practices stems from the recognition of the importance of
sustainability in addressing environmental issues within Palestine's manufacturing industry.
With Palestine facing its own set of environmental concerns, including water scarcity,
pollution, and limited natural resources, the adoption of environmentally friendly HRM
practices becomes imperative for organizations seeking to mitigate their environmental
impact. Additionally, the integration of GHRM aligns with global efforts towards
sustainability and resonates with the broader discourse on corporate social responsibility. By
shedding light on the relevance of GHRM in Palestine, this discussion aims to offer insights
into how organizations in the region can leverage HRM practices to contribute to

environmental sustainability while enhancing their overall performance and reputation.
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2.4.1 Environmental Sustainability:

GHRM is essential in addressing the environmental challenges that organizations face.
Organizations are increasingly expected to manage their environmental impact and comply
with environmental regulations. GHRM can help organizations achieve this by incorporating
sustainability practices into their HRM practices. For example, eco-friendly training and
development, performance appraisal based on sustainability metrics, and employee
involvement in environmental initiatives can help reduce the environmental impact of an
organization (Renwick, Redman, & Maguire, 2013). By integrating sustainability into their

HRM practices, organizations can enhance their environmental sustainability performance.

2.4.2 Social Sustainability:

GHRM can also contribute to the social sustainability performance of an organization.
It can help organizations improve their relationships with stakeholders such as employees,
customers, and the community. By involving employees in environmental initiatives,
organizations can improve employee engagement and commitment to the organization's
sustainability goals. This can enhance the organization's reputation and attract socially
responsible customers and investors (Shen, Ji, & Zhang, 2018). GHRM practices such as
diversity and inclusion initiatives can also help create a more socially sustainable organization

by promoting equal opportunities for all employees.

2.4.3 Economic Sustainability:

GHRM can also contribute to the economic sustainability performance of an
organization. It can help reduce costs associated with environmental impact, such as energy
and waste management costs. GHRM practices can also improve productivity and employee

retention, leading to reduced recruitment and training costs. Furthermore, the adoption of
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sustainability practices can help organizations stay competitive by meeting the increasing

demand for environmentally responsible products and services (Renwick et al., 2013).

2.5 Green Recruitment and Selection

Green recruitment practices include job postings that emphasize the organization's
commitment to sustainability and the environment, as well as the inclusion of environmental
knowledge and skills as a requirement in job descriptions. Research suggests that these
practices are effective in attracting environmentally conscious candidates (Kramar et al.,
2013). According to Kramar et al. (2013), a study conducted in Australia showed that job
seekers who were more environmentally conscious were more likely to apply for jobs that
advertised a commitment to sustainability. Additionally, job seekers who were less

environmentally conscious were less likely to apply for these jobs.

Green selection practices involve the use of environmental knowledge and skills as
selection criteria during the hiring process. Research suggests that incorporating green
selection practices can improve the selection of environmentally conscious employees, which,
in turn, can improve organizational performance (Kramar et al., 2013). In a study conducted
by Jabbour et al. (2013) in Brazil, it was found that the use of environmental criteria during
the selection process was positively related to the environmental performance of the
organization. The study also found that employees who were selected based on their
environmental knowledge and skills were more likely to engage in environmentally

responsible behavior at work.

The exploration of green recruitment and selection practices in the context of Palestine
holds particular significance given the region's growing awareness of environmental issues
and the need for sustainable business practices. In a country where environmental

sustainability is increasingly recognized as a crucial aspect of societal development, the
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adoption of GHRMM practices becomes pertinent for organizations seeking to align with
global sustainability goals while addressing local environmental concerns. By examining the
effectiveness of these practices in attracting environmentally conscious candidates and
promoting environmental responsibility among employees, this research contributes to the
broader discourse on sustainable development in Palestine. Furthermore, by drawing parallels
with studies conducted in different cultural and geographical contexts, such as Australia and
Brazil, this research underscores the universal relevance of GHRMM practices while
acknowledging the unique socio-economic and environmental landscape of Palestine. Thus,
the exploration of green recruitment and selection practices within the Palestinian context not
only sheds light on their potential implications for organizational performance but also reflects

a commitment to addressing pressing environmental challenges within the region.

Green recruitment and selection practices have been linked to improved environmental
performance in organizations. A study by Ehnert and Harry (2012) found that organizations
that used green recruitment and selection practices had higher levels of environmental

performance compared to organizations that did not use these practices.

In another study conducted by Jabbour et al. (2013), it was found that the use of
environmental criteria during the selection process was positively related to the environmental
performance of the organization. Additionally, the study found that employees who were
selected based on their environmental knowledge and skills were more likely to engage in
environmentally responsible behavior at work, which in turn improved the environmental

performance of the organization.

In conclusion, the implementation of green recruitment and selection practices represents
a strategic approach for organizations to attract and retain environmentally conscious talent

while fostering a culture of sustainability. The findings from research by Kramar et al. (2013)
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and Jabbour et al. (2013) highlight the effectiveness of these practices in not only attracting
candidates with a strong environmental ethos but also in aligning organizational objectives
with environmental sustainability goals. As a researcher, | am intrigued by the potential of
green recruitment and selection to not only enhance organizational performance but also to
drive positive environmental outcomes. By incorporating environmental criteria into the
hiring process, organizations can signal their commitment to sustainability, attract like-
minded individuals, and cultivate a workforce that is aligned with their environmental values.
Moving forward, further exploration into the mechanisms through which green recruitment
and selection practices influence employee behavior and organizational outcomes will be
instrumental in advancing our understanding of sustainable HRM practices and their impact

on both business success and environmental stewardship.
2.6 Green Training and Development

Green Training and Development (GTD) refers to the process of developing knowledge,
skills, and abilities of employees to promote sustainability, environmental protection, and
social responsibility in an organization ((Ramus & Steger, 2000). Green Training and
Development is an essential aspect of corporate sustainability strategies. Research indicates
that organizations that invest in GTD programs have a competitive advantage in the
marketplace due to their ability to reduce their environmental impact, enhance their
reputation, and meet the changing demands of customers and stakeholders (Fernandez-Santos
et al., 2019). The GTD programs focus on educating employees about the environmental

impact of their work and developing their knowledge and skills to reduce that impact.

One of the key benefits of GTD is that it creates a culture of sustainability within the
organization. Studies have shown that organizations with a strong culture of sustainability

have more engaged employees, higher levels of innovation, and better financial performance
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(Ramus & Steger, 2000). GTD programs can help organizations to achieve this by promoting
environmental awareness, ethical decision-making, and encouraging employees to adopt

sustainable practices both at work and in their personal lives.

GTD programs can also lead to cost savings for organizations. For instance, training
employees on energy conservation can lead to reduced energy costs, and training employees
on waste reduction can lead to reduced waste disposal costs (Kramar & Syed, 2012).
Additionally, GTD programs can improve employee retention and job satisfaction. Studies
have shown that employees who feel their employers are socially responsible are more likely

to be committed to their jobs and have higher job satisfaction levels (Kramar & Syed, 2012).

2.7 Green Performance Management

Green Performance Management (GPM) is a relatively new concept that has emerged as
a result of increased concerns over environmental sustainability (Ramos et al., 2019). It is a
process of evaluating and managing organizational performance from an environmental
perspective. GPM is considered an essential tool for organizations that aim to align their

business objectives with environmental sustainability goals.

The concept of GPM has its roots in traditional Performance Management (PM). PM is
the process of setting goals, evaluating performance, and providing feedback to employees.
GPM, however, expands the scope of PM to include environmental performance as a critical
aspect of overall performance. GPM aims to integrate environmental sustainability into the
organization's core business strategy, making it an integral part of the organization's culture,

values, and objectives.

Several studies have examined the dimensions of GPM. For example, Sarkis et al. (2017)
identified three dimensions of GPM: (1) Environmental Goals, (2) Environmental

Performance Measurement, and (3) Environmental Reporting. Environmental goals refer to



26

the specific targets or objectives set by the organization to achieve environmental
sustainability. Environmental performance measurement involves measuring the
organization's environmental performance against these goals. Environmental reporting refers
to the disclosure of environmental performance to stakeholders, such as investors, customers,

and employees.

Another dimension of GPM is employee engagement. Studies have shown that
employees play a crucial role in the successful implementation of GPM (Herzig et al., 2018).
Employee engagement in GPM involves training employees on environmental sustainability,
providing incentives for environmental performance, and involving employees in the

decision-making process regarding environmental sustainability.

GPM has a significant impact on organizational performance. Several studies have
demonstrated that GPM positively affects financial performance, innovation, and corporate
reputation (Ramos et al., 2019). For example, Ramos et al. (2019) found that companies with
high levels of GPM had higher financial performance than companies with low levels of GPM.
Similarly, Herzig et al. (2018) found that GPM positively affects innovation, as organizations
that prioritize environmental sustainability tend to be more innovative in their operations and

products.

2.8 Green Reward and Compensation

One of the main benefits of green rewards and compensation programs is that they can
encourage employees to adopt sustainable practices and behaviors, which can result in
reduced energy use, waste reduction, and other environmental benefits. A study by Bai and
colleagues (2017) found that green rewards and compensation programs can increase

employee motivation to engage in sustainability practices and behaviors. Additionally, such
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programs can help to build a culture of sustainability within organizations, where

environmental responsibility is valued and promoted.

Another key benefit of green rewards and compensation programs is that they can
improve employee engagement and job satisfaction. Research by Hsu and colleagues (2016)
found that employees who participated in green rewards and compensation programs reported
higher levels of job satisfaction and commitment to their organizations. This suggests that

such programs can be an effective way to improve employee well-being and retention.

Green rewards and compensation programs, while promising for promoting
sustainability and boosting employee engagement, face challenges such as potentially
focusing on individual behavior rather than systemic organizational change and risking
perceptions of tokenism if not supported by broader sustainability commitments. Despite
these issues, such programs can effectively enhance organizational performance and
employee satisfaction. Organizations should carefully design these programs, considering
incentive types, criteria, and alignment with broader sustainability goals. In Palestine, where
environmental sustainability is crucial, exploring green rewards and compensation is
particularly relevant amid growing concerns about resource management and climate change

(Hsu et al., 2016).

2.9 Manufacturing in Palestine

The manufacturing industry plays a pivotal role in global economic development, serving
as a catalyst for innovation, job creation, and wealth generation. Kaldor (1968) contributed to
our understanding of productivity and growth in the manufacturing industry by highlighting
the importance of technical progress and economies of scale. He argued that technological
advancements and the ability to achieve economies of scale through increased production

volumes are key drivers of productivity and growth. Kaldor's insights emphasized the
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significance of innovation, investment in research and development, and the adoption of

advanced manufacturing technologies.

Building upon Kaldor's work, Brennan et al. (2015) conducted a comprehensive study
on the state of manufacturing worldwide. They identified several factors influencing
productivity and growth, including supply chain management, lean practices, sustainability,
and the role of digital technologies. Their research underscored the importance of effective
operations management, collaboration across the supply chain, and the adoption of digital

technologies to enhance efficiency and competitiveness in the manufacturing industry.

Effective supply chain management is crucial for manufacturing firms to optimize costs,
reduce lead times, and enhance customer satisfaction. By integrating suppliers, manufacturers,
and distributors into a cohesive network, companies can achieve greater visibility and
coordination. Research by Brennan et al. (2015) highlighted the significance of collaborative
supply chain relationships, emphasizing the need for information sharing, flexible production

systems, and efficient inventory management.

Furthermore, lean practices have emerged as a key strategy for improving productivity
and reducing waste in manufacturing. Lean principles, pioneered by Toyota, focus on
eliminating non-value-added activities, streamlining processes, and empowering employees.
This approach has been found to enhance productivity, quality, and responsiveness in

manufacturing operations (Brennan et al., 2015).

In recent years, sustainability has gained prominence as a critical aspect of
manufacturing. Companies are increasingly adopting environmentally friendly practices to
mitigate their impact on the environment and meet regulatory requirements. Brennan et al.
(2015) highlighted the importance of sustainable manufacturing, including waste reduction,

energy efficiency, and the use of renewable materials. Embracing sustainable practices not
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only contributes to environmental stewardship but also enhances the reputation and

competitiveness of manufacturing firms.

Digital technologies have also revolutionized the manufacturing industry. The adoption
of technologies such as the Internet of Things (IoT), artificial intelligence (Al), and advanced
analytics has enabled automation, predictive maintenance, and real-time data-driven decision-
making. These technologies enhance productivity, quality control, and operational efficiency

(Brennan et al., 2015).

Looking ahead, the manufacturing industry faces both challenges and opportunities.
Rapid technological advancements, such as 3D printing, robotics, and nanotechnology, hold
immense potential for transforming manufacturing processes and enabling customization at
scale. However, the increasing complexity of global supply chains, geopolitical uncertainties,

and the need to address sustainability concerns pose challenges for manufacturers.

To stay competitive, manufacturing firms must continue investing in research and
development, fostering innovation, and leveraging emerging technologies. Collaboration and
knowledge sharing among industry stakeholders, academia, and governments are also crucial

to address common challenges and foster industry growth (ibid).

The manufacturing industry continues to be a vital driver of economic growth and
innovation worldwide. By understanding the factors influencing productivity and growth,
such as those highlighted by Kaldor (1968) and Brennan et al. (2015), we can navigate the
evolving landscape and embrace opportunities for sustainable and technology-driven
advancements. The future of manufacturing lies in the adoption of efficient supply chain
management practices, lean principles, sustainability initiatives, and the integration of digital
technologies. By doing so, the manufacturing industry can position itself for continued

success in a rapidly changing global economy.
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The manufacturing industry in Palestine has a rich history dating back to the early 20th
century (Sabri, 2005). Over the years, significant developments have taken place, leading to
advancements in occupational safety and health (OSH) practices and a growing emphasis on
sustainable practices, particularly in green human resource management (GHRM).The
manufacturing industry in Palestine has a rich and diverse history that dates back to the early
20th century. Despite various challenges and periods of political instability, manufacturing
enterprises have played a crucial role in contributing to the economic development and

employment opportunities within the region.

The Palestinian manufacturing industry, initially detailed in Binah B. S.'s 1924
publication "Industrial Palestine,” has undergone significant transformations. During the
British Mandate period, it diversified into various sectors such as textiles, tobacco, and
metalworks. However, the 1948 war and subsequent political developments severely
disrupted the industry, leading to a decline in production and skilled labor due to restrictions
on movement and trade. In recent decades, despite ongoing political challenges, efforts to
revitalize the sector have led to a resurgence, with both small and medium-sized enterprises
and larger firms contributing to industries including textiles, food processing,

pharmaceuticals, plastics, construction materials, and electronics (Sabri, 2005).

Ensuring the safety and well-being of workers in the Palestinian manufacturing industry
has become an increasingly important aspect of operational management. Over the years,
efforts have been made to enhance occupational safety and health (OSH) practices, aiming to

create safer working environments and protect the rights of employees (Tuhul et al., 2021).

The study conducted by Tuhul et al. (2021) made significant contributions by developing

a conceptual framework for OSH in Palestinian manufacturing industries. The framework



31

provided a comprehensive approach to addressing safety hazards, mitigating risks, and

promoting a culture of safety within manufacturing firms.

One of the key elements highlighted in the framework was the importance of risk
assessment. Palestinian manufacturing firms are encouraged to identify potential hazards
within their workplaces, evaluate the associated risks, and implement measures to control and
reduce these risks. This proactive approach enables firms to prioritize safety, allocate
resources effectively, and take preventive actions to avoid accidents and injuries (Tuhul et al.,

2021).

Another crucial aspect emphasized in the conceptual framework was the provision of
safety training (Khatib et al., 2013). Palestinian manufacturing firms are urged to invest in
training programs that educate employees about potential workplace hazards, safe working
practices, proper use of personal protective equipment (PPE), and emergency response
procedures. By equipping workers with the necessary knowledge and skills, firms can enhance

their ability to respond to safety incidents and protect themselves and their colleagues.

Furthermore, regulatory compliance formed a crucial aspect of the OSH framework.
Palestinian manufacturing firms are expected to adhere to relevant national and international
safety standards, regulations, and guidelines. Compliance with these standards not only
ensures the well-being of workers but also enhances the reputation and competitiveness of the

firms within global markets.

In addition to the conceptual framework, there is a need for ongoing research, knowledge
sharing, and capacity building initiatives to further enhance OSH practices in the Palestinian
manufacturing industry. Collaboration with international organizations and sharing best
practices from other countries can provide valuable insights and guidance for improving

workplace safety standards (Khatib et al., 2013).
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With the increasing global emphasis on sustainability, Palestinian manufacturing
industries have also recognized the importance of adopting green practices. Masri and Jaaron
(2017) conducted an empirical study to assess green human resource management practices
in Palestinian manufacturing. The study revealed a growing awareness of environmental
issues within the industry and highlighted the implementation of sustainable HR practices,
such as employee training on eco-friendly techniques and integrating green initiatives into

performance appraisal systems.

Argawi et al. (2019) further expanded on the exploration of green human resource
management practices among Palestinian manufacturing firms. The research aimed to provide
insights into the specific strategies and initiatives being adopted by these firms to promote

environmental sustainability and align HR practices with green objectives.

One key finding of the study was the growing awareness among Palestinian
manufacturing firms regarding the importance of environmental conservation. The firms
recognized that integrating green practices into their HRM functions could lead to multiple
benefits, including improved organizational reputation, enhanced employee engagement, cost

savings through resource efficiency, and compliance with environmental regulations.

The research highlighted various GHRM practices being implemented by Palestinian
manufacturing firms. One such practice was environmentally conscious recruitment, which
involved considering an individual's environmental awareness, knowledge, and commitment
to sustainability during the hiring process. By selecting candidates with a strong
environmental ethos, firms aimed to build a workforce that would be more receptive to and

actively engaged in green initiatives.

Another significant GHRM practice identified was the implementation of green training

programs. These programs focused on raising employees' awareness about environmental
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issues, providing them with the necessary knowledge and skills to adopt sustainable practices
in their daily work routines. By educating and empowering their workforce, manufacturing
firms sought to foster a culture of environmental responsibility and encourage employees to

contribute to the organization's sustainability goals.

The study also highlighted the use of performance appraisal systems that integrated green
objectives. Manufacturing firms established key performance indicators (KPIs) related to
sustainability, such as energy consumption reduction, waste management, or carbon footprint
reduction, and incorporated these metrics into employee performance evaluations. This
approach aimed to motivate employees to actively participate in achieving the organization's
environmental targets and link their performance and rewards to sustainability outcomes

(Argawi et al, 2019).

In conclusion, the research conducted by Argawi et al. (2019) provides valuable insights
into the landscape of green human resource management (GHRM) practices within
Palestinian manufacturing firms. The findings underscore the increasing recognition among
these firms of the significance of environmental sustainability and the role of HR practices in
advancing green objectives. By integrating green practices into various HR functions, such as
recruitment, training, and performance appraisal, Palestinian manufacturing firms aim to reap
multiple benefits, including improved organizational reputation, heightened employee
engagement, cost savings, and compliance with environmental regulations. The study
illuminates the specific strategies and initiatives being undertaken by these firms to embed
environmental responsibility into their organizational culture and operations. Moving
forward, the insights gleaned from this research can inform the development and refinement
of GHRM practices within Palestinian manufacturing firms and serve as a blueprint for other
organizations seeking to embrace sustainability in their HR strategies. As the global

imperative for environmental stewardship continues to grow, the findings of this study
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contribute to the broader discourse on sustainable business practices and underscore the

pivotal role of HR in driving organizational success while fostering environmental well-being.

The manufacturing industry in Palestine is making notable progress in implementing
GHRMM practices, including incentives and rewards for eco-friendly behaviors. These
practices aim to foster a positive work environment and enhance employee satisfaction,
productivity, and competitiveness. Despite being in the early stages, the sector is evolving
towards a more sustainable model that integrates environmental concerns with traditional HR

practices.

The manufacturing industry is vital for Palestine's economic development, providing
significant employment opportunities, fostering economic diversification, and contributing to
export growth and trade balance. It also facilitates technology transfer and knowledge

spillovers, supports value addition, and stimulates the development of ancillary industries.

To further advance, collaboration among academia, industry, and government is
essential. Research institutions can offer valuable insights and best practices, while
knowledge exchange platforms and industry associations can promote continuous
improvement. The government can incentivize green and safety practices through policy
measures and regulatory frameworks, and international partnerships can aid in knowledge

transfer and capacity building.

Overall, while challenges remain, the Palestinian manufacturing sector is demonstrating
a commitment to sustainability and continuous improvement, contributing positively to the

region's economic growth and stability.
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2.11 Preliminary Investigations

The concept of (GHRM) is relatively new, and there is limited research on the
relationship between GHRM practices and corporate image. However, several studies have

investigated the relationship between green management practices and corporate image.

In a study conducted by Zhu et al. (2019), the authors examined the relationship between
green management practices and corporate reputation. The study found that companies that
implement green management practices have a better reputation than those that do not.
Additionally, the study found that green management practices have a positive effect on

employee commitment, which further improves the corporate reputation.

Another study by Mohr et al. (2014) investigated the relationship between green
management practices and customer loyalty. The study found that companies that implement
green management practices have higher customer loyalty than those that do not. The study
also found that green management practices have a positive effect on customer satisfaction,

which further improves customer loyalty.

Similarly, a study by Hsu et al. (2016) examined the relationship between green
management practices and employee engagement. The study found that companies that
implement green management practices have higher levels of employee engagement than
those that do not. The study also found that green management practices have a positive effect

on employee motivation, which further improves employee engagement.

In a study by Chen and Huang (2018), the authors investigated the relationship between
green management practices and financial performance. The study found that companies that
implement green management practices have better financial performance than those that do
not. The study also found that green management practices have a positive effect on

innovation, which further improves financial performance.
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Overall, previous studies suggest that green management practices have a positive effect
on corporate reputation, customer loyalty, employee engagement, and financial performance.
However, there is limited research on the relationship between GHRM practices and corporate
image. Therefore, this study aims to fill this gap in the literature by examining the role of

GHRM practices on corporate image in the manufacturing industry.
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Chapter Three: Research Methodology

3.1 Introduction

This chapter presents the methods and approaches used in this research to collect data,
test the framework and hypotheses, and answer the research questions. The research design
section covers the approach, method, type, and details related to the questionnaire. The
sample, sampling, and ethical considerations follow this. The final section presents the data

analysis method provides a general insight into the research methodology.
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Figure 3.1 - The Research Methodology (Created by the author)
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3.2 Research Design

3.2.1 Research Philosophy
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Figure 3.2 -The Research Onion (Saunders, Lewis, & Thornhill (2019).

Saunders, Lewis, & Thornhill (2019) delineate five foundational philosophies:
positivism, critical realism, interpretivism, postmodernism, and pragmatism. Positivism, as
highlighted by the authors, accentuates a rigorously scientific empiricist approach, relying on
data to validate hypotheses without human interpretation or bias. This philosophical stance
necessitates empirical quantitative testing and aligns well with the objectives of the present

study.
3.2.2 Research Approach

Terrell (2016) outlines two primary research approaches: deductive and inductive. In the

inductive approach, data is collected and analyzed to formulate a theory or hypothesis based
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on patterns and observations derived from the data. On the contrary, the deductive
methodology entails the identification of a pertinent theory, its refinement through a
comprehensive literature review, and the formulation of a research strategy aimed at
scrutinizing the theory. Considering the research's utilization of a quantitative methodology,

the deductive method is considered especially appropriate (Creswell & Creswell, 2018).

3.2.3 Research Methodology

Mixed methods research designs combine both quantitative and qualitative
methodologies to tackle research inquiries, demanding a comprehensive viewpoint. In
accordance with this reasoning, the current investigation embraces a quantitative research
framework, chosen for its compatibility with the particular research objectives being

examined.

3.2.4 Time Horizon

Saunders et al. (2019) categorize research based on their temporal perspective into two
groups: cross-sectional and longitudinal. Longitudinal investigations span a prolonged period,
encompassing data gathering at various points in time, whereas cross-sectional studies are
limited to a singular timeframe. In the current scenario, the study's time frame is cross-
sectional as the collection of primary data from employees in the specified companies takes

place concurrently.

3.2.5 Study Population

The research population included staff members from four Palestinian enterprises:
“Birzeit Pharmaceuticals”, “Vegetable Oil Industries”, “National Carton Industry”, and

“Palestine Poultry Company”.
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3.2.6 Sampling Strategy

According to Sekaran & Bougie (2019), convenience sampling entails the collection of
information from individuals within the population who are readily available to provide it. In
essence, it entails selecting research participants based on their convenient accessibility rather
than employing a random or systematic sampling method (Saunders et al., 2019).
Accordingly, the current study used Convenience as the sampling method to collect the data

from the total population of 1400 from the targeted four companies.

To ascertain an appropriate sample size for the study population of 1400 employees, the
following equation, as referenced by Thompson (2012), was utilized. Based on this, with an
accepted margin of error of 0.05% and a confidence level of 90%, it was determined that the
sample size required would be 304 individuals, as calculated by Raosoft (2023). Accordingly,
more data than the specified sample size was collected for the study.

NP(1-P)

w-1 (Zlifz)z +P(1—P)

n =

3.3 Data Collection
3.3.1 Data Collection Tool

Saunders et al. (2019) delineated various types of questionnaires, including researcher-
completed and self-completed questionnaires. Researcher-completed questionnaires are filled
out by the researcher either in person or over the phone. On the other hand, self-completed
guestionnaires can be distributed online to respondents or delivered by hand and collected at

a later time.

In this study, the chosen data collection tool is an online, self-completed questionnaire

from google form. Given the absence of direct interaction between the researcher and
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participants, it is crucial to note these questionnaires meticulously to ensure their validity and
reliability. It is imperative to utilize reliable sources for questionnaire design, ensuring the
clarity of the questions. The gquestionnaire featured closed-ended questions, offering various
benefits such as simplified data analysis, enhanced comparability, efficient response times,
and increased objectivity in enforcement and evaluation (Malhotra, 2019; Saunders et al.,

2019).

The online questionnaire was constructed using Google Forms and distributed to
employees via Email and WhatsApp. The appendices contain the finalized version of the

questionnaire.

3.3.2 Survey Instruments

The survey employed in this study was created by amalgamating information from
various literature sources, primarily derived from recent research. Significantly, the research
was carried out in settings distinct from Palestine, as specified in Table 3.1. The survey is
structured into various crucial segments, each fulfilling a specific role. The first part serves as
an introductory component, in harmony with the researcher's commitment to ethical research
practices, and contributes to a better understanding of the survey's goals. The following
segment classifies survey participants based on crucial criteria, including: gender, age,
educational level, work experience, job title, specialization, company age, and employees’

number in the company.

In the next section, variables are examined through closed-ended questions formulated
with a 5-point Likert scale. Respondents are prompted to express the extent of their agreement
or disagreement with a series of statements, utilizing the Likert-style method. The scales range
from 5 (“"strongly agree™) to 1 (“strongly disagree™), following the framework proposed by

Saunders et al. (2019). For data collection, online questionnaires were employed in this
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research. To ensure linguistic accuracy, a professional proofreader was enlisted to translate

the questionnaire into both English and Arabic.

Table 3.1 - Research Survey Instrument

References 1- Green Recruitment & Selection (GRS)

The company's use of environmentally conscious recruitment
practices positively affects its image in the community.

The company's commitment to environmental sustainability is
reflected in its recruitment and selection practices.

The company communicates its green recruitment and
selection practices to the public.

The company's use of green recruitment and selection
GRS4  practices is an important factor in attracting potential
customers.

The company's involvement of employees in decision-making
processes regarding environmental sustainability practices
empowers them to engage in environmentally sustainable
practices.

GRS1

GRS2

Mwita, K. M., &
Kinemo, S. M. GRS3
(2018).

Pham, D. D. T., &
Paillé, P.

GRS5

2- Green Training & Development (GTD)

The company's environmental training and development
programs are well-designed and effective.

The company's environmental training programs improve
Sharma, S., Prakash, GTD2 employees' knowledge and skills related to environmental
G., Kumar, A, sustainability.

GTD1

Mussada, E. K, The company's environmental training programs affect the
Antony, J, & GTD3 perception of stakeholders regarding the company's
Luthra, S. (2021). commitment to environmental sustainability.

The company's environmentally friendly training and
GTD4 development practices enhance its image in the manufacturing
industry in Palestine.
The company's environmental training and development
programs meet the needs and expectations of employees.

GTDS

References 3- Green Performance Management & Appraisals (GPMA)

The company includes environmental sustainability
performance in employee performance evaluations.

The inclusion of environmental sustainability performance
GPMA2 in employee performance evaluations motivates employees
to engage in environmentally sustainable practices.

The company's performance management and appraisal
practices contribute to its environmental reputation.

The company's use of green management and appraisals
GPMA4  practices is an important factor in attracting potential
customers.

The company provides feedback on environmental
performance to its employees.

GPMAL1

GPMA3

GPMAS
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4- Green Rewards & Compensation (GRC)

GRC1

The company provides rewards for employees who engage
in environmentally sustainable practices.

GRC2

The company's environmental rewards and compensation
practices affect the perception of stakeholders regarding the
company's commitment to environmental sustainability.

GRC3

The company's reward and compensation practices
contribute to its environmental reputation.

GRC4

The company's green reward and compensation practices
contribute to employee satisfaction and retention.

GRC5

The company's compensation and reward system reflect its
commitment to sustainability and environmental
responsibility.

References  5- Corporate Image (CI)

Cl1

The company involves employees in the decision-making
process regarding environmental sustainability practice.

ClI2

The company's involvement of employees in decision-
making processes regarding environmental sustainability
practices empowers them to engage in environmentally
sustainable practices.

CI3

The company's environmental sustainability practices
positively influence my decision to work for the company.

Cl4

The company's participation and empowerment practices
positively affect its image in the manufacturing industry in
Palestine.

CI5

The company's participation and empowerment practices
improve employee job satisfaction.

3.4 Research Ethics

Saunders et al. (2019) emphasize the necessity for the researcher to obtain the
respondent's consent before they participated in the study. Survey participants must have a
clear understanding of the study's purpose, how their information will be utilized, and the

reasons behind the research. Furthermore, to ensure confidentiality, participants will not be

required to provide any purely personal information (Sekaran & Bougie, 2019).

3.5 Data Analysis

In the current study, to conduct the data analysis the following tools were used:
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3.5.1 Smart-PLS V4

In the present study, the Partial Least Squares Structural Equation Modelling (PLS-SEM)
technique was employed for the analysis of the gathered data through the utilization of Smart-
PLS. This methodology finds widespread application in diverse social science disciplines,
including organizational management, management information systems, and marketing.
Renowned for its capability to yield dependable results and its efficiency in requiring smaller
sample sizes compared to alternative techniques, PLS-SEM has been endorsed in prior works
(Avkiran & Ringle, 2018; Hair, Risher, Sarstedt, & Ringle, 2019). The assessments carried

out with Smart-PLS V4 covered both the mmeasurement model and the structural model.
3.5.2 SPSS V27

In order to facilitate the examination of the received responses, we utilized the Statistical
Package for Social Sciences (SPSS V27) to capture the data by assigning numerical codes.
This process involved coding both independent and dependent variable items, as well as
demographic information. Moreover, we identified missing data and invalid cases to
guarantee the dataset's accuracy and comprehensiveness. Suitable imputation techniques were

applied to address any detected invalid cases.
3.6 Summary

This section offers an extensive examination of the methodological strategy employed
in gathering and analyzing primary data. The research aligns with positivism as its underlying
philosophy and employs a quantitative approach for the study. The structure is built upon the
existing theories and literature foundations. Data will be collected via a self-administered
survey, and Smart-PLS and SPSS will be utilized for the subsequent analysis. The following

section will showcase the outcomes obtained from the statistical examinations.
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Chapter Four: Data analysis

4.1 Introduction

In this study, the initial phases of data analysis encompassed data preparation, screening,
and a descriptive analysis of the questionnaire data using SPSS. This type of analysis is
typically employed in the early stages to identify errors or missing data and to provide a
summary of the data's characteristics. Additionally, Smart-PLS will be employed to assess the
validity and reliability of the questionnaire data and to test the study's hypotheses. The
integration of Smart-PLS facilitates an in-depth examination of relationships between
variables within the proposed conceptual model, aiding in the identification of potential
issues. The combined use of both SPSS and Smart-PLS is intended to provide a

comprehensive analysis of the questionnaire data and rigorously test the study's hypotheses.
4.2 Data Preparation and Screening

The first phase of the analysis process encompassed data preparation and screening.
While multivariate analysis techniques such as multiple regression, factor analysis, and
Structural Equation Modelling (SEM) offer substantial capabilities in aiding researchers with
their hypotheses, it is important to acknowledge their inherent limitations (Tabachnick &
Fidell, 2019). In this study, Structural Equation Modelling (SEM), a multivariate statistical
technique, was employed. Therefore, data preparation and screening assume critical
importance as an initial step in SEM (Whittaker & Schumacker, 2022). Similarly, the data set
should have accuracy and distributional characteristics, or the results will fail in estimating
the research model (Kline, 2015). Subsequent subsections will delve into the various aspects

of data preparation and screening.
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4.2.1 Missing Data

Researchers generally prefer working with complete datasets, but it is challenging to
entirely avoid missing values in real-world datasets (Kline, 2015). As highlighted by
Tabachnick & Fidell (2019), the presence of missing data, signifying incomplete information
in study data, such as unanswered survey items, is nearly unavoidable. This issue is

particularly pronounced in social science studies (Byrne, 2016).

The occurrence of missing data can result from various factors, including respondents
refusing to answer specific questionnaire items (Byrne, 2016), errors in data collection or
entry, or data loss or corruption (Tabachnick & Fidell, 2019). This problem can significantly
impact the accuracy and reliability of Structural Equation Modelling (SEM) results, leading
to biased samples and skewed outcomes, thereby diminishing statistical power and hindering
the detection of significant variable relationships (Hair, Black, Babin, & Anderson, 2018).
Therefore, it is crucial to thoughtfully address missing data in SEM and employ appropriate
strategies to ensure result reliability and validity. Several approaches exist for handling
missing data in SEM, such as imputing missing values, using maximum likelihood estimation,

or applying multiple imputation techniques (Kline, 2015; Whittaker & Schumacker, 2022).

In the present study, the researcher adhered to various guidelines to guarantee data
quality and integrity. The survey was self-administered, allowing respondents to complete the
questionnaire at their own pace. Online Aassistance was provided to address any
misunderstandings, ensuring accurate completion. The researcher also confirmed correct
questionnaire completion upon collection, resulting in a maximum number of complete

guestionnaires.

Following the survey data collection, the researcher proceeded with the coding and

labelling of the data based on different sections and item numbers of the questionnaire.
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Subsequently, the data file was meticulously inspected by the researcher for any missing data
using the frequency of occurrence of each indicator in SPSS. Appendix demonstrates that
there are no illegal or missing entries, affirming the full cooperation and high degree of

accuracy of the responses from the respondents.

4.2.2 Outliers

Outliers are data points that deviate dramatically from the majority of the data (Kline,
2015). Outliers, also known as anomalies, are observations that have unique properties that
differentiate them from the rest (Hair et al., 2018). Outliers can arise due to several factors,
such as errors in data collection or entry, unexpected values, variations in respondent
behavior, an unsuitable survey design, and inadequate representation of the target population
being studied (Tabachnick & Fidell, 2019). The data collection may contain both multivariate
and univariate outliers. Multivariate outliers exhibit extreme values over many variables,
whereas univariate outliers display extreme values on a single variable. Multivariate outliers
pose a greater challenge as they can significantly disrupt the relationships among numerous
variables, but univariate outliers have a lesser impact as they only influence a single variable

(Kline, 2015).

Whittaker & Schumacker (2022) recommend utilizing robust statistical tests to address
outliers since they can significantly influence the results of standard deviation and correlation
coefficients, adversely impacting the statistical study. Researchers primarily utilize
standardized values (Z-scores) to detect univariate outliers (Leys, Delacre, Mora, Lakens, &
Ley, 2019). As stated by Mowbray, Fox-Wasylyshyn, & El-Masri (2019), a z-score is a
statistical measure that represents the extent to which a single variable deviates from its mean.
The findings of the univariate outlier analysis demonstrate that there were four cases of

univariate outliers in the data set that exceeded the recommended range of £3.29 which is
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depicted in Table 4.1. As advised by Tabachnick & Fidell (2019), the cases have been

eliminated, and the Z-scores of the final dataset range from -3.00931 to 1.53611 as presented

in Appendix 4.

Table 4.1 — The cases with univariate outliers
ID GRS GTD GPMA GRC Cli
40 -1.45083 0.02314 -1.95139 -3.50277 -1.96254
186 -3.6327 -1.08773 -1.25389 -1.21688 -1.62123
238 -3.6327 0.76373 153611 0.30704 -0.25598
263 0.10766 -3.67977 -1.25389 -3.88375 -3.32779

Moreover, researchers also rely on calculating the squared Mahalanobis distance (D2)
for every case to discover multivariate outliers (Leys et al., 2019). According to Kline (2015),
Mahalanobis (D2) is an indication of the distance of a single observation and the center of all
observations on a collection of variables. In other words, it concentrates on one observation
in contrast to the center of all observations on a set of variables (Hair et al., 2018). According
to Byrne (2016), If the D2 value for a specific data point is greater than a certain threshold, it

is viewed as an outlier.

Since the study variables are multi-items, First, the researcher employed the median as a
measure of central tendency instead of the mean before computing the Mahalanobis values as
the mean may be altered by the presence of outlying cases as indicated by Collier (2020).
Next, the researcher used the value 3 as the degree of freedom (DF) to obtain a P-value.
Significance levels (P < 0.001) can be used as a threshold to identify observations as outliers,
as recommended by Hair et al. (2018). The multivariate test, show there is no cases that have
significance levels less than (P < 0.001) as presented in Appendix 3. In summary, the data set

has no outliers from both types.
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4.2.3 The Data Normality

PLS-SEM is a non-parametric statistical technique. One of its key advantages is that it
does not rely on the assumption of normality in the distribution of data. However, it is
important to take into account the distribution when using PLS-SEM because highly non-
normal data can cause standard errors obtained from bootstrapping to increase and potentially
reduce the significance of relationships (Hair, Ringle, & Sarstedt, 2011; Henseler, Ringle, &

Sinkovics, 2009).

Two often used tests to evaluate the normal distribution are the Kolmogorov-Smirnov
and Shapiro-Wilk tests (Uttley, 2019). The skewness-kurtosis test should be employed instead
of the initial two tests in order to assess the normality distribution, as the other two tests are
inadequate for evaluating the extent to which the data deviate from a normal distribution (Hair,
Hult, Ringle, & Sarstedt, 2017). Kline (2015) suggested that the researcher examine the
univariate skewness and kurtosis. Collier (2020) created a rule of thumb stating that the
skewness and kurtosis values for any data set should be within the range of +2 to +10.
However, Byrne (2016) offers a narrower range of +3 to £7, while Whittaker & Schumacker
(2022) cite a range of +2 to %7, respectively. Alternatively, it is conceivable that the data

distribution is not normal.

The skewness and kurtosis tests yielded the following results: the skewness values varied
from -1.408 to -0.527, with a standard error of 0.140. The kurtosis values ranged from 0.085
to 3.330, with a standard error of 0.279. These findings are shown in Appendix. These
numbers fall within the permitted range, indicating that the study data is regarded as normal

and appropriate for further examination. After the screening, cleaning, and handling of the
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dataset used in the current study for missing observations, outliers, and normality. the

subsequent procedures involve assessing the internal consistency of all study variables.

4.3 Internal Consistency

Tavakol & Dennick (2011) argued that “an instrument cannot be valid unless it is
reliable”. During reflective measurement model assessment, analyzing the internal
consistency reliability is substantial (Hair et al., 2021). Internal consistency refers to how well
elements inside a measurement instrument are related to one another and measure the same
underlying construct (Collier, 2020). According to Kline (2015), The most often utilized

technique as a reliability coefficient is Cronbach’s alpha (o).

Table 4.2 — Recommended cronbach’s alpha values

Cronbach’s Alpha (a) Internal Consistency
a>0.9 Excellent

a>0.8 Good

a>0.7 Acceptable

a>0.6 Questionable

a>05 Poor

a<05 Unacceptable

To maintain high internal consistency, Collier (2020) advocated having at least three
indicators for each concept. As stated in Table adapted from George & Mallery (2021), alpha
is typically varying between 0 and 1. As the value of alpha grows closer to 1.00, it implies a
higher level of internal consistency among the elements in the instrument being reviewed
(Kline, 2015).

Table 4.3 - Reliability Statistics

Cronbach’s Alpha (o>) Number of Items Internal Consistency
0.924 25 Excellent
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The study assessed internal consistency using Cronbach's (a) and found excellent
reliability with a Cronbach's value of 0. 924 as shown in Table 4.3, indicating the reliability
of the research instrument is highly reliable (George & Mallery, 2021). Having proven internal

consistency, the next stage was assessing the descriptive analysis.
4.4 Demographic and Descriptive Analysis

The necessary next steps are descriptive analysis for response rate, respondents’ profile,
and statistical description of the study variables using the statistical values of mean and

standard deviations.
4.4.1 The Response Rate of the Respondents

Initially, the survey was conducted online and was available for 4 weeks. Out of 1400
employees, a total of 430 questionnaires were emailed and 304 were returned, resulting in a

response rate of 70.6%.

Table 4.4 - Response rate details

Companies Online Surveys
Distributed Received Response Rate
- Birzeit pharmaceuticals. 430 304 70.6%

- Vegetable oil industries.
- National carton industry.
- Palestine poultry company.

Complete and Usable Questionnaires = 304

After Data screening = 300

In total, the data was collected through the online surveys, as summarized in Table 4.4,
The final number of usable and complete questionnaires obtained from the four companies

was 300.
4.4.2 Demographic Profile of the Respondents

This section provides an overview of the demographic information of the respondents,

including gender, age, education level, work experience, job title, and specialization, company
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age, and employees’ number in the company. These characteristics provide important insight

into the study sample and analysis. These demographic characteristics are shown in Table 4.5.

Table 4.5 - Presentation of demographic data

Group Choice Frequency Proportions (%0)
Male 185 60.9
Gender Female 119 39.1
Less than 25 years 106 34.9
Age 26-35 years 164 53.9
Above 36 years 34 11.2
Diploma or less 170 55.9
Education Level Bachelors 94 30.9
Masters or high 40 0.13
Less than 5 years 84 27.6
Work Experience 6-10 years 89 29.3
More than 10 years 131 43.1
Department Manager 63 20.7
. Head of Department 39 12.8
Job Title —
Administrative Employee 45 14.8
Technical Worker 157 51.6
Specialization Related to HR 115 37.8
Not Related to HR 189 62.2
Less than 6 years 63 19.7
Company age 6 - 10 years 101 33.2
More than 10 years 140 46.1
. 300-330 135 44.4
for;pggﬁies NG in the 317350 161 53.0
More than 351 8 2.6
Total 300 100%

As mentioned before, the respondents were asked to indicate some demographic

information about themselves. The results showed that 60.9% of the respondents are men,

while 39.1% are women. Moreover, they were also asked to specify age groups. The age

distribution of the respondents was diverse, with the largest group being those aged 26 to 35

years old (53.9%). The group aged less than 25 years old represented 34.9% of the sample,

and those above 36 years old made up 11.2%. Moreover, the sample included a mix of
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education qualifications, with the largest percentage of respondents, 55.9%, having a Diploma

or less, followed by 30.9% having a Bachelor’s, and 0.13% having either a Ph.D. or a Master's.

Concerning the work experience of the respondents, the preponderance of participants
possessed more than 10 years of experience (43.1%), with the subsequent largest group having
6-10 years of experience (29.3%), and the remaining respondents having less than 5 years of
experience (27.6%). Regarding job titles, the participants held diverse positions. The majority
were Technical Workers (51.6%), followed by Department Managers (20.7%),
Administrative Employees (14.8%), and Heads of Departments (12.8%). Moreover, in terms
of specialization, 37.8% of respondents indicated their specialization was related to HR, while
62.2% specified that it was not related to HR. Shifting the focus to the age of represented
companies, 46.1% were associated with entities aged more than 10 years, 33.2% with
companies aged 6 to 10 years, and the remaining percentage with companies aged less than 6
years. Finally, the breakdown revealed that 44.4% of respondents reported a workforce size
ranging from 300 to 330 individuals, while 53.0% fell within the range of 331 to 350
employees. A minor fraction, constituting 2.6%, indicated that their respective companies

boasted an employee count surpassing 351.

In summary, the sample is diverse, representing various demographics, educational
backgrounds, work experiences, job titles, specializations, company age, and employees’

number in the company.

4.4.3 Descriptive Analysis of the Latent Constructs

The study conducted a descriptive analysis to examine the general understanding of how
the 300 respondents perceived various attributes related to the independent variables (i.e.,
Green Recruitment & Selection, Green Training & Development, Green Performance

Management & Appraisals, Green Rewards & Compensation, and the dependent variable (i.e.,
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Corporate Image). Table 4.6 displays the means and standard deviation of the study

constructs, assessed on a 5-point Likert scale:

Table 4.6 - Descriptive statistics results

Constructs Items Mean Stan_da_rd Min  Max
Deviation

Green Recruitment & Selection (GRS) 5 41493  0.61451 2.20 5.00
Green Training & Development (GTD) 5 41947  0.52975 2.80 5.00
Green Performance Management & Appraisals 5 41247  0.56833 240 5.00
(GPMA)

Green Rewards & Compensation (GRC) 5 4.2533  0.50239 2.80 5.00
Corporate Image (Cl) 5 41640 0.57230 240 5.00

The mean values indicated that all the constructs had a mean value above the midpoint
level of 4. The highest mean rating belonged to Green Rewards & Compensation (M = 4.25,
SD =0.50), implying that the respondents had an above-average perception of this construct.
while the lowest mean rating was for Green Performance Management & Appraisals (M =

4.12, SD = 0.56).

The standard deviation was used to measure the degree to which the individuals within
each construct differed from the mean. The construct exhibiting the highest deviation from its
mean was Green Recruitment & Selection (M = 4.14, SD = 0.61), indicating a notable
variability of 15.7 in participants' perceptions of this construct. Conversely, the lowest
deviation from the mean was observed for Green Rewards & Compensation (M = 4.25, SD =
0.50). The subsequent phase involves evaluating the measurement and structural models and
testing the research hypotheses, utilizing the PLS-SEM approach. The subsequent section of
this chapter details the outcomes of the analysis and establishes the accepted framework for

reporting PLS analyses.

4.5 Assessment of PLS-SEM
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Structural Equation Modelling (SEM) is a statistical technique designed to assess the
relationships among multiple variables simultaneously (Hair, Hult, et al., 2017). SEM
provides a flexible platform for multivariate analysis, encompassing applications such as
regression, path, and factor analysis (Gefen, Straub, & Boudreau, 2000). Furthermore, SEM
allows researchers to generate latent (unobserved) variables, account for measurement errors
in observed variables, and evaluate theoretical and measurement assumptions against
empirical data (Chin, 1998). In this study, a multivariate SEM analysis was deemed
appropriate due to the examination of multiple factors using various variables. SEM consists
of two models: the measurement model, addressing variable measurement, and the structural

model, focusing on relationships among variables (Hair et al., 2019).

According to Memon et al. (2020), two primary approaches are commonly employed for
SEM, namely Covariance-Based (CB-SEM) and Partial Least Squares (PLS-SEM). The CB-
SEM approach utilizes the traditional maximum likelihood (ML) estimation method to
estimate the model parameters. Its objective is to minimize differences between the sample
covariance matrix and the covariance matrix predicted by the theoretical model (Chin, 1998).
In contrast, PLS-SEM is based on the PLS technique, combining principal component analysis
(PCA) and regression-based path analysis (RBP) to estimate parameters in a set of equations
within a structural equation model (Mateos-Aparicio, 2011). Both methodologies are

employed for SEM assessment, each with distinct characteristics and advantages.

The PLS-SEM approach (e.g., SmartPLS) is often chosen over the CB-SEM approach
(e.g., AMOS) due to its adaptability and strengths in various research situations. PLS-SEM
offers several advantages that make it a suitable choice. Firstly, it effectively handles smaller
sample sizes, providing greater statistical power and increasing the likelihood of detecting
significant relationships. This is particularly beneficial when working with a limited dataset.

Secondly, PLS-SEM is well-suited for dealing with non-normal data, which is often
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encountered in social science research, while CB-SEM assumes data normality. This makes
PLS-SEM more flexible and applicable to a wider range of research scenarios. Thirdly, PLS-
SEM can handle very complex models with many indicators and constructs, and it can
estimate normatively specified constructs. Finally, PLS-SEM allows for the inclusion of more
indicator variables, bolstering both measurement and structural theory development, while
CB-SEM often requires the elimination of several indicators to achieve a satisfactory model
fit (Hair, Hult, et al., 2017; Richter, Cepeda, Roldan, & Ringle, 2016; Ringle, Sarstedt,

Mitchell, & Gudergan, 2020; Ryan, 2020).

Reinartz, Haenlein, & Henseler (2009) indicate that scholars accept the PLS-SEM
approach as one of the most accurate structural model estimation approaches. PLS-SEM is
particularly suited for prediction-oriented and exploratory research, making it an ideal tool for
theory development (Sarstedt, Ringle, Henseler, & Hair, 2014). In contrast, CB-SEM is
commonly used for confirming existing theories (Hair, Matthews, Matthews, & Sarstedt,

2017). Considering these discussed advantages, we have chosen PLS-SEM for our analysis.

4.6 Evaluating of Measurement Model

The measurement model of the study is reflective , which means that it is evaluating the
underlying concept through the indicators used for the study (Henseler et al., 2009). In
general, "reliability” means that the results of a measurement stay the same over time and with
different samples. While "validity" means that a measurement is accurate and can be used to
measure what it is supposed to measure. Thus, each of these assesses different aspects of the
measurement (Hair et al., 2019). Following the guideline of Hair, Hult, etal. (2017), To ensure
that the measurement model is valid and reliable, we examined different aspects of reliability
and validity. Specifically, we studied indicator reliability, composite reliability, convergent

validity, and discriminant validity, as indicated in the next sub-sections.
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4.6.1 Indicator Reliability

Indicator reliability refers to the extent to which every individual item or indicator is
measuring the same underlying construct (Hair, Hult, et al., 2017). Similarly, it is the extent
to which a construct explains the variance of each indicator (Hair et al., 2019). Indicator
reliability can be measured by outer loadings (i.e., factor loadings). Outer loadings of each

indicator should exceed 0.70 thresholds (Chin, 1998).

While indicators with loadings less than 0.40 should be eliminated because they do not
adequately measure the underlying construct (Bagozzi, Yi, & Phillips, 1991), indicators with
loadings greater than 0.40 and less than 0.70 should be eliminated if doing so increases
composite reliability (Hair et al., 2011), or convergent validity (i.e., average variance

extracted) (Hair et al., 2021).

The study evaluated a measurement model that consisted of 25 reflective indicators.
Some of the indicators had a factor loading that less than 0.70 namely (GTD4, GPMAL,
GRC4, GRC5), as indicated in Table 4.7. Thus, the researcher decided to delete these
indicators because their negative impact on the composite reliability (CR) the average
variance extracted (AVE) for their constructs. As a result, the number of indicators was not
reduced and remained at 21 items. Figure 4.1 and Figure 4.2 shown the measurement model

before and after the deletion of the four items.
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Table 4.7 — The reliability of Constructs indicators using outer loading (OL)

Factor/ltem — Statement Before  After

The company's use of environmentally conscious 0.710 0.710
recruitment practices positively affects its image in the

GRS1 community.

Green
Recriiitment
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GRS2

The company's commitment to environmental sustainability
is reflected in its recruitment and selection practices.

0.799 0.799

GRS3

The company communicates its green recruitment and
selection practices to the public.

0.827 0.827

GRS4

The company's use of green recruitment and selection
practices is an important factor in attracting potential
customers.

0.792 0.792

GRSS5

The company's involvement of employees in decision-
making processes regarding environmental sustainability
practices empowers them to engage in environmentally
sustainable practices.

0.825 0.825

IGreen Training & Development (GTD)

GTD1

The company's environmental training and development
programs are well-designed and effective.

0.700 0.727

GTD2

The company's environmental training programs improve
employees' knowledge and skills related to environmental
sustainability.

0.787 0.814

GTD3

The company's environmental training programs affect the
perception of stakeholders regarding the company's
commitment to environmental sustainability.

0.770 0.788

GTD4

Fhe—company's—environmentatly —triendly —training—and
EIE"EIBS'“E'.E .'9'?8“895. e:neu_nee. He—image—in—the

0.696

GTDS

The company's environmental training and development
programs meet the needs and expectations of employees.

0.756 0.743

Table 4.7 — The reliability of Constructs indicators using outer loading (OL)

Factor/ltem — Statement

Before  After

Green

Performance

1

The—company—includes—environmental—sustainabibity  0.645
GPMA  performance-in-employesperformance-evaluations:
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The inclusion of environmental sustainability performance 0.803 0.819
GPMA in employee performance evaluations motivates employees
2 to engage in environmentally sustainable practices.
The company's performance management and appraisal 0.777 0.777
GPMA  practices contribute to its environmental reputation.
3
The company's use of green management and appraisals 0.821 0.840
GPMA  practices is an important factor in attracting potential
4 customers.
The company provides feedback on environmental 0.780 0.798
GPMA  performance to its employees.
5
The company provides rewards for employees who engage 0.738 0.812
GRCL in environmentally sustainable practices.
The company's environmental rewards and compensation 0.801 0.862
GRC2 practices affect the perception of stakeholders regarding the
company's commitment to environmental sustainability.
(% The company's reward and compensation practices 0.777 0.792
= contribute to its environmental reputation.
s GRC3 P
s
2
8 The-company's-green—reward-and-compensation-—practices  0.629
O GRC4 '
]
g
g The-company's-compensation-and-reward-system—reflectits  0.637
k2 . ol . I
- GRC5
o
S

Table 4.7 — The reliability of Constructs indicators using outer loading (OL)

empowers them to engage in environmentally sustainable

Factor/Item — Statement Before  After
The company involves employees in the decision-making 0.801 0.802

= o process regarding environmental sustainability practice.

@)

Py

&

= The company's involvement of employees in decision-making 0.794 0.798

& processes regarding environmental sustainability practices

g Cl2

5]

o

practices.
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The company's environmental sustainability practices 0.722 0.723
positively influence my decision to work for the company.

Cl3

The company's participation and empowerment practices 0.832 0.829
cla positively affect its image in the manufacturing industry in

Palestine.

The company's participation and empowerment practices 0.771 0.767
CI5 improve employee job satisfaction.

4.6.2 Internal Consistency Reliability

Internal consistency refers to how well items within a measurement instrument are
related to one another and measure the same underlying construct (Collier, 2020).
Traditionally, internal consistency reliability was measured using Cronbach's alpha (CA)

(Kline, 2015).

Nonetheless, composite reliability (CR) has been recommended as a more accurate
method. This is because composite reliability considers the indicators' different weights in the
population, whereas CA treats all indicators as equal (Dijkstra & Henseler, 2015; Hair,
Matthews, et al., 2017). However, it is emphasized that both methods should be used to get a
more accurate estimate of the instrument's internal consistency. This is because CA measures
the minimum level of internal consistency reliability, while CR measures the maximum level

(Hair et al., 2021).

Table 4.8 - Internal consistency reliability

Construct CA CR

Green Training & Development (GTD) 0.768 0.771
Green Recruitment & Selection (GRS) 0.851 0.859
Green Performance Management & Appraisals (GPMA) 0.824 0.827
Green Rewards & Compensation (GRC) 0.760 0.763

Corporate Image (Cl) 0.844 0.849
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Both CA and CR values range from 0 to 1. For CA, values less than 0.6 indicate that
there is a lack of reliability, while values higher than 0.60 means higher reliability (Kline,
2015). For CR, values between 0.60 and 0.70 are considered acceptable, while values above
0.70 are considered satisfactory. However, values above 0.95 are problematic (Henseler et al.,
2009; Nunnally & Bernstein, 1994). The results from the PLS algorithm test, as depicted in
Table , show that the CA values ranged from 0.760 to 0.851, while the CR values ranged from
0.763 to 0.859. As a result, the constructs that are used in the research model have high

reliability.
4.6.3 Convergent Validity

Convergent validity (CV) is a way to determine the accuracy of a measure by comparing
it to other measures of the same construct. In other words, CV reflects the extent to which the

indicators all measure a single underlying construct, also known as “Unidimensionality”

(Urbach & Frederik, 2010).

According to Fornell & Larcker (1981), CV is assessed by measuring the values of
average variance extracted (AVE). If the AVE for a construct is greater than or equal to 0.50,
it means that the construct explains at least 50% of the variation in its indicators (Gotz, Liehr-

Gobbers, & Krafft, 2010; Henseler et al., 2009).

Table 4.9 - The AVE values of the study constructs

Construct AVE
Green Training & Development (GTD) 0.591
Green Recruitment & Selection (GRS) 0.627
Green Performance Management & Appraisals (GPMA) 0.654
Green Rewards & Compensation (GRC) 0.676
Corporate Image (Cl) 0.616

The Average of AVE 0.6328
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The results from the PLS algorithm test, as depicted in Table 4.9, show that the average
variance extracted (AVE) for the constructs in the research model ranges from 0.591 to 0.676.
These values fall within the acceptable range (greater than 0.50). As a result, the constructs

that are used in the research model have strong convergent validity.

4.6.4 Discriminant Validity

Discriminant validity is a measure used to evaluate the extent to which a construct does
not correlate with other constructs (Urbach & Frederik, 2010). Essentially, it indicates that the
construct is distinct and captures phenomena not encompassed by other constructs within the

conceptual framework (Farrell, 2010).

The evaluation of discriminant validity often relies on "shared variance," which denotes
the amount of variance a construct can explain in another construct, represented by the square
of the correlation between any two constructs (Farrell, 2010). In this study, discriminant
validity was assessed by scrutinizing the correlation between indicators of potentially
overlapping constructs. This approach was chosen to ensure robust loading of indicators on
their respective constructs and that the average variance shared between each construct and
its indicators exceeded the variance shared between the construct and other constructs, as

recommended by Henseler et al. (2009).

While cross-loadings and the Fornell-Larcker criterion are the two most common
methods to evaluate discriminant validity, recent research suggests potential limitations,
especially when indicator loadings on a construct are slightly similar (e.g., loadings between
0.65 and 0.85) (Henseler, Ringle, & Sarstedt, 2015; Radomir & Moisescu, 2020). To address
this concern, Henseler et al. (2015) proposed the HTMT ratio as a more reliable alternative
for assessing discriminant validity. However, in this study, the three methods will be

employed.
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Table 4.10 - Discriminant Validity Acceptance

Index Name Status of Acceptance Literature
Support

2
Fornell and ~ Larcker The V AVE f each construct should be higher than ~ (Fornell &
criterion its highest correlation with any other constructs. Larcker, 1981)
Cross-Loadings A Cross-loading of indicators on their construct (Chin, 1998)
assessment should be higher than all others. ’
HTMT criterion HTMT < 0.90 (Henseler et al,

2015)

As shown in Table , discriminant validity will be evaluated (1) at the level of the
indicators using cross-loadings; (2) at the level of the constructs using the Fornell-Larcker
criterion; and using the Heterotrait-Monotrait Ratio of Correlations (HTMT). The results of

these evaluations will be discussed as follows:

4.6.4.1 Discriminant Validity at the Indicator Level

Cross-loadings are used to make sure that an indicator measures the intended construct
and not unintended constructs (Chin, 1998). In particular, Henseler et al. (2009) say that an
indicator's outer loading on the associated construct should be higher than any of its cross-
loadings, or correlations, on other constructs. Hair, Hult, et al. (2017) suggest that the best
way to assess and report cross-loadings is in a table with "rows for the indicators” and

"columns for the constructs".

The results from the PLS algorithm test, as depicted in Table 4.11, show that all the
indicators' correlations for each associated construct (shaded values) are greater than the
correlation with other constructs, which confirms that the indicators are measuring their
intended constructs and not unintended constructs. As a result, all the indicators have passed

the discriminant validity criteria.
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4.6.4.2 Discriminant Validity at the Construct Level

The Fornell-Larcker test is slightly different from the cross-loading test in the
examination approach. It uses the square root of the average variance extracted (VAVE) of
each construct and compares it to the correlations between the construct and other constructs
(Fornell & Larcker, 1981). Thus, if the VAVE for each construct (diagonal position) surpasses
the correlation with other constructs in the off-diagonal position, it signifies the construct's

validity and its representation of a distinct concept.

The results from the PLS algorithm test, as depicted in Table 4.12, show that all VAVE
values (bolded values) exceed the inter-correlation values in their corresponding columns

(non-bolded values), which confirms that all constructs are valid measures of unique concepts.
4.6.4.3 Heterotrait-Monotrait Ratio (HTMT)

The HTMT is an assessment method that calculates the true correlation between two
constructs under the assumption of perfect reliability, and it uses the average correlations of
indicators within a construct across various constructs to form the HTMT correlations (Hair
et al., 2019). Henseler has proposed a new version of the HTMT, but the SmartPLS does not
yet support HTMT-V2 (Roemer, Schuberth, & Henseler, 2021). The results from the PLS
algorithm test, as depicted in Table 4.13, show that all HTMT values are less than 0.90 as
recommended by Henseler et al. (2015), which confirms again that all constructs are valid
measures of unique concepts. As a result, all the constructs have passed the discriminant

validity criteria.

Table 4.11 - Evaluation of discriminant validity on the level of the indicators (cross-loadings)

Corporate Green Performance
P Green Green Green
Image

Management & . -
I Rewards & Appraisals (GPMA) Recruitment & Training &
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Compensation Selection Development

(GRC) (GRS) (GTD)
Cl1 0.802 0.554 0.417 0.411 0.487
Cl2 0.798 0.460 0.502 0.377 0.468
ClI3 0.723 0.398 0.335 0.311 0.398
Cl4 0.829 0.525 0.332 0.308 0.539
CI5 0.767 0.499 0.318 0.293 0.459
GPMA2 0.421 0.433 0.819 0.341 0.389
GPMA3 0.384 0.465 0.777 0.286 0.378
GPMA4 0.413 0.504 0.840 0.339 0.450
GPMA5 0.352 0.419 0.798 0.260 0.408
GRC1 0.481 0.812 0.426 0.223 0.470
GRC2  0.540 0.862 0.548 0.361 0.537
GRC3  0.518 0.792 0.412 0.378 0.525
GRS1 0.282 0.194 0.209 0.710 0.235
GRS2 0.353 0.332 0.273 0.799 0.289
GRS3 0.327 0.288 0.275 0.827 0.264
GRS4 0.349 0.367 0.355 0.792 0.286

Table 4.12 - Evaluation of discriminant validity on the level of the indicators (cross-loadings

.. continued)
Corporate Green Green Performance Green Gre_en_
Rewards & . Training &
Image Compensation Management & Recru.ltment & Development
(cn (GRC) Appraisals (GPMA)  Selection (GRS) (GTD)
GRS5 0.396 0.352 0.375 0.825 0.384
GTD1 0431 0.374 0.332 0.252 0.727
GTD2 0.489 0.493 0.431 0.311 0.814
GTD3 0.456 0.503 0.388 0.349 0.788
GTD5 0.472 0.536 0.387 0.236 0.743

Table 4.13 - Evaluation of discriminant validity on the level of the constructs (Fornell-Larcker)

CONSTRUCT Cl GRC GPMA PERV GTD
Corporate Image (CI) 0.785

Green Rewards & Compensation (GRC) 0.625 0.822

Green Performance Management & 0.487 0.564 0.809

Appraisals (GPMA)

Green Recruitment & Selection (GRS)  0.435 0.393 0.381 0.792

Green Training & Development (GTD)  0.602 0.622 0.502 0.374 0.769
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4.7 Assessment of the Structural Model

This structural model aims to test the formulated hypotheses for the direct effects of

GHRMM practices on the manufacturing industry in Palestine, as depicted in Table 4.13.

Table 4.14 - The Research Hypotheses

Hypothesis Path

H1) Thereisa pos_itive re_lationship betwee_n th_e role of_GHRMI\_/I practicesand G-HRM -> ClI
the corporate image in the manufacturing industry in Palestine.

H1.1) Green recrL_Jitmenj[ and selection hgve a posi_tive rolg on improving the GRS - CI
company's image in the manufacturing sector in Palestine.

H1.2) Green train_ing an_d development h_ave a positive rolg on improving the GTD - CI
company's image in the manufacturing sector in Palestine.

H1.3) _Green performance managemenf[ and appraisals have a po§itive rol_e on GPMA - ClI
improving the company's image in the manufacturing sector in Palestine.

H1.4) Green Reward and Compensation have a positive role on improving the GRC - CI

company's image in the manufacturing sector in Palestine.

The structural model assessment consists of evaluating the constructs and the direct

relationships between these constructs, as illustrated in Figure 4.3. As recommended by Hair

et al. (2021), the study conducted a series of analyses techniques, including collinearity issues,

coefficient of determination (R?), effect size (f2), predictive relevance (Q?), path coefficients

for the hypotheses, and the model fit to evaluate the validity of the proposed research model

and hypotheses, as discussed in more detail in the subsequent sections.
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4.7.1 Inner Collinearity
4.7.2 Multicollinearity and Common Method Bias

Multicollinearity is a situation where independent variables are highly correlated, which
can negatively impact the interpretation of results from statistical analysis (Hair et al., 2011;
Kock, 2015). To detect the presence of multicollinearity, the variance inflated factor (VIF) is
commonly used (Hair et al., 2019). Moreover, VIF also can be used to detect the common
method bias (Kock, 2015).

Before evaluating the structural model, it is important to assess lateral (inner) collinearity
as emphasized by Hair, Hult, et al. (2017). When there is severe collinearity, the weights of the
indicators can significantly change, which could lead to incorrect conclusions (Hair et al.,
2021). VIF is used to measure the inner collinearity between each set of predictor variables and
their dependent variable. Thus, if the VIF value is 3.3 or higher, it suggests a potential issue

with collinearity (Diamantopoulos & Siguaw, 2006; Kock, 2015).

Table 4.15 - Multicollinearity Test

Construct VIF

Green Rewards & Compensation (GRC) 1.933
Green Performance Management & Appraisals (GPMA) 1.601
Green Recruitment & Selection (GRS) 1.261
Green Training & Development (GTD) 1.759

The results from the PLS algorithm (SmartPLS) and Linear regression algorithm (SPSS),
as depicted in Table , show that all VIF values ranging from 1.261 to 1.933 are less than the
threshold value of 3.3 as recommended, which confirms the absence of any critical collinearity

issues.
4.7.3 Coefficient of Determination (R?)

Pearson’s coefficients determination (R?), represents the proportion of the variance in the
dependent variable (endogenous) that is explained by the independent (exogenous) variables

(Hair et al., 2019). R? typically ranges between 0 and 1, with higher values indicating a model
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with greater explanatory power (Gotz et al., 2010). R? is also commonly used in calculating the
global goodness-of-fit (GoF) of the model. Thus, an R? value of at least 0.10 is suggested to
guarantee an acceptable variance (Falk & Miller, 1992). Table shows the recommended R?

values from various literature.

Table 4.16 - Coefficient of determination (R?) acceptance

Level of predictive accuracy Literature Support
R? < 0.02: Critical. R2>0.13: Moderate.
R? > 0.02: Weak. R?> 0.26: Substantial. (Cohen, 1988)

The R2 values of Corporate Image (Cl) as indicated in Table were analyzed in the
context of predictive accuracy. The values were found to be 49.6% (R2 = 0.496), which is

considered Substantial according to Cohen (1988).

Table 4.17 - R-square values of Corporate Image (ClI)
R? Power Supported by
0.496 Substantial (Cohen, 1988)

Thus, the result indicates that the study model sufficiently represents the collected data.
Moreover, the model has achieved a substantial level of predictive accuracy and explanatory

power.
4.7.4 The Effect Sizes (f?)

Effect sizes (f?) is a measure of the incremental contribution of an independent variable
(s) to the explanation of a dependent variable (Henseler et al., 2009). In other words, f? can
help researchers determine whether or not an independent variable has a meaningful effect

(Urbach & Frederik, 2010). Table shows the recommended f? value of each independent

variable.
Table 4.18 - Effect Size (f?) acceptance
Analysis name Level of effect Literature Support
f#<0.02: No effect.
. f>>0.02: Small effect size. (Cohen, 1988; Hair,
2
Effect sizes (%) f*>>0.15: Moderate effect size. Hult, et al., 2017)

f?>0.35: Substantial effect size.
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f*<0.005: No effect.

f2>0.005: Small effect size.
f2>0.01: Moderate effect size.
f2>0.025: Substantial effect size.

(A. Kenny, 2018)

The f? values of the independent variables were analyzed using the PLS algorithm, as
indicated in Table . All f? values ranged from 0.011 to 0.110. In more detail, this analysis
shows that Green Rewards & Compensation (GRC) has the strongest effect on Corporate Image
(CD (f* = 0.110, Small), followed by Green Training & Development (GTD) (f*> = 0.095,
Small), Green Recruitment & Selection (GRS) (f> = 0.041, Small). However, Green
Performance Management & Appraisals (GPMA) have no effect on the Corporate Image (CI).
This result highlights the importance of Green Rewards & Compensation (GRC) in explaining

Corporate Image (CI) more than other factors.

Table 4.19 - The f? values of independent variables

Effect size Effect size
Construct f? (Cohen,

1988) (Kenny, 2018)
Green Rewards & Compensation (GRC) 0.110 Small Substantial
Green Performance Management & Appraisals
(GPMA) 0.011 No effect Moderate
Green Recruitment & Selection (GRS) 0.041 Small Substantial
Green Training & Development (GTD) 0.095 Small Substantial

4.7.5 Predictive relevance of the Model (Q?)

Predictive relevance, also known as Stone-Geisser (Q?), is a metric used to assess the
accuracy of a study model (Geisser, 1974). Essentially, it measures the degree to which the
model can predict changes in the dependent variable (Shmueli et al., 2019). To consider the
Model has predictive relevance, the Q? value should be greater than 0 (Shmueli et al., 2019).

Table shows the recommended Q? value of the model.

Table 4.20 - Predictive relevance (Q?) levels

Analysis name  Level of predictive relevance Literature
Support
Predictive Q?< 0: the model hasn't predictive relevance (Hair, Ringle, &

Relevance (Q?) Q?> 0: the model has predictive relevance: Sarstedt, 2013)
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Q%< 0.02: Weak.
Q?>0.15: Moderate.
Q?> 0.35: Strong.

The Q? value of the model was analyzed using the PLSpredict algorithm (folds=10,
repetitions=10) as indicated in Table . The Q2 value was found to be strong (Q2 = 0. 466,
Strong). Thus, the result indicates that the study model has a strong degree of predictive

relevance concerning the Corporate Image (CI) variable (Hair et al., 2013).

Table 4.21 - Predictive relevance (Q?) values of the model
Q2 predict Predictive Relevance Supported by
0. 466 Strong (Hair, Ringle, & Sarstedt, 2013)

In conclusion, almost all the results of the tests imply that the research model is relatively

robust. Accordingly, the path coefficients will be the next steps.
4.7.6 Path Coefficient

The study's research hypotheses were tested using a path coefficient assessment in the
structural model, which measured the strength and direction of the relationship between the
study constructs (Hair, Hult, et al., 2017). Table lists the statistical terms used in hypotheses

testing as well as the recommended values.

Table 4.22 - Path Coefficient levels

Analysis Level of Acceptance Literature Support
P-Values P-Values < 0.05
T-Values T-Values > 1.96 (two-tailed) (Hair, Hult, et al., 2017)

T-Values > 1.65 (one-tailed)

If B value between:
Beta (B) a) 0 to -1: the relation is negative. (Boslaugh, 2012)
b) 0 to 1: the relation is positive.

Path coefficients () typically range from -1 to +1, indicating negative or positive
relationships (Boslaugh, 2012). To explain the influence of variables in a model, path

coefficients greater than 0.100 are considered significant (Urbach & Frederik, 2010). To test
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the significance of interrelations between study constructs, the bootstrapping test is used. The
test should be performed with a large number of resamples, such as 5000, to generate stable
estimates (Hair et al., 2018). Accordingly, bootstrapping (resample = 5000) was performed.
The results of testing the hypotheses using the path coefficients (), T-statistics (T), and

significance levels (P) are presented in Table .

Table 4.23 - The tested hypotheses

Path Beta (p) T-Values P-Values Hypothesis Result
G-HRM - CI 0.691 18.934 0.000 H1) Supported

GRS > CI 0.166 3.176 0.002 H1.1) Supported
GTD > CI 0.293 4.089 0.000 H1.2) Supported
GPMA - ClI 0.097 1.501 0.134 H1.3) Not Supported
GRC > CI 0.324 4.146 0.000 H1.4) Supported

The results of the path coefficient analysis support all hypotheses except for GPMA (i.e.,
H1.3), which was not statistically significant. G-HRM, GRS, GTD, and GRC are all found to
have a significant positive relationship with CI, while PERV. The results are as follows:

H1) GHRMM practices (G-HRM) has a significant relationship with Corporate Image
(CD (B=0.691; t = 18.934; p < 0.05). H1 was thus supported.

H1.1) Green Recruitment & Selection (GRS) has a significant relationship with
Corporate Image (CI) (B =0.166;t=3.176; p <0.05). H1.1 was thus supported.

H1.2) Green Training & Development (GTD) has a significant relationship with
Corporate Image (CI) (B =0.293; t = 4.089; p < 0.05). H1.2 was thus supported.

H1.3) Green Performance Management & Appraisals (GPMA) has no significant
relationship with Corporate Image (CI) (B = 0.097; t = 1.501; p > 0.05). H1.3 was thus not
supported.

H1.4) Green Rewards & Compensation (GRC) has a significant positive relationship

with Corporate Image (CI) (p = 0.324; t = 4.146; p < 0.05). H1.4 was thus supported.



75

4.7.7 The Model Fit

According to (Hair et al., 2019), three fit indices are sufficient for assessing the fit of a
model. Else, will be redundant. Accordingly, the current study will use three measures as
sufficient for assessing the fit of a model. These indices are the global goodness of fit index
(GOF), standardized root mean square residual (SRMR), and normed fit index (NFI). Table

shows the recommended of the used fit measures.

Table 4.24 - Goodness of Fit (GoF)

Level of fit Literature Support

GoF < 0.25: Small.

GoF > 0.25: Medium. (Wetzels, Odekerken-Schroder,
GoF > 0.36: Large. & Oppen, 2009)

SRMR < 0.08: accepted (Hu & Bentler, 1998)

NFI > 0.90: accepted (Bentler & Bonett, 1980)

4.7.7.1 Global goodness of Fit Index (GOF)

The Goodness of Fit (GoF) is a fitting measure that combines the mean of Average
Variance Extracted (AVE) values and the R? of the dependent variable. Its objective is to
assess the model's performance (Henseler & Sarstedt, 2013). The equation for calculating GoF

is provided as follows:

Equation 5.1 — Global GOF

—2 —_—
GoF = |R x (AVEs) = V0496 06328 = 03138688 = 0.560

The calculation of GoF shows that the value is 0.560. Thus, based on the GoF criteria

the model is considered highly valid.

4.7.7.2 Standardized Root Mean Square Residual (SRMR)

It's crucial to recognize that global Goodness of Fit (GoF) measures, commonly utilized
in the validation of models like CB-SEM, are not always appropriate for PLS-SEM (Henseler

& Sarstedt, 2013). Instead, Henseler et al. (2014) have recommended using the Standardized



76

Root Mean Square Residual (SRMR) as a fit measure for PLS-SEM. The SRMR assesses the
discrepancy between observed correlations and the correlations predicted by the estimated
SEM model. It is calculated as the standardized root mean square of the residuals from the
model and reflects the difference between observed and implied covariance matrices. A
smaller SRMR value indicates a better model fit, with a value less than 0.08 considered good
(Hu & Bentler, 1998). The SRMR values of the model as indicated in Table were 0.065.

Thus, based on the SRMR criteria the model is considered valid (Hu & Bentler, 1998).

Table 4.25 - SRMR values of the study model

Saturated model Estimated model Recommended value

0.065 0.065 <0.08

4.7.7.3 Normed Fit Index (NFI)

In addition, Whittaker & Schumacker (2022) suggested using the Normed Fit Index
(NFI) as an additional fit measure. NFI compares the observed and predicted covariance
matrices and provides a standardized evaluation of the model fit. A higher NFI value, greater

than 0.90, indicates a better fit of the model (Bentler & Bonett, 1980).

Table 4.26 - NFI values of the study model

Saturated model Estimated model Recommended value

0.805 0.805 >0.90

The NFI values of the model as indicated in Table were 0.805. Thus, based on the NFI
criteria the model is considered not valid (Bentler & Bonett, 1980). A major drawback is that
an increase in the number of parameters in the model results in a better NFI value (Hair et al.,
2018). Due to this drawback, the value is not to be very high as expected.

The results of the analysis indicate that all fit indices, except for NFI, meet the
recommended level of goodness of fit, demonstrating that the structural model has a good

level of fitness. This finding is in line with the conclusion of Sarstedt, Ringle, & Hair, (2017),
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who suggest that fitness measures are relevant in a PLS-SEM context but less so compared to

CB-SEM. Based on this, the testing of direct hypotheses will be next.

4.8 Summary

The data analysis process in this research unfolded in two main stages. The initial stage
focused on a thorough examination of the data to confirm the appropriateness of Structural
Equation Modeling (SEM). This involved ensuring that all items in the dataset adhered to a
normal distribution and verifying the absence of missing values or outliers. Transitioning to
the second stage, which consists of two steps within SEM, Step (1) entailed establishing
measurement models to assess the reliability and validity of the constructs employed in the
study. In Step (2), structural models were developed to scrutinize the study hypotheses,
exploring the relationships between variables.

Accordingly, a structural model was developed to examine one main hypothesis and four
sub hypotheses. Using Smart-PLS4, these hypotheses were examined using the path
coefficients for each hypothesized path. The results indicated that the effects of G-HRM,
GRS, GTD, and GRC on CI were statistically significant. Thus, the main and sub hypotheses
H1, H1.1, H1.2, H1.4 were supported while hypothesis H1.3 was rejected. The next chapter
provides a discussion of the questions and objectives of study in the light of the results found

in the empirical study along with implications, limitations, and future research.
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Chapter 5: Discussion

5.1 Introduction

This section aims to provide a comprehensive overview of the data analysis process, the key
results obtained, and their implications for the research objectives and broader context.
Through the synthesis of quantitative findings, the section seeks to shed light on the research
questions, hypotheses, and theoretical framework under investigation. Additionally, it offers
insights into the practical implications of the findings, potential avenues for future research,
and any limitations encountered during the study. Overall, this section serves as a critical
component of the research report, offering readers a deeper understanding of the study's

outcomes and their significance.
5.2 Descriptive Analysis of the Latent Constructs

The descriptive statistics for the study's latent constructs reveal generally positive
perceptions among respondents regarding the company's environmental sustainability
practices. Employees viewed Green Recruitment & Selection, Green Training & Development,
Green Performance Management & Appraisals, and Green Rewards & Compensation
favorably, indicating a strong organizational commitment to sustainability. These positive

perceptions likely enhance the company's overall Corporate Image.

Standard deviations indicate variability in employee perceptions, suggesting differences
in individual experiences and attitudes towards environmental practices. This variability
highlights areas for potential improvement in the company's green initiatives. Overall, the

findings emphasize the effectiveness of the company's sustainability efforts and offer insights
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for refining strategies to further align with employee expectations and enhance the corporate

image.

5.3 Assessment of PLS-SEM

In our study, we employed Partial Least Squares Structural Equation Modeling (PLS-
SEM) as the analytical approach due to its adaptability and robustness in handling small sample
sizes and non-normal data distributions, common challenges in social science research. Unlike
covariance-based SEM, PLS-SEM offers greater flexibility and predictive capabilities, making
it suitable for exploratory research and theory development. Through the measurement model,
we assessed the reliability and validity of our measurement instruments, ensuring the accuracy
of our data, while the structural model elucidated the causal relationships among the latent
constructs, providing insights into the complex interplay of factors shaping our research
phenomenon. By leveraging the unique advantages of PLS-SEM, we aimed to uncover novel
insights and contribute to the advancement of knowledge within the field, aligning closely with

the exploratory nature of our research objectives.

5.4 Evaluation of Measurement Model

The evaluation of the measurement model confirms its robustness and reliability. Internal
consistency was high, with Cronbach's alpha values ranging from 0.760 to 0.851 and composite
reliability values from 0.763 to 0.859, indicating strong internal consistency across constructs.
Convergent validity was also robust, with average variance extracted (AVE) values ranging
from 0.591 to 0.676, exceeding the 0.50 threshold and demonstrating that constructs explain a

significant portion of variance in their indicators.

Discriminant validity was confirmed through three methods: cross-loadings, the Fornell-
Larcker criterion, and the Heterotrait-Monotrait Ratio of Correlations (HTMT). Indicators

showed higher loadings on their intended constructs than on others, and constructs had higher
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AVE values compared to correlations with other constructs, all HTMT ratios were below 0.90.
These results affirm that each construct measures a unique concept without overlap. Overall,
the measurement model is validated as accurate and consistent, enhancing confidence in the

study's findings.

5.5 Evaluation of the Structural Model

The structural model assessment of GHRMM practices and corporate image in the

manufacturing industry in Palestine involved several key analyses:

a) Collinearity Issues: Collinearity was assessed using the Variance Inflation Factor
(VIF), with all VIF values ranging from 1.261 to 1.933, indicating no severe collinearity
problems among predictor variables. This suggests that the relationships between

GHRMM practices and corporate image are reliable.

b) Coefficient of Determination (R2): The model demonstrated substantial explanatory
power, with an R2 value of 0.496 for Corporate Image. This indicates that nearly 50% of

the variance in corporate image is explained by the GHRMM practices.

c) Effect Sizes (f?): The effect sizes highlighted that Green Rewards & Compensation
(GRC) had the most significant impact on corporate image (f*>=0.110), followed by Green
Training & Development (GTD) (f* = 0.095) and Green Recruitment & Selection (GRS)
(f?> = 0.041). Green Performance Management & Appraisals (GPMA) had a negligible

effect size (f> = 0.011), suggesting it may not significantly influence corporate image.

d) Predictive Relevance (Q?): The model showed strong predictive relevance with a Q2
value of 0.466, indicating that the model accurately forecasts changes in corporate image

based on variations in GHRMM practices.
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e) Path Coefficients: Significant positive relationships were found between corporate
image and GHRMM practices, Green Recruitment & Selection, Green Training &
Development, and Green Rewards & Compensation. However, Green Performance
Management & Appraisals did not show a statistically significant effect on corporate

image.

f) Model Fit: The model fit was assessed using the Global Goodness of Fit Index (GoF),
Standardized Root Mean Square Residual (SRMR), and Normed Fit Index (NFI). The GoF
(0.560) and SRMR (0.065) indicated a good fit, while the NFI (0.805) fell slightly short of
the desired threshold. Overall, the model was validated as robust and effective in

explaining the relationships among the variables.

In summary, the structural model effectively captures the impact of GHRMM practices
on corporate image, with high explanatory power, strong predictive relevance, and good model
fit. The findings suggest that Green Rewards & Compensation has the most substantial effect
on corporate image, while Green Performance Management & Appraisals may need further

investigation.

5.6 Limitations of the Study

1. Sample size: The study is limited by the small sample size of manufacturing firms in

Palestine. This could limit the generalizability of the findings to other countries or industries.

2. Cross-sectional design: The study is cross-sectional in nature, which means that it only
captures a snapshot of the relationship between green human resource management practices
and corporate image. Longitudinal or experimental designs could provide stronger evidence

for causality.

3. Self-reported data: The study relies on self-reported data from managers in

manufacturing firms, which may be subject to biases or inaccuracies.
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4. Limited scope: The study only focuses on the manufacturing industry in Palestine and

does not explore the potential differences across different industries or regions.

5. Limited variables: The study focuses solely on the relationship between green human
resource management (GHRM) practices and corporate image to provide a clear and in-depth
analysis. While corporate image is influenced by many factors, isolating GHRM practices
allows for a more precise understanding of their specific impact. This approach, though
limited, offers valuable insights and sets the stage for future research to explore additional

factors.

5.7 Overall Interpretation and Implications:

The synthesis of findings from the measurement and structural model assessments
provides a comprehensive understanding of the relationships between Green Human Resource
Management (HRM) practices and corporate image (CI) in the manufacturing industry in

Palestine.

a) Measurement Model Assessment:

The measurement model assessment focused on evaluating the reliability and validity of the
constructs used in the study. Through analyses such as factor loadings, composite reliability,
and convergent and discriminant validity, it was confirmed that the measurement model
adequately captured the constructs of interest. This ensured the robustness of the data and laid

the foundation for subsequent structural model assessment.

b) Structural Model Assessment:

The structural model assessment aimed to test the formulated hypotheses regarding the direct
effects of GHRMM practictes on Cl. Through analyses techniques such as collinearity

assessment, coefficient of determination (R?), effect sizes (f?), predictive relevance (Q?), path



83

coefficients, and model fit evaluation, the validity of the research model and hypotheses were
evaluated. The results revealed significant positive relationships between GHRMM practices
and ClI, highlighting the importance of practices such as Green Recruitment & Selection, Green
Training & Development, and Green Rewards & Compensation in enhancing CI in the
manufacturing sector. However, Green Performance Management & Appraisals did not

demonstrate a statistically significant relationship with CI.

c) Implication and recommendations

The findings of this study have several implications for theory, practice, and policy in the

context of the manufacturing industry in Palestine:

1. Theoretical Implications:

The findings of this study have several theoretical implications for the fields of Human

Resource Management (HRM), sustainability, and organizational behavior:

- Advancement of Knowledge: By empirically demonstrating the relationships between
GHRM practices and corporate image (CI), this study contributes to the theoretical
understanding of how HRM practices influence organizational sustainability. It enriches
existing literature by providing empirical evidence of the positive impact of specific GHRMM

practices on CI in the manufacturing sector.

- Integration of HRM and Sustainability: The study bridges the gap between HRM and
sustainability research by highlighting the role of HRM practices in fostering environmental
sustainability. It underscores the importance of integrating sustainability considerations into
HRM strategies and suggests that HRM can serve as a mechanism for promoting organizational

sustainability goals.
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- Identification of Mechanisms: The study identifies specific mechanisms through which
GHRMM practices influence CI, such as Green Recruitment & Selection, Green Training &
Development, and Green Rewards & Compensation. This provides theoretical insights into the

processes by which HRM practices contribute to shaping organizational image and reputation.

2. Practical implications

The practical implications of the study's results extend to organizational managers, HR

practitioners, and policymakers in the manufacturing industry:

- Strategic HRM Practices: The findings underscore the practical importance of adopting
strategic GHRMM practices to enhance corporate image and organizational sustainability.
Managers can actively recruit candidates with strong environmental values, offer targeted
training to equip employees with green skills, and implement reward systems that incentivize
eco-friendly behaviors. These actions help attract and retain environmentally conscious talent
while strengthening the organization’s reputation as a socially responsible and sustainable

employer.

- Organizational Reputation: By actively implementing GHRMM practices, organizations
can bolster their reputation among key stakeholders such as customers, investors, and the
community. This enhanced reputation can translate into practical benefits like gaining a
competitive edge, fostering greater customer loyalty, and driving improved financial
performance. Prioritizing environmentally responsible practices not only meets stakeholder
expectations but also positions the organization as a leader in sustainability, yielding tangible

business advantages.

- Policy Development: Policymakers can use the findings to develop policies and incentives

that encourage organizations to adopt sustainable HRM practices. By promoting the integration
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of environmental considerations into HRM strategies, policymakers can contribute to broader

sustainability goals and foster a culture of corporate responsibility in the manufacturing sector.

3. Future Research Directions:

Building on the findings of this study, several avenues for future research can be explored to

further advance knowledge in the field:

- Longitudinal Studies: Future research could employ longitudinal designs to examine the
long-term effects of GHRMM practices on organizational performance and sustainability
outcomes. Longitudinal studies would allow for the assessment of how HRM practices evolve

over time and their impact on organizational image and reputation.

- Cross-Cultural Comparisons: Comparative studies across different cultural contexts could
explore variations in the effectiveness of GHRMM practices in enhancing Cl. By examining
cultural differences in attitudes towards sustainability and HRM, researchers can provide

insights into the applicability of GHRMM strategies in diverse organizational settings.

- Mediating and Moderating Mechanisms: Further research could investigate the mediating
and moderating mechanisms that influence the relationship between GHRMM practices and
Cl. For example, studies could examine the role of employee perceptions, organizational
culture, and external stakeholders in shaping the impact of HRM practices on organizational

image.

- Multi-Stakeholder Perspectives: Future research could adopt a multi-stakeholder
perspective to explore how different stakeholders, such as employees, customers, investors,
and the community, perceive the relationship between GHRMM practices and CIl. By
incorporating multiple perspectives, researchers can gain a more holistic understanding of the

implications of HRM practices for organizational reputation and sustainability.
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In summary, the implications of this study for theory, practice, and future research
highlight the importance of GHRMM practices in shaping organizational image and
sustainability in the manufacturing industry. By understanding the mechanisms through which
HRM practices influence Cl, organizations can develop strategies that promote environmental

responsibility and enhance their competitive advantage in the marketplace.

5.8 Conclusion

5.8.1 Summary

This study explored the relationship between Green Human Resource Management (HRM)
practices and Corporate Image (Cl) in the Palestinian manufacturing sector. The analysis
confirmed a significant positive correlation between GHRMM practices and corporate image,
indicating that organizations adopting environmentally friendly HRM strategies tend to enjoy
a more favorable reputation. Specifically, Green Recruitment & Selection (GRS), Green
Training & Development (GTD), and Green Rewards & Compensation (GRC) were found to
significantly enhance corporate image, underscoring the importance of these practices for

building a positive organizational reputation.

However, Green Performance Management & Appraisals (GPMA) did not show 