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ABSTRACT 
 

This study was designed to establish the effect of green employee sourcing on environmental 
sustainability at Capital Fish Limited, Homa-bay town, Kenya. The study adopted a descriptive 
design, specifically a case study at Capital Fish Limited. Both primary and secondary methods of 
data collection were applied. The target population for the study comprised of 255 permanent 
employees, from which a sample size of 156 employees was selected. Questionnaires were used in 
the data collection.  The data was then analyzed using descriptive and inferential statistics and 
presented inform of tables .From the findings, it was concluded that Green employee sourcing had 
a statistically significant effect on environmental sustainability at Capital Fish Limited .The study 
thus recommended that Capital Fish Limited should strengthen its green employee sourcing 
activities through green recruitment, green selection and green employee socialization so as to 
ensure environmental sustainability 
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I. Introduction 

Growing global environmental concerns and the development of international environmental standard 
are creating the need for businesses to adopt formal environmental strategies and programmes (Daily 
and Huang, 2001). Traditionally, a majority of companies around the world have used the compliance 
approach in their environmental or green management initiatives driven by laws and regulations. 
However, in the past several years, environmental forces such as customer boycotts, dynamic 
preferences, and new customer requirements have affected basic business strategies – from pollution 
control to pollution prevention (Brockhoff et al., 1999). Implementation of corporate green 
management initiatives requires a high level of technical and management skills among employees 
due to the facts that the company will develop innovation-focused environmental initiatives and 
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programmes that have a significant impact on the sustainable competitiveness of the firms 
(Callenbach et al., 1993). In this respect, the implementation of rigorous recruitment and selection. of 
employees, performance-based appraisal system, the introduction of training programmes aimed at 
increasing the employees’ environmental awareness and courses addressed to the development of 
new technical and management competencies have a basic importance for fostering environmental 
innovations (Renwick et al., 2008). According Goodland (1995) Sustainable development is concerned 
with meeting the needs of people today without compromising the ability of future generations to 
meet their own needs. Companies now realize that they have to develop a powerful social conscience 
and green sense of responsibility where corporate responsibility is not an altruistic nice to have. The 
HR function will become the driver of environmental sustainability within the organization by aligning 
its practices and policies with sustainability goals reflecting an eco-focus (Esty, 2005). The HR strategy 
must reflect and inspire the ambitions of the HR team and other employees, aligning with the 
company’s strategy, values and culture, deliver sustainable returns to investors, address customer 
needs, identify and respond to emerging societal trends, respond to governmental and regulatory 
expectations, and influence the public policy agenda. In a nutshell creating a green World where 
consumers and employees force change. Some of the successes of environmental sustainability are 
cost saving. Being green not only saves money, it also creates new revenue by attracting customers 
who care about a company's environmental footprint, risk mitigation. As stated by Esty (2005), 
companies adopted sustainability strategies in order to comply with government regulations and 
avoid fines. Now leading-edge corporations are embracing the concept of sustainability in order to be 
a part of the conversation on environmental policy, says Eliot Metzger, a senior associate at the World 
Resources Institute, tax incentives. 
 
a. Statement of the problem  
Companies are also expected to develop environmental management systems for identifying, 
measuring and controlling environmental impacts. They aim at increasing production thus exploiting 
resources in form of raw materials unsustainably, use a lot of fuel as source of manufacturing energy 
resulting to increased amount of wastes informs of toxic gases and biodegradable solids and 
poisonous liquids. These wastes end up polluting the environment and wasting resources, hence the 
operations costly and unsustainable. It is the mandate of HR being the custodian of all employees to 
initiate best practices to bring everybody on board. Integration between human resource management 
and environmental sustainability issues should focus on pollution reduction, cost effectiveness, waste 
reduction, reduced energy consumption, recycling as well as corporate image. However, many 
organizations are not resource efficient; neither do they establish safety measures in their operations 
in an environmental sensitive manner. New staff members are recruited based on their production 
capability competence with little or no focus on the organizational green goals. Despite human 
resource and environmental studies worldwide, few studies have been done in Kenya on Green 
employee sourcing and how they influence environmental sustainability. It is against this back drop 
that the current study berthed. The study was therefore intended to establish the influence of Green 
employee sourcing on environmental sustainability Capital fish limited in Homa-Bay, Kenya. 
 
b. Objectives 

The broad aim of the study was to establish the effect of green employee sourcing on environmental 
sustainability at capital fish limited in Hama-bay County, Kenya. Specific objectives of the study 
included: 

i. to establish the effect of green recruitment on environmental sustainability at Capita fish 
limited, Kenya. 

ii. to examine how green selection affects environmental sustainability at Capita fish limited, 
Kenya. 

iii. to access the effect of green employee socialization on environmental sustainability at Capita 
fish limited, Kenya. 

 
c. Hypothesis  

Ho1: Green recruitment has no significant effect on environmental sustainability at Capita fish 
limited, Kenya. 
Ho2: Green selection has no significant effect on environmental sustainability at Capita fish 
limited, Kenya. 
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Ho3: Green employee socialization has no significant effect on environmental sustainability at 
Capita fish limited, Kenya. 

 
d. Theoretical review   
The ISO 14001 Environmental Management System Model: According to the international standard, 
ISO 14001, an Environmental Management System (EMS) is the part of the overall management 
system that includes organizational structure, planning activities, responsibilities, practices, 
procedures, processes, and resources for developing, implementing, achieving, reviewing and 
maintaining the environmental policy.” The ISO 14001 EMS standard consists of five sections, 
Environmental Policy, Planning, Implementation & Operations, Checking and Corrective Action, and 
Management Review. The social concern about environment has led companies to adopt 
environmental management practices at an increasing rate. Companies voluntarily implement 
environmental management system (EMS) for this purpose. Environmental Management System is the 
most used tool of environmental management in companies. An EMS is a set of management processes 
that requires firms to identify, measure and control their environmental impacts (Bansal and Hunter, 
2003). It provides a management framework for achieving environmental objectives. Companies 
implementing environmental management systems conduct environmental activities to better control 
the company’s environmental impacts. It helps the company in preventing pollution and saving 
company’s money by reducing wastes, reducing energy consumption, carrying recycling activities and 
overall enhancing the corporate image. It contributes to environmental and economic benefits to the 
organizations. One of the major area that have gained prominence as target for environmental 
management in literature is human resources. Human resource is the key resource of any organization 
and can have a significant impact on how the organization operates. Thus the support of human 
resource management practices is considered fundamental for adopting environmental management 
practices (Daily, 2004). It can manage the behaviors of people and can contribute to the green 
movement. It can provide a guiding platform to engage employees in environmentally sustainable 
ways at work to reduce their carbon footprint and embed an ecofriendly culture within the 
organization. Very few studies exist in literature to guide managers in considering the human resource 
factors in order to maximize their efforts in successful implementation of EMS (Daily and Huang, 2001; 
Govindarajulu and Daily, 2004). The current study examined the role of EMS in ensuring 
environmental sustainability at capita fish limited. 
 
e. Empirical review  

Induction for new recruits is seen to be needed to ensure they understand and approach their 
corporate environmental culture in a serious way (Anthony, 1993). Therefore sustainable 
development issues must be integrated into the recruitment process. This involves monitoring the 
long-term competency requirements for the company, providing new employees with information 
about sustainable development policies and commitments, using recruitment procedures which 
support the equitable representation of applicants and recruits in terms of gender, age, racial and 
ethnic groups, sexual orientation, disabled people and other relevant groups (Brio et al., 2007). For 
this the company’s job descriptions should reflect the sustainability agenda and the company’s 
website and other research tools available for candidate access clearly outline its greening endeavors.  
 
Finally the interview questions should be tailored to flesh out potential compatibility with the 
company's green goals. Phillips (2007) reported that the common sections of job descriptions can be 
used to specify a number of environmental aspects. The job title and chain of command must include 
environmental reporting roles and health and safety tasks, which staff are exposed to harmful 
substances, Job purpose must contain a reference to sustainability, the functions of the job list the 
primary duties associated with the position and highlight the specific eco-aspects of the job and 
matching personal attributes to needed environmental competencies, i.e. buying-in specialist 
competencies via new hires or investing in training. These then should be explained in the company’s 
want ads reflecting the company's commitment to sustainable development and ask that all resumes 
contain evidence that the prospects have contributed to triple-bottom-line enhancement in prior 
positions (Beechinor, 2007). 
 
In general, environment concerned companies have their own environmental policy framework. In 
materializing the established environmental policies, companies need environmentally oriented 
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workforce. In creating environmental oriented workforce, companies have two options: First is 
focusing on green recruitment. Second is providing required environmental protection related 
awareness, education, training and development to the existing workforce (Clarke, 2006). The first 
option is more proactive and cost effective than the second option. Hence, searching best green 
recruitment practices is important to organizations. In the recruitment context, what some companies 
are doing is that they integrate corporate environmental policy and strategies with the recruitment 
policy of the company (Clarke, 2006). On the other hand, potential employees also search and want to 
work in the environmental concerned organizations. Attracting environmentally aware talent might be 
facilitated by proactive branding of the organization as a high-quality “green employer of choice” 
(Renwick et al., 2008) Increasingly, firms are beginning to recognize that gaining a reputation as a 
green employer is an effective way to attract new talent (Phillips, 2007; Stringer, 2009). 
 
In the selection context, when making selection for the job vacancies some companies consider 
candidates’ environmental concern and interest as selection criteria. When interviewing candidates or 
evaluating them for selection, environmental-related questions are asked by those companies 
(Wehrmeyer, 1996). Really, these are some of the good green selection practices any organization can 
adopt to select environmental friendly people in addition to the normal selection criteria relating to 
the specific duties of the job being concerned. Induction for new employees seems to be needed to 
ensure they understand and approach their corporate environmental culture in a serious way 
(Wehrmeyer, 1996). Companies can adopt two approaches in respect of green induction. They are 
general green induction and job specific green induction. Some companies practice general green 
induction. After selecting the candidates for the posts, these companies provide necessary basic 
information about the corporate environmental management policy, system and practices. In some 
instances, certain organizations do specific green induction as well to their new recruits. They induct 
new employees about environmental orientation programs specific to their jobs. In general, these two 
green induction practices are important for any organization nowadays.  
 
Organizations should ensure that new recruits understand their environmental responsibilities, 
become familiar with health and safety arrangements, appreciate the corporate environmental culture, 
adopt the company's environmental policy and practices, and know given relevant contact persons 
within the organization (Wehrmeyer, 1996; Renwick et al., 2013). Attracting high quality staff is a key 
HR challenge in the “war for talent” (Renwick et al., 2013). A study on turnover and retention of 
employees argue that the most important benefit dimensions of HR and sustainability are 
retention/recruitment and satisfaction. Firms are now beginning to recognize the fact that gaining 
reputation as a green employer is an effective way to attract new talent (Phillips, 2007; 
Stringer, 2009).  
 
Green recruiting is a system where the focus is given on importance of the environment and making it 
a major element within the organization. Complementing this, the recruits are also enthusiastic, and to 
some extent, passionate about working for an environment friendly “green” company. Recruiting 
candidates with green bend of mind make it easy for firms to induct professionals who are aware with 
sustainable processes and are already familiar with basics like recycling, conservation, and creating a 
more logical world. Grolleau et al. (2012) in their study on impact of environmental standards of a 
company on recruitment of an employee found that environmental commitment of the company adds 
to profile of a company. In their primary survey, they found that professionals were more concerned 
with respect to the environmental strategy of a company. 
 
f. Conceptual frame work  
The conceptual framework diagram shows the interplay between the major variables of the study that 
is independent and dependent variables. The conceptual framework diagram is shown in figure 01. 
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 Ho1  
 
  Ho2 
 
 
   Ho3 
 
 
         Independent variables                                                           Dependent variable 
                

Figure 01. Conceptual framework. 
 

II. Materials and Methods 

a. Research design and population: This study adopted descriptive research design that utilized 
quantitative approach. It was a case study of Capital fish limited in Homa- bay Kenya. The researcher 
settled for a case study because of the wide distribution of the study population that would make data 
collection difficult, especially with the limited time available for the research. A population can be 
defined as the total collection of elements about which inference is made and refers to all possible 
cases which are of interest for the study or the entire group of individuals under consideration in any 
field of inquiry and have common attributes (Mugenda and Mugenda, 2003). The target population 
constituted all permanent employees working in capital fish limited homa-bay town which constituted 
255 employees. Sampling frame is the list of all elements from which the sample is to be drawn 
(Mugenda & Mugenda, 2003). All the 255 employees were drawn from different department including 
production, human resource, finance, purchasing and supplies and marketing departments. The 
following formula developed by Yamane (1967) was used to determine the sample size for the study;    
            n =   N/ (1+N (e2)) 
 
Where;    n = the desired sample size, e = probability of error (i.e., the desired precision, e.g., 0.05 for 
95% confidence level) N=the estimate of the population size.   
 
n =   255 / (1+255 (0.0052)) = 156 
This yields a sample size of ‘n’ 156 
 
Employees were subdivided categorically according to the departments using stratified sampling. The 
number of employees sampled in every stratum (department) was determined proportionally. The 
sampled employees were then selected using simple random sampling to get representatives from 
every stratum. 
 
b. Data collection: Data collection instruments as the techniques and tools that are used for the 
purpose of data collection (Mbwesa, 2006). Primary data was collected using structured 
questionnaires. Structured research questionnaires were developed so as to collect data on each 
research indicator in line with specific research objectives.  The questionnaires were administered by 
the researcher to all the respondents. The respondents were given one week to fill the questionnaires 
after which they were collected for analysis. A pilot test was conducted in the production department 
capital fish limited among 10 employee to determine the reliability of the research instruments. The 
information generated during pilot study was used for Testing reliability and Validity of research 
instrument used in the study. Reliability is the extent to which results of a study are consistent over 
time and there is an accurate representation of the total population under study and aims at 
establishing the ability of the research instruments to produce similar results over time. Cronbach 
alpha coefficient was computed and compared with the threshold of 0.7 to ensure there is reliability. 
The calculated Cronbach alpha coefficient was 0.8 which is above the threshold of 0.7 hence the 
research instrument was reliable enough. According to Kothari (2004), content validity is a function of 
whether the dimensions or elements of a concept have been captured. Validity test was conducted to 
ensure all indicators measured are adequately represented through brainstorming with colleagues in 
human resource management discipline as well as consulting research experts and experienced 
scholars from the university.  
 

Green Recruitment 
 

Green Selection 
 

Environmental 
Sustainability 
 

Green employee 
socialization  
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c. Data processing and analysis: Collected data was first checked for completeness and 
comprehensibility. The data was then coded and analyzed using the SPSS. Both descriptive analysis 
(mean, frequencies and standard deviation) and inferential analysis (Pearson correlation and multi 
regression) were carried out. The research findings were then presented using frequencies; 
percentages displayed in tables whose interpretation facilitates conclusions and recommendations.  
 

d. Empirical model 

The empirical model used is shown in regression equation (1).  

Y = β0 + β1X1 + β2X 2 + β3X3 + e………………………………………………..………………….…………… (1) 

Where; Y – Environmental Sustainability, β0 – intercept term (Constant), β1 – β3 – coefficients of 
independent variables , X1- Green Recruitment , X2 – Green selection, X3- green employee socialization 
and e- Error term 
 
III. Results and Discussion 

a. Descriptive analysis 

Response rate and background information: Out of the 156 questionnaires that were issued among 
the various respondents at the fish manufacturing firms, 110 were returned and were useable for the 
study accounting for 70 % response rate. The results on back ground information in iindicated that 
majority (66.3% ) of the respondents had worked in the organization for between 2 and 5 years 
indicating that there is high staff turnover in the organization as most of them have been with the 
company for just over a year. The results also indicate that most (48.2%) of the respondents were 
Diploma holders. It is also clear from the results that majority (60.5%) of the respondents were male 
while 39.5 % were female implying that the organization human resource  department has met the 
one third gender rule stipulated in the constitution.  

Green employee sourcing: Study sought to determine the extent to which Green Employee Sourcing 
was being used in the company to improve environmental sustainability. All the measures were on a 
five point Likert Scale where; 1=strongly disagree, 2= Disagree, 3=Not sure, 4=Agree, 5=strongly agree. 
These results are as summarized in Table 01. 

Results in Table 01 indicate ways Capital fish limited practices green employee sourcing. Generally it is 
evident that the company has implemented green employee sourcing as evidenced by larger 
proportions of responses that either strongly agreed or agreed with the statements posed by the 
researcher in the questionnaires. 

Environmental sustainability: The study also sought to establish achievements towards 
environmental sustainability of the company as contributed by green employee sourcing practices. 
Statements on sustainability was to be rated by respondents on a likert scale. The responses are 
presented in table 02. 
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Table 01. Green employee sourcing  

No Statements  SA A N D SD 

1 The company’s job descriptions usually 
reflect the sustainability agenda. 

20 68 19 3 0 

2 The companies interview questions are 
tailored to flesh out potential 
compatibility with the company's green 
goals 

10 59 32 7 2 

3 The companies job title and chain of 
command includes environmental 
reporting roles and health and safety 
tasks  

14 57 34 5 0 

4 The companies Job purpose contain a 
reference to sustainability agenda of 
company 

16 62 29 2 1 

5 company’s job adverts reflects the 
company's commitment to sustainable 
development  

6 60 33 7 4 

6 Job adverts of the company shows 
which staff are exposed to harmful 
substances in work environment  

15 61 32 2 0 

7 The company conducts environmental 
orientation programs specific to their 
jobs 

20 49 35 3 2 

8 The functions of the jobs highlight the 
specific eco-aspects of the job  

23 66 18 3 0 

 

From table 02, generally the company is performing exemplarily as regards to environmental 
sustainability as shown by high proportions of respondents who supported most statement 
concerning environmental sustainability in the likert scale by agreeing or strongly agreeing. 
 

b. Correlation analysis  

Table 03 shows the results on the level of correlation between the independent and dependent 
variable. Bivariate Pearson correlation coefficient was used for the study. The independent variables 
were green recruitment, green selection and green employee socialization while the dependent 
variable was environmental sustainability. 
 

Results in Table 03 show the bivariate parsons correlation between green employee sourcing 
variables and environmental sustainability of at Capital Fish limited Kenya. Green selection was 
moderately positively and significantly correlated with environmental sustainability < 0.05 (r=0.471, 
p= 0.009, α = 0.01) , green selection was moderately positively and significantly correlated with 
environmental sustainability (r= 0.373,  p= 0.007, α = 0.01)  and finally green employee socialization 
was significant and strongly positively correlated with environmental sustainability (r = 0.735,p 
=0.001, α =0.01) 
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Table 02. Environmental sustainability 

No Environmental Sustainability SA A N D SD 

 Environmental impact      
41 Wastes from production and other 

departments are timely disposed off by  
the company 

13 83 13 1 0 

42 There is reduced output of solid wastes 
from the company 

11 45 21 30 3 

43 The wastes produced by the company 
pause very little threat to environment 

21 43 18 25 3 

 Regulatory compliance       

44 The company has a license issued by 
NEMA 

107 3 0 0 0 

45 The company conducts EIA for all its 
new investment projects before 
commencement 

109 1 0 0 0 

 Stakeholder relations       

46 There is reduced complains among 
members of local community about 
pollution of environment 

22 85 3 0 0 

 Organizational systems       

47 The company has invested in heavily in 
waste recycling  for major waste 
products  

21 78 11 0 0 

48 The finished products from the 
company are eco designed and friendly  

14 84 12 0 0 

 
Table 03. Summary of correlation analysis 

 GR GS GES ES 

GR Pearson Correlation 1 -.049 .042 .471** 

Sig. (2-tailed)  .909 .922 .009 
N 110 110 110 110 

GS Pearson Correlation -.049 1 -.389 .373** 

Sig. (2-tailed) .909  .341 .007 
N 110 110 110 110 

GES Pearson Correlation .042 -.389 1 .735** 

Sig. (2-tailed) .922 .341  .001 
N 110 110 110 110 

ES Pearson Correlation .471** .373** .735** 1 

Sig. (2-tailed) .009 .007 .001  
N 110 110 110 110 

** correlation is significant at the 0.01 level (2-tailed), Independent Variables: Green Recruitment (GR), Green 
selection (GS) and Green Employee socialization (GES), Dependent variable: Environmental Sustainability (ES) 

 
c. Regression analysis  

The study used simple OLS Regression analysis that was multiple in natures as there were three 
independent variables. Multiple regression analysis involved calculation of coefficient of 
determination (R2), Analysis of Variances (ANOVA) and regression coefficients  
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Table 04. Model summary 

Model R        R Square    Adjusted R Square Std. Error of the 
Estimate 

1 .429 a .184 .173 2.20620 
a. Predictors: (Constant), Green Recruitment (GR), Green Selection (GS), Green Employee Socialization 
(GES) and Environmental Sustainability (ES) 

 
The overall correlation coefficient (R) between independent variables green employee sourcing and 
environmental sustainability was 0.429 as shown in table 04. This means that there is a moderate 
positive relationship between green employee sourcing and environmental sustainability at capital 
fish limited. Furthermore, tables 04 indicate that the model explains only 17.3 % of the variations in 
sustainability at Capital fish limited as shown by adjusted R2 of 0.173. Hence 82.7% Variations in 
environmental sustainability is explained by other factors not included in the model.  
 

Table 05. ANOVAa 

Model Sum of Squares Df Mean Square F Sig. 

1 Regression 17.440            4 4.360 3.034 .001b 

Residual 150.887 105 1.437   

Total 168.327 109    

a. Dependent Variable: Environmental Sustainability, b. Predictors: (Constant), GR, GS and GES  

 
According to table 05, the overall significance of model 1 was 0. 001 with an F value of 3.034. The level 
of significance was lower than 0.05 and this means that green employee sourcing shows statistically 
significant effect on environmental sustainability at Capital Fish limited, Kenya.  
 

Table 06. Coefficients of independent variables 

 
Table 06 further, shows the coefficients of independent variables (Green Recruitment, Green Selection 
and Green Employee Socialization) the values of p and values of t .The model was thus estimated as 
shown in equation (2). 
 
Y= 12.871+ +.837X1+.071 X2 +. 468 X3……………………………………………………………………………… (2)  
 
The estimated model equation (2) simplifies the causal effect relationship between Green Employee 
Sourcing and Environmental Sustainability at Capital Fish Limited. The value 12.871 is the intercept 
term of the model showing the level of performance when the independent variable in the model are 
held constant at zero. Green Recruitment had a statistically significant effect on environmental 
sustainability at Capital Fish Limited, Kenya, the first null hypothesis was thus rejected (β2 = .837, t = 
2.226, p = .013 and α = 0.05). Green selection had a statistically insignificant effect on Environmental 
Sustainability at Capital Fish Limited, the second null hypothesis was accepted (β3 = .071, t = .291, p = 
.064 and α = 0.05) and finally, Green Employee Sourcing had a statistically significant effect on 

Model   1 Unstandardized Coefficients Standardized 
Coefficients 

 
t 

 
        Sig. 

B Std. Error Beta 

 (Constant) 12.871 .910  14.144 .000 

GR .837 .376 .661 2.226 .013 

GS .071 .244 .054 .291 .064 

GES .468 .145 .460 3.227 .002 

a. Dependent Variable: Performance of SMEs    
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environmental sustainability at Capital Fish Limited, the third null hypothesis was thus rejected (β4 = 
.468, t = 3.227, p = .002 and α = 0.05).  
 

IV. Conclusion  

The study was carried out to establish the effect of green employee sourcing on environmental 
sustainability at capital fish limited Kenya. The study concluded that green employee sourcing had a 
statistically significant effect on environmental sustainability at capital fish limited Kenya. When 
Management of Capital Fish Limited Kenya, insisted on recruiting and selecting employees who are 
eco-concerned, the company was able to improve its environmental sustainability. This is evidenced 
by positive correlation between green employee sourcing and environmental sustainability which was 
statistically significant and the acceptance of the first and second null hypothesis. The study therefore 
recommend to management of Capital Fish Limited Kenya as follows: Green recruitment and green 
employee socialization needs to be emphasized at every Human resource process in order to have 
better environmental sustainability at Capital Fish Limited although the issue of green selection 
should not be over emphasized. The current study was a case study with limited usability of findings at 
Capital Fish Limited, Homa-Bay town, Kenya. Future researches should be a survey covering all 
manufacturing firms in homa-bay Kenya if possible the whole of Kenya to generate a report that has 
relevance across all manufacturing firms. Additionally, future studies should look into other Green 
human resource practices like green employee communication, green punishment, green staff 
separation etc., were not in the scope of this study. This will enable total study on all green human 
resource practices possible.  
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