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Abstract

Hospitals are increasingly expected to implement environmentally sustaina-
ble practices, owing to regulatory requirements and the need to balance eco-
nomic and social considerations in a highly competitive sector. The achieve-
ment of hospital performance goals in an eco-friendly environment is usually
determined by the effectiveness of its green employee resourcing policy and
practices. The objective of this study was to determine effect of green em-
ployee resourcing practice on performance of devolved healthcare services.
The study applied mixed-methods research design whereby the researchers
combined the elements of quantitative and qualitative approaches. The study
targeted 5,960 employees working in 12 Level Five Hospitals in Kenya. This
study applied a multi-stage random sampling, which refers to dividing the
population into units or smaller and smaller groups and selecting the sample.
In the first stage, simple random sampling was used to select four of the 12
Level Five Hospitals with an accessible population of 1310. In the second
stage, purposive sampling was used to select a sample of 131 respondents
representing 10 % of the accessible population. Data collection tools were
questionnaire, interview and document analysis. The study applied descrip-
tive and inferential statistics to analyze data. Content analysis was used to an-
alyze qualitative data. The study conducted a one-way ANOVA test to test the
research hypothesis. The study findings revealed a strong positive and signif-
icant linear relationship between green employee resourcing and perfor-
mance of devolved healthcare services. The study concluded that green em-
ployee resourcing had a significant positive effect on performance of devolved
healthcare services. The study recommended that performance of devolved
healthcare services should increase performance if they regularly used green
recruitment methods guided by public service employee resourcing policy;
advertised job openings in hospital website, received job applications online,
conducted online interviews, which create paperless offices and reduces cost
on printing paper. In addition, selecting individuals who have contributed
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towards green goals improves performance of devolved healthcare services.
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1. Introduction

The growth of the economy and the environment, as well as the rapid advance-
ment of technology, have created a volatile market (Sharifa & Mohamed, 2019).
Organizations are now required to manage and use their resources sustainably.
An organization’s commitment towards to saving the environment is an indica-
tor of its environmental performance. This performance is influenced by the
ability of the organization to control pollution, reduce waste discharge and im-
plement recycling and reuse practices (Gupta, 2018). Countries generally per-
form poorly economically for several reasons, including slow-moving political
reforms, weak financial markets, a predominance of underperforming public
sectors, and severe trade barriers. Additionally, a general lack of governmental
stability in these nations has led to conflict, social unrest, and waves of migration
(United Nations, 2020).

The 2030 Agenda of United Nations Sustainable Development Goals adopted
by member states in 2015 puts emphasis on the significance of solving problems
facing countries currently in sustainable manner so as to safeguard the needs of
future generations (United Nations Environment Program, 2022). Climate
change and preservation of natural ecosystem should be given priority as nations
address their current problems, such as health, education, poverty, and inequal-
ity. According to Ren et al. (2018), Green HRM is an important mechanism that
can be used to proactively address environmental issues of organizations.

In the words of Opatha and Arulrajah (2014), green HRM refers to the poli-
cies, practices and systems that make employees of the organization green for
the benefit of the individual, society, natural environment, and the business. The
main aim of green HRM is to transform ordinary employees into green employ-
ees so as to achieve organizational goals while at the same time contributing sig-
nificantly towards environmental sustainability.

Green HRM is the application of HRM policies and practices by management
to attain sustainable utilization of organizational resources in an eco-friendly
environment which also enhances employee motivation for organization per-
formance (Mampra, 2013). The development of Green HRM is not only the
awareness of environmental concerns like saving energy and waste reduction.
The green HRM also includes the degree of improvement in the economic and
social well-being of individuals and organizations, such as enhanced profits and

work-life balance. Green HRM comprises specific practices and policies regard-
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ing human resources in line with sustainability’s economic, social, and environ-
mental pillars. Haridas and Sivasubramanaian (2016) investigated the level of in-
fluence of Green HRM practices on the performance of Manufacturing Indus-
tries in Kerala, Pakistan. The result of the regression analysis showed that the
green practices of HRM, such as green recruitment, green training and employee
involvement have a significant impact on the firm performance.

Organizations that adopt Green human resource practices can have a positive
effect on environmental performance (Obeidat et al., 2020; financial perfor-
mance (Zaid et al., 2018); and social performance (Zaid et al., 2018). Adoption of
green HRM practices by employees can enhance eco-friendly behavior among
employees (Saced et al., 2018; Kim et al., 2019); create organizational commit-
ment (Kim et al., 2019), and improve employee performance (Ragas et al., 2017).
The application of green HRM may indirectly influence reduction of employee
turnover intentions through a motivational, psychological and social process.

Priya and Kamlesh (2016) argue that in materializing the established envi-
ronmental policies and practices, companies should put in place environmental-
ly-oriented workforce. In developing environmentally-oriented workforce,
companies should focus on green recruitment and provision required environ-
mental protection related awareness, education, training and development to the
current organization workforce. Adjei-Bamfo et al. (2020) argue that recruit-
ment is a process of attracting a pool of qualified job applicants at the right time
to fit in the right jobs in an organization. Green recruitment is the process of lo-
cating and encouraging potential applicants with environmental management
knowledge and ability to apply for existing or anticipated job positions (Walker
et al., 2011).

1.1. Statement of the Problem

The importance of GHRM practices has grown from global trends by United
Nations Environmental Program for transition to green economy and the need
for International Labour Organization to expand opportunities in green jobs
(Aburahma et al., 2020). Further, the stakeholders of firms are getting more and
more concerned about sustainable use of resources and sustainable environ-
ment, and so there is a growing need to integrate green skills into HRM practic-
es. The recent growing interest in environmental issues and increasing concern
about the impact of our day-to-day activities on the environment and the de-
pleting natural resources has triggered individuals and organizations to go green,
including healthcare service organizations. It is the HRM function that can ena-
ble organizations to align their employee resourcing policies to green goals and
drives green employee resourcing practices to be ingrained in the culture of an
organization so as to enhance performance and environmental sustainability
(Arulrajah et al., 2015; Kim et al., 2019). As an area of management research,
GHRM is an emerging issue in management, but unfortunately there is scarcity

of research in this area and only a few studies have been done in developing
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economies and in European countries (Mwita, 2019; Sharifa & Mohammed,
2019). The gap in literature exists in the form of the coverage of GHRM, models
of GHRM, and scope of GHRM (Bhutto & Auranzeb, 2016; Huma et al., 2017).
Although Level Five Hospitals could be practicing greening, only a few studies
have considered how green employee resourcing (GER) practice affect perfor-
mance of devolved healthcare services, particularly in developing countries like
Kenya. Therefore, the focus of this study was to determine the effect of green
employee resourcing practice on performance of devolved healthcare services in
Kenya.

1.2. Objective

To determine effect of green employee resourcing on performance of devolved

healthcare services in Kenya.

1.3. Research Hypothesis

Hy: Green employee resourcing has no significant effect on performance of de-

volved healthcare services in Kenya.

2. Literature Review

The study was anchored on resource-based theory of Grant in 1991. The theory
posits that the main drivers of organizational strategic performance are its re-
sources (Salman, Ganie & Saleem, 2020). Armstrong (2016) suggested three im-
portant components of HRM that constitute a resource for the firm. These are:
the human capital pool comprising of stock of employee knowledge, skills, mo-
tivation and behaviours; the flow of human capital through the firm; and the
dynamic processes through which organizations change themselves. The incor-
poration of environmental concerns into the culture of the organization may de-
liver environmental capabilities that competitors would find hard to imitate,
which would give a firm an advantage over competitors (Russo & Fouts, 1997).
Resource-based theory and green employee resourcing are interconnected con-
cepts that focus on leveraging the hospital’s human resources to achieve compet-
itive advantage while promoting sustainability. For Level Five hospitals to
achieve sustained competitive advantage in performance, they should adopt
green employee resourcing practice that emphasize on environmental manage-
ment issues, particularly green recruitment methods such as advertising jobs in
hospital websites and other electronic media, and receiving email applications.
Selection method should be online video interviews, Selection criteria should be
based on green skills and awareness of the prospective employee. Green em-
ployee resourcing increases number of green employees who are inimitable to
drive competitive advantage and support enhanced performance of devolved
healthcare services. This also improves reputation of the hospital on matters of

environmental management.
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Green employee resourcing requires that corporate environmental culture of a
company to be integrated with the recruitment process. Interviews should be de-
signed in such a way that one should evaluate the applicant’s qualifications with
the firm’s greening strategies (Rawashdeha, 2018). Razab et al. (2015) recom-
mended that when interviewing prospective job candidate, environmental-
ly-related questions should be asked as an important interview criterion. During
short-listing of job candidates, the best environmentally committed applicants
who have shown concern with firms’ greening programs should be chosen
(Jabbour et al., 2013). The candidates should also possess environmental aware-
ness skills that may enhance a positive relationship between human resource re-
cruitment and labor productivity to exist. Establishing employer brand as a
green employer is an effective way to attract applicants and businesses apply ad-
vertisement to promote their environmental and organizational performance,
environmental policy, and environmental image, which helps persuade people to
apply for such positions. Job descriptions should be designed in a way that in-
cludes abilities and information that candidates require, along with explanation
of the environmental duties and responsibilities of candidates should possess to
fulfil those roles (Chaudhary, 2020).

Green employee resourcing (GER) practice is very important component in
the entry of human resources in the organization as both influence organiza-
tion’s performance and sustainability. Green employee resourcing comprises of
green recruitment and selection. Green recruitment is defined as the process of
advertising to attract a pool of individuals with knowledge, skills and behaviors
that are related with environmental management system (Shoeb & Tahir, 2015).
Recruiting candidates who are green makes it easy for firms to attract and select
for induction professionals who are aware of sustainable processes and are al-
ready familiar with environmental initiatives like recycling, conservation, and
creating a more sustainable world. Green recruitment includes environmental
management criteria in the advertisement messages; it is usually paper-free re-
cruitment process with reduced environmental impact (Opatha, 2013).

Ragas et al. (2017) asserted that process of recruitment can assist firms in
producing effective performance, including performance related to the envi-
ronment by ensuring that newly hired staff is aware and able to maintain envi-
ronmental culture of the organization. Mishra (2017) suggested that green activ-
ities comprise of video recruiting and use of online and video interviews, which
are meant to minimize travel requirements of job candidates. The best HR prac-
tice in greening a company is the use of online applications to reduce paper us-
age and costs through computerized human resource information systems, and
applicant tracking systems that streamline hiring efforts. Under green recruit-
ment, applications are usually invited through online media like e-mail, online
application forms. If possible, telephone or video-based interviews are conduct-
ed to minimize any travel-related environmental effect. Priya and Kamlesh

(2016) argue that in materializing the established environmental policies and
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practices, companies should put in place environmentally-oriented workforce.
In developing environmentally-oriented workforce, companies should focus on
green recruitment and provision required environmental protection-related
awareness, education, training and development to the current organization
workforce.

Jose Chiappetta Jabbour (2019) states that greening is the process of linking
environmental management initiatives into functional dimensions of human
resource management such as recruitment, selection, performance appraisal,
rewards, employee involvement, job description and job analysis among others.
Multi-national companies are marketing themselves as Green HRM practition-
ers so as to attract employees who have a great knowledge and understanding of
green practices and environmental sustainability issues (Bhutto & Auranzeb,
2016). Halawi and Zaraket (2018) argue that when recruiting, companies need
the following tasks: green environmental management, role descriptions for
managers and employees; green targets and goals; recruitment of candidates who
are Green aware; and green employer of choice.

An Independent variable is the presumed cause of the dependent variable,
while the dependent variable is the presumed effect thought of as consequence of
the change in the independent variable (Kothari, 2019). According to this study,
green employee resourcing is the independent variable operationalized using
three indicators and performance of devolved healthcare services is the depend-

ent variable operationalized using three indicators, as shown in Figure 1.

Performance of Devolved
Healthcare services

- Number of cases attended to
- Client satisfaction

- Revenue generation

Green Employee Resourcing
- QGreen recruitment methods
- QGreen Selection methods

- Selection criteria

Figure 1. GER and performance of devolved healthcare services.

2.1. Green Employee Resourcing

Green employee resourcing practices are very important components in the en-
try of human resources in the organization as both influence organization’s per-
formance and sustainability. Green recruitment can be defined as the process of
advertising to attract a pool of individuals with knowledge, skills and behaviors
that are related to environmental management system (Shoeb & Tahir, 2015). In
green recruitment, the individuals are required to have interest and passion
about working for an organization that is environment friendly. Recruiting can-
didates who are green makes it easy for firms to attract and select for induction
professionals who are aware of sustainable processes and are already familiar
with environmental initiatives like recycling, conservation, and creating a more
sustainable world. Green recruitment includes environmental management cri-
teria in the advertisement messages; it is usually paper-free or online recruit-

ment process with reduced environmental impact (Opatha, 2013).
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High quality job candidates who share environmental management values are
attracted by organizations that are adopting green business practices (Shah,
2019). Successful organizations attract their prospective employees through en-
vironmental-related messages they communicate to the public. Ragas et al.
(2017) asserted that process of recruitment can assist firms in producing effec-
tive performance, including performance related to the environment by ensuring
that newly hired staff is aware of the environmental culture of the organization
and he/she can maintain the environmental values followed by the organization.
Mishra (2017) suggest that green activities comprise of video recruiting and use
of online and video interviews, which are meant to minimize travel requirements
of job candidates. Further, the best HR practice in greening a company is the use
of online applications to reduce paper usage and costs through computerized
human resource information systems, and applicant tracking systems that
streamline hiring efforts (Mishra, 2017). If possible, telephone or video-based
interviews are conducted to minimize any travel-related environmental effect.

To attract and retain talent efficiently and effectively is one of the ways to be
greener in people management practices. The advertisement for vacant posts at
the Level Five Hospitals are usually reviewed to determine which media outlet
the advertisement should be published in order to ensure wide coverage. For
cost effectiveness, a link directing the applicants to the County website where the
job vacancies and job requirements are posted should be made use of. Jose
Chiappetta Jabbour (2019) states that greening is the process of linking envi-
ronmental management initiatives into functional dimensions of human re-
source management, such as recruitment, selection, performance appraisal, re-
wards, employee involvement, job description and job analysis, among others.

According to Arulrajah et al. (2015), companies have environmental policies
that help them attract environmentally aware talent and they also brand them-
selves as organizations of green employer of choice. In addition, these organiza-
tions usually prepare job advertisements that express certain environmental val-
ues so as to attract potential employees who are green aware. Halawi and Zaraket
(2018) argue that when recruiting, companies need the following tasks: green
environmental management, role descriptions for managers and employees;
green targets and goals; recruitment of candidates who are Green aware; and
green employer of choice. Additionally, organization green activities should in-
clude the minimum use of stationery in recruitment and interview process, per-
formance appraisals, and learning and development. Green employee resourcing
is the process of hiring services of prospective employees with required skills
that promote corporate environmental culture and performance of a company.
Interviews should be designed in such a way that one should evaluate the appli-
cant’s qualifications with the firm’s greening strategies (Rawashdeha, 2018).

Adjei-Bamfo et al. (2020) opine that selection is the process of choosing the
best applicant for the job and the process comprises sifting through the applica-
tions, drawing a short-list of candidates whose qualifications match closely with

job description (screening), inviting and interviewing these candidates, making

DOI: 10.4236/0jbm.2024.125184

3698 Open Journal of Business and Management


https://doi.org/10.4236/ojbm.2024.125184

N. M. Bogonko et al.

selection decision based on selection criteria, conducting background check
from referees, making an attractive job offer to selected candidates and induct-
ing them into the organization. Razab et al. (2015) recommended that when in-
terviewing prospective job candidate, environmentally-related questions should
be asked as an important interview criterion. During short-listing of job candi-
dates, the best environmentally committed applicants who have shown concern
with firms’ greening programs should be chosen (Jose Chiappetta Jabbour,
2019).

Organizations should evaluate their job applicants during interview to deter-
mine if they have the necessary environmental competences needed in perform-
ing a specific job (Wehrmeyer, 2017). Managers of organizations must employ
certain screening methods which ensure that only job applicants who are sensi-
tive and committed to environmental concerns are shortlisted for interview. Es-
tablishing employer brand as a green employer is an effective way to attract ap-
plicants and businesses might apply advertisement to promote their environ-
mental performance, environmental policy, and environmental image, which
can help persuade people to apply for such positions.

Green selection refers to the picking or hiring individuals who are likely to be
committed to service delivery while being sensitive to environmental issues that
have potential to environmental sustainability (Wehrmeyer, 2017). Therefore,
organizations should ensure that green selection method is used to screen job
applicants to establish if they possess required competences for the performance
of specific jobs. Green induction is about using technology such as Webcams to
induct new employees. This is green technology that may be used to save time,
energy and carbon emissions associated with travels to employer’s premises for
interview. The selection criterion should be based on ranking the candidates’
performance and the high-quality individual with key environmental skills re-
quite to perform specific job and has demonstrated commitment and sensitivi-
ty to environmental issues should be considered for employment and contact-
ed through e-mail or telephone. Green selection is a method used to identify,
evaluate and verify a job applicant’s eco-friendly values and sensitivity to en-
vironment-related concerns (Masri & Jaaron, 2017). Therefore, job applicant’s
overall suitability criteria for the job should be based on the candidate’s green
qualifications.

Huma et al. (2017) conducted a study on the impact of green human resource
management practices on job seekers’ attraction in Pakistan. The study findings
indicated that green HRM practices had positive impact on job seekers’ attrac-
tion and employer good reputation was found to increase positive effect of green
HRM practices on job seekers’ attraction. A study was conducted by Guerci et al.
(2016) to explore the impact of green recruitment practices on attraction of job
seekers in Italian context. The study found that the amount and quality of green
information provided on the website of an organization regarding green re-
cruitment practice play a major role in attracting qualified job applicants. The
information about jobs and relevant conditions of employment provided on or-
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ganization website usually reduces ambiguity about the employer and jobs
available to the job applicants.

Hameed and Mohamed (2016) investigated the influence of HRM Practices on
performance of Hospitals in India. This study used a sample of 250 nurses drawn
from the population of 600 nurses. The research concluded that when there are
healthy HRM practices in Hospitals, it will result in the development of individ-
ual productivity and organizational performance in hospitals. Javed and Cheema
(2017) investigated the impact of adoption of green human resource manage-
ment in the agricultural industry and the results indicated a positive relationship
with organizational outcomes. Green resourcing of employees in agricultural
sector was found to help in conserving the environment and attaining superior
performance. Research was conducted by Rawashdeha (2018) about the impact
of green HRM on environmental performance of health service organizations in
Jordan. Data was collected from a sample of 87 respondents using a question-
naire. The study found a significantly positive relationship between Green HRM
practices and environmental performance.

Danilwan et al. (2020) carried out a study titled inducing organizational citi-
zenship behavior through GHRM bundle and its impact environmentally sus-
tainable performance in Indonesian healthcare sector. Green hiring had an effect
on the dependent variable and the study concluded that if healthcare service
management in Indonesia made some productive and green-related strategies,
then favorable outcomes would be generated with enhanced sustainable growth
rate in the sector. Mwita and Kinemo (2018) investigated the role of green re-
cruitment and selection on performance of processing industries in Tanzania—a
case of Tobacco Processors limited. The research findings indicated that organi-
zations which practice green recruiting and selection attracted more and better
job applicants than organizations which don’t practice. In addition, the study
found the existence of a positively linear relationship between green recruiting,
selection and performance of firms. Kiplangat, Sang and Kingori (2022) carried
out a study entitled the influence of green recruitment and selection on sustain-
ability of selected Tea Factories in Kericho highlands of Kenya. This study used
co-relational research design targeting a population of 915 respondents working
in tea factories in Kericho and a sample of 278 employees. The results revealed a
positive significant relationship between green recruitment and selection and

sustainability of tea factories

2.2. Performance of Devolved Healthcare Services

Green performance of employees is the main input for minimizing harmful im-
pact on the environment of the organization. Each employee’s green perfor-
mance usually leads to group green performance, which is referred to as organi-
zation green performance (Arulrajah et al., 2016). Opatha and Arulrajah (2014)
argue that green performance of the organization can be achieved by ensuring

green process in HRM practices that lead to green results for example, green in-
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novations in environmental initiatives which bring green solutions for reducing
waste and pollution; and green outcomes such as number of hours worked by an
employee using natural light or reduced amount of waste of inputs and attain-
ment of performance targets related to the environment. Haridas and Si-
vasubramanaian (2016) opine that some of the benefits of implementing GHRM
practices include reduced cost, improved public image, reduced carbon emission
and establishment of an environmentally friendly work space. GHRM is a phe-
nomenon that involves employee green activities that result in high efficiencies,
low wastage, high employee engagement and commitment, improved work-life
balance, high employee performance and environmental sustainability (Huma et
al., 2017).

Arulrajah et al. (2016), found that employee green performance includes effi-
cient use of input resources by employees when performing their day-to-day
functions, the application of innovative environmental initiatives and the em-
ployee contribution to company environmental management initiatives. Cherian
and Jacob (2012) found that greening of human resource functions by firms may
generate positive performance and lead to increased productivity. With the cur-
rent spread of environmental awareness, it has become necessary for the organi-
zations to consider reducing any environmental impact through the application
of green practices that embrace both technical and administrative skills of em-
ployees into development of environmental initiatives for sustainable competi-
tive advantage and organizational performance (Aburahma et al., 2020). Organ-
ization Performance, therefore, can be viewed in terms of sustainability, which
means stability and growth achieved through provision of quality goods and ser-
vices with stable revenue resources; efficiency of operations; organizational le-
gitimacy, which is regarded as compliance with the law, regulations, social and
environmental responsibility; and employee entitlement in terms of employee
safety and health, organizational climate, employee commitment and perfor-
mance (Aburahma et al., 2020).

3. Methodology

The study applied positivism philosophy because the researcher’s role in positiv-
ism studies is limited to data collection and interpretation through objective ap-
proach and the research findings are usually observable and quantifiable. On-
goncho (2019) and Langat & Kwasira (2016) used positivism philosophy in their
studies with a lot of success. This study applied mixed-methods research design
with a combination of qualitative and quantitative approaches. The method was
used because it allows researchers to consolidate data and seek a wider perspec-
tive of their study phenomenon (Shorten & Smith, 2017) and it helps to over-
come any weakness that may arise from using a single method in a research
study (Plano & Ivankova, 2016).

This study targeted 5960 employees working in 12 Level Five Hospitals in
Kenya (Ministry of Health, 2018). This study applied a multi-stage random sam-
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pling, which refers to dividing the population into units or smaller and smaller
groups and selecting the sample (Kothari, 2019). In the first stage, simple ran-
dom sampling was used to select four of the 12 Level Five Hospitals with an ac-
cessible population of 1310. These hospitals were homogenous and manageable
and every respondent had an equal chance of being selected. In the second stage,
purposive sampling was used to select a sample of 131 respondents representing
10% of the accessible population (Mugenda & Mugenda, 2003). Purposive sam-
pling was suitable because respondents were selected into a sample held man-
agement positions and had the desired level of knowledge needed to respond to
questionnaire items (Saunders et al., 2016).

These respondents consisted of managers and supervisors as they are the ones
who implement GHRM policies and practices. Table 1 shows a sample of re-
spondents from different levels of management. The sample size of 131 employ-
ees was suitable as it is supported by other studies such as Kuria and Mose
(2019) and Mandago (2019).

Table 1. Sample size.

Top-Level  Middle-Level Bottom-Level

Level Five Hospital Sample
Management Management Management

Machakos Level 5 Hospital 5 17 11 33

Mama Lucy Kibaki Level 5
. 15 9 29

Hospital

Embu Level 5 Hospital 5 17 10 32
Nakuru Level 5 Hospital 5 19 13 37
Total 20 68 43 131

A questionnaire and interview were used to collect primary data, while docu-
ment analysis was used for secondary data. A questionnaire has the ability to
collect large amount of data within a short time and give respondents anonymity
and the freedom to express their opinions more objectively (Kothari, 2019).
Questionnaires were distributed to the respondents after they were sensitized on
GHRM practices and requested for informed consent. Interview that lasted for
ten minutes was conducted on three top management employees of each hospi-
tal at different times within the data collection period. Document analysis was
used to collect data from documents for the period of six years between 2014 and
2019. Descriptive statistical analysis was conducted to summarize study findings
and the results were presented using tables and figures. Content analysis was
used to analyze qualitative data (Mugenda & Mugenda, 2013). Correlation anal-
ysis was conducted using Pearson’s product-moment correlation coefficient to
establish the strength and direction of the relationship (Kothari, 2019); simple
regression analysis was conducted to determine the cause-effect relationship
between the independent and dependent variable (Kothari, 2019). One-way

ANOVA was applied to determine whether there were significant differences
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between two or more groups of samples at a selected probability level (Mugenda
& Mugenda, 2013).

4. Results and Discussion

4.1. Descriptive Statistical Findings for Green Employee
Resourcing and Performance of Devolved Healthcare Services

Green employee resourcing in devolved healthcare services is a process of at-
tracting and selecting environmentally aware employees. It is an important
component of green human resource management practices because it affects
the extent the hospital can attract and select qualified employees who provide
eco-friendly healthcare services to clients. To achieve this objective, the re-
spondents were requested to provide their honest opinion on statements below
based on the following scale: 1) Strongly Disagree (SD); 2) Disagree (D); 3) Un-
decided (UD); 4) Agree (A); and 5) Strongly Agree (SA). The results were ana-
lyzed and presented in form of percentages in Table 2. The mean (M) was used
as a measure of central tendency and standard deviation (Sd) was reported as a

measure of variability from the mean.

Table 2. Descriptive statistical findings for green employee resourcing.

GER Statements 1 2 3 4 5 M Sd

This hospital adheres to the policy
which guides public service employee 0% 1.7% 11.9% 46.6% 39.8% 4.25 0.73
resourcing activities

Advertisement for job openings is
mostly posted on hospital website  0.9% 2.5% 13.6% 39.8% 43.2% 4.22 0.84
with some element of greening.

Applications are usually invited for
interview through online media like
. . L 1.7% 3.4% 17.8% 32.5% 44.6% 4.15 0.95
e-mail and online application forms

to reduce paper usage and cost.

This hospital practices online-video
interviews, which enhances 11% 13.6% 11.9% 33.9% 29.7% 3.58 1.34
performance.

An environmental awareness
criterion is included in employee ~ 0.8% 6.8% 17.8% 38.1% 36.4% 4.03 0.94
selection procedure.

Employees who have contributed
towards environmental management 0.7% 5.2% 12.7% 34.7% 46.6% 4.21 0091
are usually selected to fill jobs.

Green employee resourcing has an
. . 1.7% 3.4% 11% 45.8% 38.1% 4.15 0.87
effect on performance of this hospital

The findings in Table 2 revealed that the Level Five Hospitals adhere to the

policy which guides public service employee resourcing activities as majority of
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the respondents 86.4% (M = 4.25, Sd = 0.73) agreed to the statement. This im-
plies that board members and managers are properly oriented on public service
policy on employment because it enables them have the ability to project
healthcare service green values and determine which job applicant has the
needed qualifications to work and environmental knowledge compatible with
that of the healthcare service values. This finding is aligned with that of Priya
and Kamlesh (2016), who found that in materializing the established environ-
mental policies and practices, companies should put in place environmental-
ly-oriented workforce. Other respondents, 11.9% were undecided, while the re-
maining 1.7% disagreed. Respondents who were not familiar with the policy on
public service board regarding employee resourcing were either undecided or
disagreed with this statement.

The opinions on whether hospitals advertised for job openings in hospital
website with some element of greening, majority of the respondents 83.8% (M =
4.22, Sd = 0.84) agreed to the statement. When Level Five Hospitals use their
websites to advertise job vacancies online, it saves time for staffing employees
(recruiters) and in turn increases their satisfaction that enhances performance.
Advertising jobs or vacancies online with green information reduces cost on
printing paper and this practice protects and conserves the work environment
for sustained performance of employees. This finding is consistent with Guerci
et al. (2016), who found that the amount and quality of green information pro-
vided on the website of an organization regarding green recruitment practice,
play a major role in attracting qualified job applicants. Other respondents, 13.6%
were undecided, while 3.4% disagreed with the statement. Respondents who
disagreed or remained undecided were either unaware or had not properly in-
teracted with the hospital website.

Majority respondents 77.4% (M = 4.15, Sd = 0.95) agreed that job applications
at the Level Five hospitals are invited through the emails, and other online forms
thus reducing paper work. Job application documents take time to prepare and
are expensive to print and deliver to the recruiting department or prospective
employer. Therefore, time is saved and cost is reduced when employees use
emails and other online forms to apply for jobs and this boosts employee morale.
The findings agree with Mishra (2017) who stated that the best HR practice in
greening a company is the use of online applications to reduce paper usage and
costs through computerized human resource information systems, and applicant
tracking systems that streamline hiring efforts. Other respondents, 17.8% were
undecided, 5.1% disagreed with the statement either because their applications
were not received through emails or they are unaware.

According to the study findings, majority of the respondents 63.6% (M = 3.58,
Sd = 1.34) agreed that hospitals improve their performance by conducting online
video interviews. Level Five hospitals adopting eco-friendly and cost-saving
processes particularly use of technology in employee resourcing process can re-

duce environmental pollution, thus protecting the employee health. Adoption of
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digital technology in recruitment and selection reduce paperwork and other
natural resources when advertising job vacancies in hospital websites, receiving
online applications, interviewing candidates through webcam, checking refer-
ences, releasing job offer letters and drawing up contract of employment letters
online. This study finding concurs with Ragas et al. (2017) who asserted that
process of recruitment can assist firms in producing effective performance, in-
cluding performance related to the environment. Further, these results agreed
with findings of Mishra (2017) who suggested that green activities, which com-
prises of online recruiting and use of online and video interviews were meant to
reduce paper usage and minimize travel requirements of job candidates. Other
respondents, 11.9% were undecided, 24.6% disagreeing implying lack of
knowledge and interaction with the current recruiting and selection methods.

Additionally, majority of the respondents 74.5% (M = 4.03, Sd = 0.94) agreed
that hospitals do include environmental awareness as a criterion in their em-
ployee selection process. A new employee who has environmental management
knowledge and commitment exhibits green behaviour that supports sustainable
use of resources for organizational performance. This finding is supported by
Masri and Jaaron (2017) who alluded that job applicant’s overall suitability crite-
ria for the job should be based on the candidate’s green qualifications. The find-
ing agrees with that of Tang et al. (2018) who opine that GHRM can enhance
green skills of workers by recruiting individuals who have an awareness of envi-
ronmental protection and motivation for engaging in green initiatives and activ-
ities. Another, 17.8% were undecided, 7.6% disagreed. This study, however, con-
trasts with a study conducted by Langat and Kwasira (2016) to determine the in-
fluence of GHRM practices on environmental sustainability at Kenyatta Univer-
sity and found that recruitment of employees in the university did not include
green issues. The study, therefore, concluded that employees had little involve-
ment on environmental issues.

Further, the study findings revealed that hospitals filled job vacancies in de-
volved healthcare by employing employees who contributed to environmental
management, as supported by majority of the respondents, 81.3% (M = 4.21, Sd
= 0.91), who strongly agreed with the statement. This result implies that acquir-
ing green employees will help organizations have more human resources that are
source of competitive advantage for better organizational performance as noted
by resource-based-theory. This is further supported by Mwita and Kinemo
(2018) who opine that green employee resourcing is crucial in ensuring that
firms have human resources with sufficient green knowledge and skills that
cannot be imitated by rival firms. Other respondents, 12.7% were undecided,
5.9% disagreed, with the statement.

Finally, majority of the respondents, 83.9% (M = 4.15, Sd = 0.87), agreed with
the statement that green employee resourcing has an effect on performance of
this hospital. Attracting and hiring a qualified employee who is aware of the en-

vironmental culture of the hospital and placing that employee in the right job
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maintains environmental values increases employee’s performance, including
performance related to the environment (Tareq & Rosima, 2015). Each employ-
ee green performance usually leads to group green performance, which is re-
ferred to as organization green performance (Arulrajah et al., 2016). A study
conducted by Mwita and Kinemo (2018) found the existence of a positively line-
ar relationship between green recruiting, selection and performance of firms.
This result is consistent with Sharifa and Mohammed (2019) whose study re-
vealed that green hiring and green training and involvement had most effect on
sustainable performance. Further, this study result concurs with Okeyo and Ra-
gui (2017) who noted that effective execution of green recruitment strategies and
development can help companies improve their environmental reputation, rein-
force their key abilities, and attain greater efficiency, resulting in long-term or-
ganizational sustainability. This implies that Level Five Hospitals should vigor-
ously use green employee resourcing for enhanced performance. Other re-
spondents, 11% were undecided, 5.1% disagreed, with the statement. This cate-
gory of employees who were undecided or disagreed were not aware of the phe-
nomenon under study.

Respondents were also asked to suggest possible ways in which green em-
ployee resourcing practice can be improved in devolved healthcare services. A
total of thirty-five (35) respondents made suggestions that were arranged in

themes, analyzed and presented in Table 3.

Table 3. Suggestions for improvement of green employee resourcing practice.

Responses Frequency %

Make green awareness information mandatory in job
advertisements, interviews and selection not only for clinicians 17 48.6
but also for administrative employees.

Level Five hospital should buy eco-friendlier electronic
equipment that save energy and expand intranet to reduce paper 12 34.3
use in service provision.

Management to embrace online job applications and video 6 17.1
interviews through zoom and webinar. '

Total 35 100.0

The findings in Table 3 show that majority of the respondents, 48.6% sug-
gested the need to emphasize on environmental awareness information in job
advertisements, interviews and selection not just for clinicians but also for ad-
ministrative employees. This result is consistent with Ragas et al. (2017) who as-
serted that process of recruitment can assist firms in producing effective perfor-
mance, including performance related to the environment by ensuring that
newly hired staff is aware and can maintain environmental culture of the organ-
ization. Other 34.3% reported the need to buy eco-friendlier electronic equip-

ment that save energy and expand on-line service connectivity within the hospi-
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tal to reduce paper use and improve quality of service, while 17.1% suggested
provision of more awareness among staff and management to embrace online
job applications and interviews through zoom and webinar. The results imply
that devolved healthcare should fully embrace green employee resourcing be-
cause it is paperless, saves employee time, reduces cost of travel and minimizes
interruption to those who work in the hospital and thus enhanced performance.
The current study also used document analysis to record number of green re-
cruitments, number of employees selected online and number of employees
promoted due to their green activities for the past six years. The findings showed
that Level Five Hospitals usually advertise for job openings on their websites and
partly in print media. While there was no evidence of any employee selected
through online interviews or promoted because of championing green activities,
devolved healthcare services in Kenya are practicing green employee resourcing
by ensuring that hospitals reduce printing paper and associated costs involved in
employee resourcing.

The study further interviewed three key respondents from each hospital re-
garding green employee resourcing. Respondents were asked to explain if the
hospital, during its recruitment process includes information about its environ-
mental concerns, for example, the hospital is environmentally responsible. All
the 12 respondents said that their hospitals do not include information about
their environmental concerns in the advertisement for vacancies. The respond-
ents, however, argued that because hospitals are known to generate a lot of
healthcare waste (Bouzid et al., 2021; World Health Organization, 2017) to the
environment, the management has put in place healthcare management system
that promotes the health of employees and communities.

In answering the question on whether the hospital management asks candi-
dates questions connected with safe and healthy environment, all the 12 re-
spondents confirmed. Although the Level Five Hospitals do not include infor-
mation about their environmental concerns in their recruitment programs; they
belief that they have a responsibility to protect their staff and the environment
through effective eco-friendly employee resourcing practice. Respondents said
that candidates for employment are asked questions related to protection of the
environment, infection prevention and control in the health facility. Issues in-
cluded in the interview of clinical staff include occupational safety and health
practices, infection prevention and control matters including healthcare waste

management.

4.2. Descriptive Statistical Findings for Performance
of Devolved Healthcare Services

The performance of devolved healthcare services is important because it enables
a hospital to achieve its desired objectives and enhances environmental sustain-
ability. This section, therefore, requested the respondents to provide their honest

opinion on the statements below based on the following scale: 1) Strongly Disa-
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gree (SD); 2) Disagree (D); 3) Undecided (UD); 4) Agree (A); and 5) Strongly
Agree (SA). The results were analyzed and presented in Table 4. The mean (M)
and standard deviation (Sd) were applied to describe central tendency and dis-

persion respectively.

Table 4. Performance of devolved healthcare services.

Statements 1 2 3 4 5 M Sd

The number of patients attended to
. . 25% 1.7% 93% 51.7% 347% 4.14 0.85
has increased for the past six years.
The eco-friendly processes
developed by the hospital reduce 4.2% 3.4% 6.8% 542% 31.4% 4.05 0.95

the consumption of energy.

Hospital clients are satisfied with
the provision of eco-friendly 25% 0% 11.9% 46.6% 39% 419 0.84
healthcare services.

The hospital encourages the use of
an electronic payment system (e.g.
. . 1.7% 42% 153% 45.8% 334% 4.03 0.90
M-pesa) for healthcare services as it

improves client satisfaction.

Management supports the use of
eco-friendly electronic resources 0% 0.8% 9.3% 50% 39.8% 429 0.67
and web materials.

Revenue collection in this hospital
. . 0.8% 5.1% 16.1% 449% 33.1% 4.04 0.88
has increased for the past six years.

The green operations developed by

the hospital effectively reduce the 3.4% 1.7% 7.6% 47.5% 39.8% 4.19 091

emission of hazardous substances.

The findings in Table 4 show that majority of the respondents, 86.4% (M =
4.14, Sd = 0.85), agreed with the statement that the hospital had seen an increase
in the number of patients receiving treatment over the past six years. The num-
ber of patients seeking treatment increases when employees are trained and
working using electronic gadgets to retrieve patient information, receive pay-
ments conduct diagnoses. The result is supported by Omune and Nyangau
(2021) who found that green human resource management practices signifi-
cantly and positively affected employee performance at Kenyan public universi-
ties. The remaining 9.3% were undecided, while 4.2% disagreed with the state-
ment. The employees who disagreed or remained undecided imply they are not
aware of increased patient numbers or lack access to information.

On whether the hospital has implemented eco-friendly processes that decrease
energy consumption, majority respondents, 85.6% (M = 4.05, Sd = 0.95) agreed
with the statement; 6.8% were undecided, 7.6% of the respondents disagreed
with the statement. Eco-friendly processes practiced by employees reduces car-

bon emissions by ensuring efficient use of energy and putting off artificial light
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and electronic when not in use. A recent study that supports this finding is that
of Ren et al. (2018) argued that an effective approach to organization sustaina-
bility requires employee compliance to formal rules and accept to voluntarily
engage in green initiatives such as lowering consumption of energy and paper
and use of stairs in place of elevators. Hospital clients are satisfied with the pro-
vision of eco-friendly healthcare services according to 85.6% (M = 4.19, Sd =
0.84) of the respondents who agreed to the statement. This finding agrees with
that of Kruse et al. (2017) who found that telehealth provided satisfaction to pa-
tients through improved outcomes, preferred modality, ease of use, low cost,
improved communication, and reduced travel time. The other respondents 1.9%
of the respondents were undecided, while the remaining 2.5% disagreed with the
statement. Majority of the respondents 79.2% (M = 4.03, Sd = 0.90) agreed to the
statement that the hospital encourages use of electronic payment system, for
example, M-pesa for healthcare services because it improves client satisfaction
and revenue collection. Respondents, 15.3% were undecided, while 5.9% of the
respondents disagreed with the statement.

Further, majority of the respondents 89.8% (M = 4.29, Sd = 0.67) agreed that
the hospital management strongly encourages the use of online or electronic re-
sources that are environmentally friendly. This means that employees efficiently
access their HRM services online through their portals and hospital website.
This reduces cost of printing paper and minimizes carbon emissions. This find-
ing concurs with that of Ahmad (2015) who opined that e-business and e-
learning had converted ordinary offices into Paperless offices that have mini-
mum use of paper or has eliminated use of paper by changing all important offi-
cial paper-documents into automated documents and workflows. Other re-
spondents 9.3% were undecided, and the remaining 0.8% of the respondents
disagreed with the statement. As per 78% (M = 4.04, Sd = 0.88) of the respond-
ents, the hospital’s revenue has consistently increased for the last six years due to
its implementation of green performance initiatives. The use of electronic pay-
ment system lowers fraud and improves efficiency, which at the same time in-
creases revenue collection. This result was supported by Mutisya et al. (2019)
who alluded that management in public hospitals should be effective so as to
improve revenue collection. The hospital with more revenue will be allocated
more expenditure resources as they are perceived to be performing better. Other
respondents 16.1% were undecided, 5.9% of the respondents disagreed with the
statement.

Finally, majority of the respondents 87.3% (M = 4.19, Sd = 0.91) agreed that
the hospital has implemented environmentally friendly practices that efficiently
minimize the release of harmful substances. The environmentally friendly prac-
tices ensure that employees are safe and in good health to consistently provide
healthcare services. A past study that enforces this finding is that of Shah (2019)
who explained that a lot of effort is required to initiate activities that protect the

environment and livelihoods of communities. Green occupational safety and
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health practices tend to reduce harmful consequences to avoid health concerns
and improve the well-being of employees. Other respondents, 7.6% were unde-
cided, 5.1% of the respondents disagreed with the statement. The study finding
implies that standard deviation value is closely dispersed around the mean.

In addition to the above, respondents were asked to suggest possible ways in
which performance can be improved in devolved healthcare services. In making
their suggestions, the 47 responses were recorded, arranged in themes, analyzed

using Content analysis and presented in Table 5.

Table 5. Suggestions for improvement of performance of devolved healthcare services.

Responses Frequency %
Implement evidence-based customer satisfaction survey 26 55.3
There is need to increase the number of health professionals. 12 25.5
Rewarding of employees’ performance 9 19.2
Total 47 100.00

The findings in Table 5, majority representing 55.3% proposed implementa-
tion of evidence-based customer satisfaction survey, 25.5% suggested the need to
increase the number of health professionals to cater for increased number of pa-
tients, 19.2% suggested rewarding employees based on their performance and
scheme of service. The finding implies that employees in devolved healthcare
services can perform better if an evidence-based customer satisfaction survey is
carried out. A past study carried out by Al-Abri and Al-Balushi (2014) recom-
mended that healthcare managers should efficiently allocate that efficiently en-
hance patient satisfaction. These results concur with that collected from inter-
view of key informants who opined evidence-based that the hospitals do not
conduct customer satisfaction survey but rely on complaints/compliments book
to assess the areas to improve and those that the hospital has excelled on.

Further, document analysis conducted on current study found no records on
client satisfaction indices for the past six years, but the hospitals largely depend
on compliment/complaint book to assess customer satisfaction. There was,
however, clear evidence in the compliment/complaint book on particular actions
the hospitals’ managements have taken regarding a complaints or compliments
from their customers. Document analysis guide was used in this study to check
and collect data from records about performance of devolved healthcare services
in Kenya. The study collected data from Health Information Department in or-
der to analyze the number of patients attended to for the past six years (2014-
2019). The Level Five Hospitals provided the data, which was combined per
year, analyzed and displayed in Table 6 and Figure 2.

Descriptive statistics in Table 6 and Figure 2 show that patient numbers in-
creased from 762,493 in 2014 to 1,134,567 in 2019, apart from the year 2017
when the number of patients dropped to 638,323. Further inquiry indicated that
in 2017, there was a countrywide strike of healthcare employees for six months,
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which led to the decline in the number of patients seeking devolved healthcare

services.

Table 6. Number of patients attended (2014-2019).

Name of Level Five

. 2014 2015 2016 2017 2018 2019
Hospital

Embu Level Five Hospital 132,263 146,053 156,049 114,362 151,252 203,912

Machakos Level Five

. 187,419 228,000 220,489 124,666 162,331 270,028
Hospital

Mama Lucy Kibaki Level

. . 160,061 185,068 274,150 166,309 303,613 298,575
Five Hospital

Nakuru Level Five

. 282,750 289,524 324,304 232,986 336,275 362,052
Hospital

Total Patient numbers 762,493 848,645 974,992 638,323 953,471 1,134,567

PATIENT NUMBERS FOR SIX YEARS

—4-Embu Level Five Hospital == Machakos Level Five Hospital
Mama Lucy Kibaki Level == Nakuru Level Five Hospital
== Total Patient numbers
1,200,000
1,000,000
800,000
600,000
400,000
200,000 W

0

2014 2015 2016 2017 2018 2019

Figure 2. Number of patients attended (2014-2019).

The implication is that performance of devolved healthcare services largely
depends on employees offering their services in an eco-friendly environment.
Because most Level Five Hospitals have gone paperless, especially in patient reg-
istration, capturing of health information about the patient and sharing that in-
formation online among healthcare workers at different service areas within the
hospital, has improved devolved healthcare services. Online services reduce cost
on printing paper and improves performance of health information employees
because they do not waste time in recording, storing, retrieving and moving
physical files from one service area to another. These findings are supported by a
study conducted by Marhatta and Adhikari (2013) which found that if human
resource practices are in line with environmental management activities, then

business firms are likely to enjoy better performance and environmental sus-
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tainability.

Document analysis guide was further used to record amount of revenue col-
lected for the past six years. This was regarded as an important indicator of per-
formance of devolved healthcare services for the past six years (2014-2019). The
study targeted to collect data on amount of revenue collected by finance depart-
ment of each Level Five hospital, to get total revenue collected by the four Level
Five Hospitals per year for the past six years. Two Level Five Hospitals provided
the data, while the other two declined. The data collected was analyzed and pre-
sented in Table 7 and Figure 3.

Table 7. Revenue Collected (2014-2019).

Name of Level Five 2014 2015 2016 2017 2018 2019
Hospital Ksh “M” Ksh “M” Ksh “M” Ksh “M” Ksh “M” Ksh “M”
Embu Level Five Hospital 00 00 00 00 00 00
Machakos Level Five
. 00 00 00 00 00 00
Hospital
Mama Lucy Kibaki Level
. . 00 8.7 90.3 46.2 102.9 122.6
Five Hospital
Nakuru County Referral
. 156.4 202.5 262.7 284.6 524.0 404.3
Hospital

Total Revenue Collected 156.4 211.2 353.0 330.8 626.9 526.9

The results in Table 7 and Figure 3 show that the amount of revenue collected
for the period under study increased from Ksh. 156.4M in 2014 to Ksh 526.9M
in 2019, apart from the year 2017 when the amount of revenue collected dropped
to Ksh. 330.8M.

Revenue Collected

700

600

500

400

300

200

100 M
0

’

2014 2015 2016 2017 2018 2019
== Embu Level Five Hospital
=== Mama Lucy Kibaki Level Five Hospital
Nakuru Level Five Hospital

=== Total Revenue Collected

Figure 3. Revenue collected (2014-2019).
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Further inquiry indicated that during 2017, there was a countrywide strike of
employees in healthcare services sector which led to decline in the amount of
revenue collected. These findings correspond to decline of number of clients at-
tended to during the same period. The study found that when employees in fi-
nance department work online in an eco-friendly environment and, therefore
the, amount of revenue collected increased indicating performance of devolved
healthcare services.

Top and key respondents of Level Five Hospitals were interviewed regarding
the performance of devolved healthcare services and their responses were rec-
orded. The respondents were asked to explain how e-business affects perfor-
mance of devolved healthcare services and they explained that hospitals have
embraced E-business and customers are encouraged to pay for services through
M-pesa and electronic money transfer. The respondents argued that this had
improved the speed of service delivery, reduced fraud, and improved accounta-
bility of revenue collected. Electronic business in hospitals saves time for the
employee to retrieve information for example patient records, and saves printing
paper for example in the use of National Hospital Insurance Fund biometric
machine by employees to verify customer details. This finding is aligned with
that of Ahmad (2015) who found that e-business and e-learning have converted
ordinary offices into Paperless offices that have minimum use of paper or have
eliminated the use of paper by changing all important official paper documents
into automated documents and workflows. Teleconferencing and telecommut-
ing among senior managers are encouraged, while telemedicine is practiced in
sharing health information in Level Five Hospitals. This result agrees with At-
mojo et al. (2020) who found that telemedicine utilization in the departments of
pediatrics, intensive care unit, radiology and dermatology rooms lowered costs
of health by 56% and reduced patients’ cost of travel to hospital by 94%, while it
also generated cost savings for patients and enhanced patient satisfaction.

4.3. Correlation Analysis Finding for Green Employee Resourcing
and Performance of Devolved Healthcare Services

Correlation analysis was conducted to determine the strength and direction of
the relationship between GER and the performance of devolved healthcare ser-
vices. Pearson’s product moment correlation coefficient formula was applied to
conduct correlation analysis which shows the strength and direction of the rela-
tionship between independent variables (Mugenda & Mugenda, 2003). The re-
sult of the analysis is in Table 8.

From the findings in Table 8, green employee resourcing has statistically
strong significant positive relationship with performance of devolved healthcare
services in Kenya (rxy = 0.733, n = 118, p = 0.000 < 0.05). The findings were
aligned with that of Catherine (2016) who emphasized that electronic-recruiting
saves energy in mailing, filing, and general paperwork tasks. Further, pollution
associated with the process of making, delivering, and recycling paper products

is also reduced when management embrace e-resourcing for workers. This study
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Table 8. Correlation analysis for GER and performance.

Performance
Performance 1
GER Pearson Correlation 0.733** 1
Sig. (2-tailed) 0.000
N 118

**Correlation is significant at the 0.01 level (2-tailed).

finding is in line with that of Mwita and Kinemo (2018) who found the existence
of a positively linear relationship between green recruiting, selection and per-
formance of firms. Also, the findings agreed with that of Kuria and Mose (2019),
who found that green recruitment had a statistically significant relationship with
the organizational effectiveness of Universities and Kiplangat et al. (2022) who
found a significant positive relationship between recruitment and selection and
sustainability of tea factories in Kenya. Okeyo and Ragui (2017) noted that effec-
tive development and execution of green recruitment strategies can help compa-
nies improve their environmental reputation, reinforce their key abilities, and
attain greater efficiency, resulting in long-term organizational sustainability. The
study findings support AMO theory since green recruitment will attract indi-
viduals with needed skills and abilities that motivate employees to engage in

green initiatives and activities.

4.4. Simple Linear Regression Analysis Findings for Green
Employee Resourcing and Performance of Devolved
Healthcare Services

Regression analysis was run in SPSS version 22.0 to determine effect of green
employee resourcing the performance of devolved healthcare services in Kenya.
According to a study by Omondi-Ochieng (2018), there is empirical evidence to
support the use of regression analysis as a statistical tool in data analysis. The
analysis focused on the dependent variable, and therefore, simple linear regres-
sion model for green employee resourcing and performance took the following
format:

Y=B0+BX1+6

The statistical significance of the effect of independent variable (green em-
ployee resourcing) on dependent variable (performance of devolved healthcare

services) was analyzed and presented on Table 9.

Table 9. Green employee resourcing and performance of devolved healthcare services.

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

1 0.733* 0.538 0.534 0.63486

*Predictors: (Constant), green employee resourcing.
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According to the results in Table 9, green employee resourcing accounts for
53.8% of the variance in the performance of devolved healthcare services. The
findings imply significant positive effect; however, the model does not include
other green human resource management practices, explaining the remaining

46.2% variance.

Table 10. Regression coefficients of green employee resourcing and performance of de-
volved healthcare services.

Unstandardized Standardized
Model Coefficients Coefficients T Sig.
B Std. Error Beta
(Constant) 0.134 0.301 2.114 0.004
GER (X1) 0.843 0.086 0.733 11.615 0.000

“Dependent Variable: Performance of Devolved Healthcare Services.

The regression coefficients, as shown in Table 10, revealed a positive statisti-
cally significant relationship between green employee resourcing and the per-
formance of devolved healthcare services, as supported by a beta coefficient of
=0.843 and a p = 0.000 < 0.05. Therefore;

Y =0.134 + 0.843X1

The results imply that a unit increase in green employee resourcing (GER),
other factors held constant will increase the performance of devolved healthcare
services in Kenya by 0.843 units. Further, in support of the findings, tea =
11.615 > teiica = 1.96 at a 95 percent confidence level, the null hypothesis (Ho1)
was rejected, and the alternative hypothesis was accepted.

Thus; Hi: Green employee resourcing has a statistically significant effect on

the performance of devolved healthcare services in Kenya.

4.5. One Way ANOVA Hypothesis Testing for GER

To test the study hypothesis, the study compared means using one-way
ANOVA. The findings displayed a significant difference in the means of differ-
ent study variables; thus, green employee resourcing showed significant effect on
the performance of devolved healthcare services F {(26, 91) = 7.618, p = 0.000}.
Table 11 displays this result under a summary of hypothesis testing.

Table 11. One Way ANOVA Hypothesis Testing for GER.

Sum of Squares Df Mean Square F Sig.
Between Groups 37.758 26 1.452 7.618 0.000
GER
Within Groups 17.348 91 0.191

**_ Correlation is significant at the 0.01 level (2-tailed).

This means that GER practice significantly influenced the performance of de-
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volved healthcare services in Kenya. The null hypothesis (Ho;) green employee
resourcing has a statistically significant effect on the performance of devolved
healthcare services in Kenya was, therefore, rejected and the alternative hypoth-
esis (H;) green employee resourcing has a statistically significant effect on the

performance of devolved healthcare services in Kenya was accepted.

5. Conclusion and Recommendation

5.1. Conclusion

The study concluded that there is a strong positive significant linear relationship
between green employee resourcing and the performance of devolved healthcare
services. The study concluded that green employee resourcing had statistically
significant effect on performance of devolved healthcare services. Further, the
study concluded that green recruitment methods guided by public service em-
ployee resourcing policy; advertising job openings in hospital website; inviting
job applicants using online media (email); conducting online interviews and se-

lection methods improve performance of devolved healthcare services in Kenya.

5.2. Recommendation

The study recommends mandatory sharing and use of green awareness infor-
mation in all job advertisements, interviews and selection of not only clinical
staff but also administrative employees. The study also recommends purchase of
eco-friendly electronic equipment that save energy and expand intranet to re-
duce cost on printing paper in service provision. The study recommends con-
tinuous application of environmental awareness criterion in green employee re-
sourcing and management to embrace online employee recruitment and selec-
tion that ensure selection of an employee who has previously contributed to-

wards green goals of an organization.

6. Limitations

Firstly, the study was done in Level Five Hospitals, further studies should be
done on other healthcare settings and sectors of the economy to validate the
current study findings. Secondly, the study was conducted in a developing coun-
try and this creates an avenue for scholars and academicians to conduct cross-
country studies for comparative analysis on green employee resourcing practice

for both developed and developing countries.
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