
AFIT Journal of Marketing Research Volume 3,  ISSN: 2756-519X July, 2023 

64 

 

GREEN HUMAN RESOURCE MANAGEMENT PRACTICES AND ENVIRONMENTAL 

SUSTAINABILITY: AN EMPIRICAL EVIDENCE FROM TRANSCORP HOTELS PLC, ABUJA, 

NIGERIA. 

 

IGOMU Drisu Mathias 

Department of Business Administration 

Federal University, Wukari 

Taraba State. 

08065311207 

gistmeon1054@gmail.com 

Abstract 

This study aimed investigated the effect of green human resource management practices on environmental 

sustainability in Transcorp Hotels Plc, Abuja, Nigeria. The study sample consisted of 357 employees, and 

three null hypotheses were tested (1) Green Recruitment does not lead to Environmental Sustainability, (2) 

Green Training does not lead to Environmental Sustainability, and (3) Green Reward and Compensation does 

not lead to Environmental Sustainability. The hypotheses were tested using PLS-SEM and the results showed 

that the null hypotheses for Green Recruitment and Green Training were not supported, indicating that these 

practices do have a significant positive impact on environmental sustainability. However, the null hypothesis 

for Green Reward and Compensation was accepted, revealing that this practice does not have a significant 

positive impact on environmental sustainability. These findings suggest that organizations should focus on 

implementing effective green reward and compensation practices to promote environmental sustainability. 

The study provides valuable insights for hospitality organizations on the effectiveness of different green human 

resource management practices in promoting environmental sustainability. 

 

Introduction 

The activities of both manufacturing and service organizations have posed a significant threat to the 

environment, leading to demands for sustainable practices that balance economic, social, and environmental 

performance. Service industries such as hotels are making efforts to reduce waste, conserve energy and water, 

and educate customers and employees. Hilton Worldwide is an example of a hotel chain that has implemented 

eco-friendly programs and policies to monitor its progress, resulting in significant reductions in water and 

energy consumption. However, implementing effective environmental management systems is seen as a 

difficult and complex challenge. Green human resource management (GHRM) is an emerging area in 

management that focuses on ensuring that an organization's management system is ecologically balanced and 

environmentally friendly. GHRM encompasses HR practices such as planning, recruitment, training, 

performance appraisal, rewards management, and human relations to align staff with an organization's 

environmental policies. GHRM is also seen as an employment model designed to retain, develop, and preserve 

talent to achieve future business initiatives and strategies while promoting sustainable practices and increasing 

employee awareness and commitment to sustainability. 

 

Green human resource management (GHRM) aims to create, enhance, and retain environmentally friendly 

practices within an organization's employees, thereby maximizing their individual contributions. GHRM can 

be implemented in all HR practices such as recruitment, hiring, training, compensating, developing, and 

improving an organization's human capital. Green recruitment involves paper-free recruitment processes with 

minimal environmental impact, and sustainable development issues must be integrated into the recruitment 

process. Green training and development educate employees on environmental management, energy 

conservation, and waste reduction. Compensation packages should be customized to reward green skills 

acquisition and achievements by employees. Organizations can use incentives and disincentives to produce 

desirable behaviors, such as verbal feedback from supervisors, recognition-based awards, and monetary 

incentives. Companies that minimize their toxic material utilization, eliminate or dispose of random product 



AFIT Journal of Marketing Research Volume 3,  No. 1 ISSN: 2756-519X Pages 64-74 

65 

 

components, and reduce the environmental impact of their products can gain distinct advantages in sales and 

revenues. Hilton Worldwide is an example of a hotel chain that has implemented eco-friendly programs and 

policies to reduce water and energy consumption. However, the implementation of green policies in emerging 

economies, such as Nigeria, is unclear. This study aims to fill the gap in the literature on GHRM's antecedents 

by testing the following null hypotheses: 

 

World over, the activities of both manufacturing and service organisations have brought the environment under 

a great threat leading to demands for sustainable practices which meet environmental, economic and social 

needs. According to Ayuso et al, (2014) all organisations are now obliged to go green and make more efforts 

in balancing their economic, social, and environmental performance, especially for those with community, 

competitive and regulatory pressures. In terms of service industries such as hotels, their green efforts include 

reducing waste, conserving energy and water in their operations and educating customers and employees. ( 

Rahman et al.,2012). In or to protect the environment, Hilton Worldwide for instance established operational 

goals and policies and eco-friendly programs and developed reporting tools to monitor its progress. As a result, 

Hilton Worldwide reduced its overall water consumption by 14.1% and energy usage by 14.5% from the 

period of 2009–2014. However, achieving this trade off  is perceived as  difficult and in some cases, 

controversial challenge due to complexity involved in implementing effective environmental management 

systems to improve environmental and social performance (George et al., 2015). A study by Lai et al. (2010) 

suggested that such challenges can be approached by spreading green ideologies in a cross-functional manner, 

not just through the usual designated departments. 

 

Green human resource management (GHRM) is emerging as a significant area in management (Mehta & 

Chugan, 2015). It is defined as the process of ensuring that the management system practising in an 

organization is ecologically balanced and environmentally affable (Kapil, 2015). The main focus of this 

concept is the reflection of ‘green’ as an environmental system in defining the practices of HRM. Opatha and 

Arulrajah (2014) define GHRM as the policies, practices and systems that make employees of the organization 

green for the benefit of the individual, society, natural environment, and the business. They highlighted that 

human resource planning, recruitment and selection, training and development, performance appraisal, 

rewards management and human relations which are HRM main practices are deemed as instruments for 

aligning staff with establishment's environmental policies. Furthermore, Rana and Jain (2014) perceived 

GHRM from a model perspective. They defined it as an employment model designed to assist industry 

professionals in retaining, recalling, preserving and developing the talent needed to ensure future business 

initiatives and strategies are met. According to Mandip (2012), GHRM is the use of every employee touch 

point/interface to promote sustainable practices and increase employee awareness and commitments on the 

issues of sustainability 

 

The purpose of GHRM is to create, enhance and retain greening within each employee of the organization so 

that he or she gives a maximum individual contribution to the organisation (Ullah, 2017). The green initiatives 

can be implemented in all human resource practices such as recruiting, hiring, and training, compensating 

developing and improving a firm’s human capital (Dutta, 2012).  

 

Green recruitment means paper free recruitment process with minimal environmental impact (Deepika & 

Karpagam, 2016). When dealing with HRM practices especially in Nigeria, environmentally sustainable 

development issues must be integrated into the recruitment process (Mandip, 2012). Such recruitment process 

involves the monitoring of long-term competency requirements for the company, providing new employees 

with information about sustainable development policies and commitments. 

 

Green training and development consist of employee working methods that reduce waste, proper utilization 

of resources, conservation of energy and reduces the causes of environmental degradation (Ullah, 2017). In 
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Nigeria, the green training and development is another means for educating employees about environmental 

management and training that should be given for the employees about energy, reduce waste, and diffuse 

environmental awareness in the organization (Deepika & Karpagam, 2016). This green training and 

development help management to provide an opportunity to engage employees in environmentally problem-

solving skills (Zoogah, 2011). 

 

Compensation packages should be customized to reward green skills acquisition and achievements by 

employees (Deshwal, 2015). In general, organizations are seen to need to develop reward systems to produce 

desirable behaviours, and doing so requires effective employment of both incentives and disincentives 

(Wehrmeyer, 1996). Organizations may wish to engage in giving employees positive rewards in terms of 

verbal feedback from supervisors, as such informal verbal and written feedback which might help motivate 

employees towards environmental improvements (Milliman & Clair, 1996). Also, recognition-based awards 

can highlight green contributions of employees through wide publicity and public praise and appreciation of 

green efforts by top management executives (Ullah, 2017). Compensation structure such as rewards and 

remunerations has tremendous benefits in influencing staff interests towards organisations goals and 

objectives (Ahmad, 2015). Also, monetary incentives are used in most cases to motivate employees on green 

practices and such incentives are not usually recorded in the corporate annual performance review (Ooi, et al, 

2017). 

 

Porter and Kramer (2006) opined that through minimising their toxic material utilisation, eliminating or 

disposing of random product components, and reducing the environmental influence of their products, 

companies can gain distinct advantages which positively affect the areas of organisational sales and revenues. 

 

Jing, etal (2019) highlighted that Hilton worldwide has established operational goals and policies and eco-

friendly programs and developed reporting tools to monitor its progress. As a result, it has been able to educe 

its overall water consumption by 14.1% and energy usage by 14.5% from the period of 2009–2014. However, 

observation of economic activities of the Abuja branch of Hilton has shown that it has not fully incorporated 

the green policy. On the other hand, study of this nature is largely lacking in the emerging economies like 

Nigeria. Apart from this, GHRM is a latively  new concept whose antecedents are inconclusive, thereby 

leading to a gap which this study is set out to fill.with the following hypotheses stated in null form: 

H0i. Green recruitment and selection has no statistically significant effect on environmental                 

sustainability in Hilton hotel Abuja. 

H0ii Green training does not have significant effect on envoronmental sustainability in Hilton hotel Abuja. 

H0iii Green reward and compensation structure has no significant effect on environmental sustainability in 

Hilton hotel Abuja. 

 

Conceptual framework 

Green Human Resources Management 

According to Jafri (2015), a green company is one that offers environmentally friendly products and services, 

uses renewable energy, efficiently uses resources, and reduces its negative impact on the environment through 

green activities. Ramus (2002) defined green activities as those that guide an organization to reduce its harmful 

environmental impacts and conserve natural resources. The workforce plays a crucial role in achieving 

organizational objectives by developing and implementing green business strategies. Therefore, organizations 

should ensure that they have talented and skilled employees to achieve their green policies (Phillips, 2007). 

Gerhart et al. (2000) highlighted the value of GHRM in modern organizations, stating that the effective 

achievement of green plans depends on whether the organization's employees are green or not. 

 

Dutta (2012) emphasized the importance of GHRM practices in creating green employees who understand the 

environmental performance in the workplace. This can be achieved through green recruitment, green training 
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and development, and green reward and compensation structures. Green recruitment involves a paper-free 

recruitment process with minimal environmental impact (Deepika & Karpagam, 2016). In Nigeria, Mandip 

(2012) suggests that environmentally sustainable development issues must be integrated into the recruitment 

process. This involves monitoring the long-term competency requirements for the company and providing 

new employees with information about sustainable development policies and commitments. Green recruitment 

aims to recruit new talent who are aware of the sustainable process, environmental system, and familiar with 

the words of conservation and sustainable environment (Ullah, 2017). It focuses on the importance of the 

environment and making it a major element within the organization (Holtom, Mitchell, Lee & Eberly, 2008; 

Deepika & Karpagam, 2016). 

 

Green training and development involve employee working methods that reduce waste, properly utilize 

resources, conserve energy, and reduce the causes of environmental degradation (Ullah, 2017). In Nigeria, 

green training and development is another means of educating employees about environmental management 

and training them on energy conservation, waste reduction, and environmental awareness in the organization 

(Deepika & Karpagam, 2016). This training helps management provide an opportunity to engage employees 

in environmentally problem-solving skills (Zoogah, 2011). Further, green human resource practices enhance 

the skill of an employee to educate with the different environmental issues (Liebowitz, 2010).  

 

Deshwal (2015) suggests that compensation packages should be customized to reward green skills acquisition 

and achievements by employees. Effective employment of incentives and disincentives is required to develop 

reward systems that produce desirable behaviors (Wehrmeyer, 1996). Verbal feedback from supervisors and 

recognition-based awards can motivate employees towards environmental improvements (Milliman & Clair, 

1996; Ullah, 2017). Monetary incentives are also used to motivate employees on green practices and are not 

usually recorded in the corporate annual performance review (Ooi et al., 2017). 

 

Green training and development is the most adopted practice across industries because it has the potential to 

build employee knowledge to discover environmental issues (CIPD, 2013; Govindarajulu & Daily, 2004). 

HRM practices such as human resource planning, recruitment and selection, training and development, 

performance appraisal, rewards management, and human relations are deemed as instruments for aligning staff 

with establishment's environmental policies (Opatha & Arulrajah, 2014). GHRM aims to preserve the 

environmental balance and apply environmental sustainability through the development and implementation 

of a system that aims to make employees green to achieve environmental sustainability goals (Goswami & 

Ranjan, 2015; Javed & Cheema, 2017; Renwick et al., 2015; Mampra, 2013; Owino & Kwasira, 2016). 

 

Milliman and Clair (1996) proposed four steps for an environmental HRM model, which include providing an 

environmental vision as a guide, training employees to share their environmental vision and goals, evaluating 

employee environmental performance, and recognizing employee environmental activities using reward 

programs. Daily and Huang (2001) suggested a conceptual framework for implementing elements of human 

resource in the environmental management system. The proposed model included the support of senior 

executives, training, empowerment, and rewards as the main components of environmental HR. Renwick et 

al. (2013) categorized elements of the HR perspective of environmental management into developing green 

abilities, motivating green employees, and stimulating employees’ involvement. The green HRM system is a 

dynamic and continuous management system of activities and processes aimed at sharing and aligning staff 

environmental values with those of the organization (Abbaspour et al., 2006). Organizations often take green 

HRM as an ethical concern that can provide economic and strategic benefits (Molina-Azorin et al., 2009). 

 

Environmental Sustainability  

The environmental dimension of sustainability is well-documented in the hospitality industry, with a focus on 

issues such as energy saving, recycling, waste management, and water savings. The triple bottom line principle 
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highlights the three pillars of sustainability: economic, environmental, and social (Elkington, 1997). Economic 

sustainability is crucial for corporate financial success, while environmental sustainability considers the 

impact of business on the environment. Social sustainability emphasizes fairness in distribution and 

opportunity and relates to issues of health and education, income inequality, and poverty (Aggerholm et al., 

2011). 

 

Many firms, especially manufacturing companies, are aware of their negative impacts on the environment, 

particularly in the areas of resource depletion such as energy, water, and non-renewable resource usage 

(Hobson & Essex, 2001). Manufacturing firms have adopted initiatives towards more environmentally friendly 

operations management, such as recycling systems, use of unbleached and undyed fabrics, and use of recycled 

supplies (Hobson & Essex, 2001). 

 

The physical environment is made up of evolving systems, including ecological systems, societies, and 

economies. These systems will create changes in some aspects of the physical environment and will prevent 

or resist changes in others. Therefore, an environmental sustainability program cannot aim to sustain or 

maintain every aspect of the entire physical environment (Hobson & Essex, 2001). 

 

A successful environmental sustainability program must start by being clear about what is hoped to be 

maintained in the physical environment and what changes can be allowed or must be made. The specific 

aspects of the physical environment that people aim to sustain will depend on their value judgments, needs, 

skills, technology, and available resources to support the action program and the current state and dynamics 

of the physical environment (Hobson & Essex, 2001). 

 

Empirical Review 

Young et al (2019) ascertained The effect of green human resource management on hotel employees’ 

ecofriendly behavior and environmental performance. Data was collected from a total of 276 respondents and 

analysed using CB-SEM. The findings show that green human resource management enhances employees’ 

organizational commitment, their eco-friendly behavior, and hotels’ environmental performance. This study 

suggests that hotel top management and HR managers should establish green human resource management 

policies. 

 

Jing, etal (2019) investigated the nexus between green intellectual capital and green human resource 

management. A quantitative research approach using a mail survey was employed to get insights from 112 

large manufacturing firms in Malaysia. Partial Least Squares Regression Analysis was employed to examine 

the proposed relationship. The results indicated that green human capital and green relational capital 

influenced green human resource management 

 

Tamunomiebi, M.D1 &  Mezeh, A.A (2022) studied green human resource management and corporate 

sustainability of oil and gas companies in port harcourt, Nigeria. A cross sectional design using quantitative 

research methodology was used. Data were obtained from 180 HR managers and HR officers in the chosen 

study organizations. Theory of green economy underpinned the study. The descriptive data analysis is given 

in relation to the level of relationship between the variables, and a regression analysis was used to determine 

the predictability of the corporate sustainability using the independent variables (GHRM). The findings of the 

study showed significant relationships between the independent variables (green recruitment and selection, 

green training and green rewards management) and corporate sustainability. 

 

Ahmed A. et al (2018)  Did a study on the impact of green human resource management and green supply 

chain management practices on sustainable performance: An empirical study. A quantitative method was 

applied data is co obtain from a customized survey with 121 firms functioning in the most pollutant 
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manufacturing sectors (i.e. food, chemical, and pharmaceutical sectors) in Palestine.The data analysis was 

conducted using the partial least squares structural equation modeling. The results from data analysis show 

that both of green human resource management and green supply chain management practices have a positive 

effect to sustainable performance in a joint manner. In fact, the results revealed that green human resource 

management practices have a direct effect on the sustainable performance, with the green supply chain 

management practices mediating this effect. 

 

According to Ullah (2017) in the research carried out to examine comprehensively the review of GHRM and 

environmental sustainability in HRM,  implementation of GHRM in an organisation is likely to result in 

efficiencies, economical utilization of resources, less wastage, improved job-related attitude, improved 

work/private life, lower costs, improved worker execution and maintenance which help organization to ensure 

environmentally sensitive, resource efficient and socially responsible workplace. 

 

Ooi, et al (2017) emphasised on the importance of GHRM to stakeholders of an organisation in Malaysia. The 

study identified six components of GHRM and found that green talent management, green performance 

management, green training and development, green employee engagement, green reward system and green 

employee separation are pivotal to Malaysian financial services industry 

 

Nisa, et al (2016) posited in their study conducted to investigate the effect of green HRM practices on 

sustainability with reference to some selected companies in Pakistan that, a significant effect exists between 

all elements of GHRM and environmental sustainability. 

 

Theoretical Framework: Theory of Green Economy  

The term green economy was first coined by the Government of the United Kingdom in 1989 and encompasses 

the society integrating with the ecosystem, and markets and economies as social systems that should adapt to 

social and environmental goals. The theory covers a wide range of topics, including the interwoven interaction 

between humans and the environment. Green economists argue that all economic decisions should be based 

on the environment in some way, and that natural capital and ecological services have monetary value. 

Incoporating  this theory into the current study, the hospitality industry is known world over to have 

contributed to enviromental sustainabilty by investing in natural capital, clean technologies, and green skills, 

supported by fiscal, finance, trade, and labour policies. Through these activities, the sector is employing the 

GHRM practices to achieve the corporate sustainability goal. A green economy is one  that attempts to reduce 

environmental dangers and ecological scarcities while also pursuing long-term development that does not 

harm the environment. 

 

Overall, the study aligns with the Theory of Green Economy by emphasizing the need for businesses to adopt 

sustainable practices that promote economic, environmental, and social sustainability 

 

Methodology 

This istudy iadopted isurvey iresearch idesign iand iprimary idata iwas icollected iin iorder ito itest ithe 

ihypotheses. iThe ipopulation iof ithe istudy iwas i3,821 ibeing ithe istaff icapacity iof ithe iorganisation. iThis 

ifigure iwas iretrieved ifrom ithe ihuman iresources idepartment iof ithe iinstitution. iUsing iTaro iYamane 

iformula i(1963) ia isample isize iof i400 iwas iarrived iat iand ia i5-point iLikert iquestionnaire iwas idesigned 

iand isent ielectronically ito irespondents iin iorder ito ielicit itheir iresponses. iAt ithe iend, ihowever, ionly 

ia itotal inumber iof i357 ivalid icopies iof iquestionnaire iwere ireturned iand ianlalysed iusing iPartial iLeast 

iSquare iStructural iequation imodel i(PLS-SEM). 
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Fig i1: iStudy imodel i2022 

 

Results and Discussion 

Measurement Model  

Green recruitment, green training, green reward and compensation and environmental sustainability were 

examined in this study. Six items were used to measure green recruitment, green trining, green reward and 

compensation respectively while eight items were used to measure environmental sustainability. The 

reliability and validity of the model was first tested using an algorithm. Consistent with our assessment of item 

reliability, 22 of the 26 indicators had outer loadings greater than 0.70, 1 item had 0.612 and was retained for 

further analysis as advised by iby i(Chin, i2010; iHair iet ial., i2011, ). All other items that fell below this 

criterion were deleted accordingly.  Validity iis iassessed ithrough iconvergent iand idiscriminant ivalidity. 

For iconvergent ivalidity, ithe ifactor iloadings iand iaverage ivariance i(AVE) iwas iassessed. iThe ivalue iof 

iAVE ireported ifor ithis istudy iis ihigher ithan i0.5, iwhich iis iacceptable ias isuggested iby i(Chin, i2010; 

iHair iet ial., i2011; iKock, i2011). 
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Table i1: iMeasurement statistics of construct 

S/N Variables i Measurement 

iitems 

Factor 

Loadin

gs 

Cronbach 

iAlpha 

rho_a Composite 

iReliability 

Average 

iVariance 

iExtracte

d i(AVE) 

No iof 

iItems 

1 Green 

Recruitment 

(GRecr) 

GRecr 1 

GRecr 2 

GRecr 3 

GRecr 4 

GRecr 5 

GRecr 6 

 

0.794 

0.830 

0.838 

0.772 

0.795 

0.845 

0.897 0.898 0.921 0.661 6 

2 Green Training 

(GTrai) 

GTrai  1 

GTrai i2 

GTrai i3 

GTrai i4 

GTrai i5 

GTrai  6 

0.838 

0.812 

0.876 

0.898 

0.874 

0.860 

0. i924 0.930 0.944 0.739 6 

3 Green Reward 

and 

Compensation 

(GRwco) 

 

GRwco 3 

GRwco 4 i 

GRwco 5 

GRwco 6 

 

0.863 

0.864 

0.884 

0.872 

 

0.894 0.895 0.926 0.758 4 

4 Environmental 

Sustainability  

(Ensust) 

Ensust  1 

Ensust  2 

Ensust  4 

Ensust  5 

Ensust  6 

Ensust  7 

Ensust  8 

0.813 

0.612 

0.817 

0.849 

0.932 

0.799 

0.859 

0.914 0.926 0.932 0.666 7 

 i i iSource: iSmartPLS iOutput, i2023 

 

Table 2. 

Heterotrait-Monotrait iRatio i(HTMT) 

 GRecr Gtrai Grwco Ensust 

Grecr 1.000    

 

Gtrai 0.8.45 1.000  

 

GRwco 0.678 0.853 1.000  

Ensust 0.773 0.796 0.761 1.000 

Source: iSmartPLS iOutput, i2023 

iDiscriminant ivalidity iwas iassessediusing IHTMT ratio.  iAs idemonstrated iin iTable i2 above, iall ithe 

ivalues iare ihigher icompared ito ithe icorrelations. iThus, ithe idiscriminant ivalidity iis iacceptable ias iits 

imeet ithe IHTMT ratio. iFrom iabove, iit icould ibe iconcluded ithat ithe imeasurement ifit, ias iit imeets iall 

ithe icriterion ifor iconvergent ivalidity, idiscriminant ivalidity, ias iwell ias ireliability. 

 

According ito iHenseler iet ial., i(2015) ithe iFornell-Larcker icriterion idoes inot iperform iwell iwhen 

iexplaining idiscriminant ivalidity, iparticularly iwhen ithe iindicator iloadings ion ia iconstruct idiffer ionly 

islightly. iAs ia ireplacement, ithey iproposed ithe iHeterotrait-Monotrait (HTMT) iratio iof ithe icorrelations 
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iwhich iis ithe imean ivalue iof ithe iitem icorrelations iacross iconstructs irelative ito ithe i(geometric) imean 

iof ithe iaverage icorrelations ifor ithe iitems imeasuring ithe isame iconstruct i(Voorhees iet ial., i2016). 

iDiscriminant ivalidity iproblems iare ipresent iwhen iHTMT ivalues iare ihigh ithan i0.90 ifor istructural 

imodels i(Henseler, iet ial., i2015). 

 

iStructural iModel 

iStandard iassessment icriteria, iwhich iwere iconsidered iinclude ithe ipath icoefficient, it-values, ip-values 

iand icoefficient iof idetermination i(R2) as demonstrated in hypotheses relationship table below. iThe 

ibootstrapping iprocedure iwas iconducted iusing ia iresample iof i5000. According to previous research, the 

value of R-squared is used to determine the predictive power of the model (Hair et al.2011; Henseler et al. 

2014). The value of R-squared is shown in figure 2 below with 0.787 indicating  78% predictive power of the 

model. Hair et al. (2014), used the cross-validated redundancy. Q2 test to determine the predictive relevance 

of the model, in which an acceptable Q2 value is one that is greater than zero. All values of Q2 are greater 

than zero. 

 

Figure 2 

Path iCoefficients iof ithe iRegression iModel 

 
Source: iSmartPLS iOutput, i2022 
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Table 3 

Hypotheses Testing 

Hypotheses Variables Path Coefficient 

(Beta) 

T 

Statistic 

P Value Decisions 

Hoi Green Recruitment -> 

Environmental 

Sustainability 

 

0.280 3.888 .000 Not 

supported 

Hoii Green Training -> 

Environmental 

Sustainability  

0.526 7.124 .000 Not 

supported 

Hoiii  

Green Reward and 

Compensation -> 

Environmental 

Sustainability 

 

0.122 1.343 .179 Supported 

Source: iSmartPLS iOutput, i2022 

 

As can be seen in Table 3 above, the beta values for all variables show a strong and significant positive 

relationship between independent and dependent variables, and mediators. Green recruitment significantly and 

positively affects environmental sustainability (β = 0.280, mean 0.370, t = 3.888, p = .000). This finding 

corroborates Jing, et al (2019), Fiza, et al, (2020)  who reported that green recruitment significantly and 

positively affect environmental sutainability.  In the same light, green training significantly affects 

environmental sustainability (β = 0.526, t = 7.124, P = .000) This outcome is in line with the findings of Paille, 

et al (2020) who argued that green training has a positive effect on environmental sustainability. In agreement 

with Jing et al (2019) this study found that green reward and compensation however has an insignificant but 

positive effect on environmental sustainability (β = 0.122, t = 1.343, P =.179). 

 

Conclusion and Recommendations 

Based on the results of the hypotheses testing in your study, the following conclusions and recommendations 

have been drawn: 

 

The null hypothesis (Hoi) that "Green Recruitment does not lead to Environmental Sustainability" is not 

supported by the data. This means that the green recruitment practices implemented by Transcorp Hotels Plc 

in Abuja, Nigeria, do  have a statistically significant positive impact on the environmental sustainability of the 

organization. The organization should, however,  review its green recruitment practices to identify areas of 

improvement that can lead to more sustainable outcomes. This may involve assessing the environmental 

impact of the recruitment process, such as reducing carbon emissions from transportation or using more 

sustainable materials for recruitment materials. 

 

The null hypothesis (Hoii) that "Green Training does not lead to Environmental Sustainability" is also 

supported by the data. This suggests that the green training practices of the organization do have a statistically 

significant positive impact on environmental sustainability. To improve its green training practices, the 

organization should assess its current methods and determine the most effective ways to promote 

environmental sustainability, such as incorporating practical and interactive learning opportunities. 

Additionally, the organization should prioritize its green reward and compensation practices, as these have 

demonstrated a positive influence on environmental sustainability. This may entail expanding the scope of 
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these practices to involve more employees or introducing supplementary incentives to encourage sustainable 

behavior. 

 

However, the null hypothesis (Hoiii) that "Green Reward and Compensation does not lead to Environmental 

Sustainability" is supported by the data. This indicates that the green reward and compensation practices of 

the organization have no statistically significant positive impact on the environmental sustainability of the 

organization. The organization should focus more on its green reward and compensation practices, as these 

have been shown not to have a positive impact on environmental sustainability. This may involve expanding 

these practices to include more employees or implementing additional incentives for sustainable behavior.  
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