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ABSTRACT 

 

The global ecosystem is experiencing swift degradation as a result of climate change propelled by human actions. This 

degradation has given rise to resource scarcity, a decline in biodiversity, and global warming. There is scientific consensus that 

climate change is anthropogenic (caused by humans) and that the power to mitigate it lies in human behaviour change. As the 

overseer of human resources in every organisation, the HRM function is facing mounting pressure to align its practices with 

environmental management in order to effectively address and reduce the organisation's carbon footprint. Consequently, this 

study aimed to investigate the influence of green employee rewards on employee pro-environmental behaviour in public 
universities in Kenya. The study developed a measurement model based on the Green Five Taxonomy to evaluate diverse 

employee green behaviours. It utilised multi-stage sampling, where the purposive sampling technique was used to select three 

public universities that embraced green HRM practices, followed by stratified random sampling to draw 123 participants from 

three strata: top management, middle-level management, and others (teaching and non-teaching). The research employed a 

correlational design, combining quantitative and qualitative methods, with data collected through online questionnaires. Results 

revealed a moderately strong, positive correlation between green employee rewards and employee pro-environmental behaviour 

(r =.545, p<.01), indicating a significant, positive link between the two. Additionally, ANOVA results showed that green employee 

rewards significantly and positively predict pro-environmental behaviour among employees (F (1, 88) = 37.126, p<.001). The 

study concluded that green employee rewards have a notable and positive influence on employee pro-environmental behaviour. 

However, it identified gaps in acknowledging and incentivizing environmental efforts among employees. Nonetheless, respondents 

still exhibited significant pro-environmental behaviour, even in the absence of explicit green rewards, an indication of employees' 
private green activism rooted in intrinsic motivation. The study made key recommendations among them: cash incentives, eco 

awards, eco-sponsorships, green recognition boards, and sustainable branded corporate gifts to nurture a sustainability culture. 

 

Keywords: Climate Change, Employee Pro-Environmental Behaviour, Green Employee Rewards, Green Five Taxonomy, Green 

Human Resource Management Practices  

…………………………………………………………………………………………………………………………………………. 

 

I. INTRODUCTION 

 
The life-supporting ecological systems crucial for human survival are currently facing a crisis, and human 

behaviour has been cited as the fundamental root cause (Amel et al., 2017). This behaviour had, by 2017, caused an 

approximately 1.0°C rise in global warming above pre-industrial levels, with a likelihood of reaching 1.5°C between 

2030 and 2052, with catastrophic implications if not checked (IPCC, 2018). Climate change scientists unanimously 

agree that human actions are responsible for the crisis (Cook et al., 2014) and that the power to mitigate its effects lies 

within human behaviour change (Beckage et al., 2018;(Walton, 2016; (Heberlein, 2012; FAO, 2008).  McCowan 

(2020) concurs that indeed, the roots of climate change are human, hence the need for a human solution. Africa seems 

to be the greatest casualty of climate change and has been classified as the world’s most vulnerable region to the 

impacts of climate change due to the continent’s poor adaptive capacity (Awojobi, 2017). The devastating impacts of 

climate change on the continent have significantly affected economic sectors, natural resources, ecosystems, 

livelihoods, and human health, primarily due to human maladaptive behaviour (Ifegbesan et al., 2022). 

Organisations are increasingly under pressure from regulatory, normative, and social influences to adopt more 
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environmentally responsible practices (Norton, 2016). This pressure stems from their significant contributions to 

climate change through their operations, products, services, and interactions with various stakeholder groups (Ashraf 

& Singh, 2013). Nonetheless, it is essential to recognise that the effectiveness of organisations in addressing climate 

change depends on the actions of the individuals working within them (Bartlett, 2011; Dumitru, 2015). Consequently, 

the ability to mitigate climate change ultimately hinges on changing human behaviour (Robertson & Barling, 2015; 

Swim et al., 2011). Ability, Motivation, and Opportunity (AMO) theory demonstrates that employees perform well 

when motivated, often through the rewarding of appropriate behaviour (Rayner & Morgan, 2018). Renwick et al. 

(2013) also stress the need to align pro-environmental activities with employee rewards to facilitate the achievement 

of environmental goals, proposing a range of incentives, both monetary and non-monetary. 

Universities, like other organisations, are complex entities with a wide array of stakeholders. They consume 

substantial resources for administrative tasks, educational materials, research initiatives, and community engagement 

(Findler et al., 2019), contributing significantly to climate change through the production of substantial carbon 

emissions, waste, and pollution (McCowan, 2020). Nevertheless, many of these institutions are struggling with the 

concept and implementation of "university greening" (Mtembu, 2017; Malay et al., 2013), reflecting the broader 

environmental challenges facing society today (Thondhlana & Hlatshwayo, 2018). Given that their role must be 

enacted through the people working within them, this study sought to investigate whether green rewards had any 

influence on employee pro-environmental behaviours among university staff in Kenya's public universities. 

 

1.1 Research Objective 

The study’s objective was to investigate the influence of green employee rewards on employee pro-

environmental behaviour in public universities in Kenya. 

 

1.2 Research Hypothesis 

To determine the influence of green employee rewards on employee pro-environmental behaviour in public 

universities in Kenya, the following was hypothesized: 
H0: Green employee rewards have no significant influence on employee pro-environmental behaviour in Public 

Universities in Kenya. 

 

II. LITERATURE REVIEW 

 

2.1 Theoretical Review  

The Ability, Motivation, and Opportunity (AMO) theory, originally proposed by Appelbaum in 2000, posits 
that the performance of an organization is influenced by three key factors: employees' ability, motivation, and the 

opportunity to participate. According to Unsworth and Tian (2018), the AMO framework views HRM systems as 

consisting of bundles of HRM practices aimed at enhancing employees' ability, motivation, and opportunities for 
effective performance. In the context of this framework, the "A" signifies ability and suggests that rigorous 

recruitment, selection, and training are among the HR practices that can enhance employees' skills. The "M" 

represents the bundle of practices responsible for motivating discretionary employee efforts and behaviours. 
Motivating environmentally responsible employees involves the establishment of company-wide environmental 

performance standards and conducting green information audits to gather valuable data on environmental 

performance. Notably, in line with a strategic reward management approach that aligns compensation practices with 

corporate objectives, there is growing evidence that organisations are designing reward systems to incentivize 
environmental management. Finally, the "O" encompasses opportunity-enhancing HR practices, such as involving 

employees in decision-making, promoting information-sharing, fostering teamwork, and offering flexible job design. 

These practices aim to provide motivation-driven opportunities that encourage employees to contribute to the 
achievement of organisational objectives. 

In summary, the AMO theory can be seen as a facilitator of the HRM function by enhancing employees' 

abilities through the attraction and development of high-performing individuals, increasing their motivation and 

commitment through practices like contingent rewards and effective performance management, and providing 
employees with opportunities to engage in knowledge sharing and problem-solving activities through employee 

involvement programs. The theory suggests that employees excel when they possess the required skills and 

knowledge, are rewarded for their contributions, and receive the necessary support and facilitation (Rayner & Morgan, 
2018). 
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2.2 Conceptual Framework  

The independent variable was operationalized using three indicators conceptualising employee motivation 

through green rewards. Employee pro-environmental behaviour formed the dependent variable, which was 
operationalized with indicators depicting an array of pro-environmental behaviours. It is from this model that the study 

derived its conceptual framework, as presented in Fig. 1. 

 

 
 

 

 

 

 

 

 

 

 

Figure 1 
Conceptual Framework  

 

2.3 Literature Review 
2.3.1 Green Employee Rewards  

AMO theory has indicated that employees will perform well when, among other things, they are motivated to 

do so, for instance, by rewarding appropriate behaviour (Rayner & Morgan, 2018). Dumont et al. (2017) agree on the 

organisation’s need to appropriately appraise employee green behaviour and link it to promotional opportunities and 

pay in order to encourage them to participate in green initiatives. Compensation is considered the most powerful 

means of linking employees’ interests to those of the organisation; hence, it is key to supporting environmental 

sustainability (ES) initiatives (Aburahma et al., 2020; Jabbour & De Sousa Jabbour, 2016). Jackson and Seo (2010) 

see compensation as the vehicle for establishing a “personal line of sight” that connects organisational and personal 

interests. Haque (2017) agrees that pay and rewards are deemed influential in aligning employees’ performance with 

corporate objectives. Renwick et al. (2013) concur that there is a need to align pro-environmental activities with 

employee rewards to facilitate the achievement of set environmental goals. They propose a range of incentives, both 

monetary and non-monetary. 

As one of the GHRM practices, Green Employee Rewards (GRE) have been proposed in literature as being 

key to encouraging employee pro-environmental behaviour, hence the need to embed them into the organisation’s 

reward system. Mandip (2012) asserts that employees should be rewarded for changing behaviour if specific ES 

initiatives are to be ealized. For instance, behaviours that may lead to waste reduction or successful green suggestions 

that would result in cost savings ought to be rewarded to propagate such behaviour. A range of pro-environmental 

activities aligned with employee rewards and compensation and aimed at promoting the achievement of green goals 

have been identified by Renwick et al. (2013). They include both incentives (monetary: bonuses, tax exemptions, and 

profit shares) and nonmonetary-based: recognition and praise, as well as disincentives (negative reinforcements) 

(Mandip, 2012; Zibarras & Coan, 2015). 

Monetary-based environmental rewards may require incorporating a variable pay element into an 

organisation’s compensation system by linking pay to eco-performance. For instance, a portion of the cost savings 

resulting from a successfully implemented green suggestion should be shared with the employee or team responsible 

for the suggested idea. Performance-Related Pay (PRP) is a common phenomenon in some companies in the United 

States and Europe. US-based Du Pont, for instance, partly greened its executive compensation and bonus system for 

middle managers and senior officers, where up to 10% bonuses could be offered for any non-polluting product 

developed. 3M, on the other hand, rewards employees with environmentally-friendly suggestions that also increase the 

firm’s profitability (Mandip, 2012). Competence-based reward schemes may also be considered for frontline workers 

who acquire specific designated environmental competencies that can help the organisation mitigate against serious 

environmental accidents or illegal emissions (Renwick et al., 2013). However, as observed by Zibarras and Coan 

(2015), people are motivated by different ‘carrots and sticks’. The implication is that financial incentives, though 

effective, may not appeal to everyone, hence the need for non-financial rewards. 

Green Employee Rewards 
- Competence-based rewards 

- Recognition/praise rewards 
- Negative reinforcement (punishment) 

 

Employee Pro-Environmental 

Behaviour 
- e-service delivery 

- Waste elimination 

- Pollution prevention 

- Green leadership 

- Green programmes 

 

Independent Variable Dependent Variable 
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Research has shown that some employees may be more motivated by non-financial rewards such as 

recognition and praise (Aburahma et al., 2020). Nonmonetary rewards are believed to trigger the action of an activity 

for their inherent satisfaction, which is presumed to encourage employee behaviour change and promote 

environmental sustainability (Cairns et al., 2010; Lanzini, 2013; Young et al., 2015). Renwick et al. (2013) cite some 

US companies that use recognition-based rewards to motivate staff or teams that contribute towards reducing waste by 

giving them company-wide team excellence awards, opportunities to attend green events, paid vacations, time off, and 

gift certificates. Also suggested as pro-environmental incentives is encouraging carpooling among employees or 

rewarding workers with green points through an accrued point system for using alternative transportation (Mandip, 

2012). 

Literature suggests that it may also be necessary to incorporate negative reinforcement, such as suspensions or 

warnings, into a reward system to reprimand employees who fail to comply with set environmental standards. Some 

organisations have gone ahead to develop clear rules and regulations with reference to environmental protection, 

whose breach would result in disciplinary action (Arulrajah, 2015). According to McDonald (2015), negative 

incentives may be more effective than positive ones. Tang et al. (2018) agree that dis-benefits have a place in GHRM 

but are quick to add that extremely harsh negative warnings are likely to discourage employee support for 

environmental sustainability. Renwick et al. (2013) concur that they pose a danger in that workers may engage in self-

protective behaviours by failing to disclose environmental problems at source. Bissing-Olson et al. (2013) add that 

they may also create a climate of negative affect that is likely to reduce levels of employee pro-environmental 

behaviour. Arulrajah and colleagues conclude that there would be a need to apply progressive discipline ranging from 

least to most severe based on the breach in question. 

An employee green reward scheme would require management commitment. A study by Cantor et al. (2012) 

revealed that employees not only valued the presence of environmental rewards but also organisational support for ES 

initiatives. Dumont (2015) agrees that organisations have to explicitly endorse rewards to employees for 

demonstrating green behaviours; otherwise, the rewards would not accurately signal the organisation’s intent. 

Unsworth (2015) observes that financial rewards tap into financial goals while recognition rewards tap into 

recognition and respect goals, hence the need to clearly determine an employee’s goals for purposes of designing 

rewards around those goals. 

 

2.3.2 Employee Pro-Environmental Behaviour  
Pro-environmental behaviour (PEB) is defined by various scholars in different ways. Woo (2021) characterises it 

as actions and routines adopted by individuals to minimise their negative impact on the environment and promote 

sustainable practices. Ture and Ganesh (2014) view PEB as any activity, direct or indirect, undertaken by an employee 

to improve the natural environment at the workplace. Steg and Vlek (2009) define PEB as actions that harm the 

environment as little as possible or even benefit it. Kollmuss and Agyeman (2002) define PEB as behaviour that 

consciously seeks to minimise the negative impact of one's actions on the natural and built world. Mesmer-Magnus et 

al. (2012) see PEB as individual behaviours contributing to environmental sustainability. Examples of PEB include 

limiting energy and water consumption, minimising waste, recycling waste paper, using eco-friendly transportation, 

and more (Warrick, 2016). While much research on employee PEB has focused on single behaviours, such as resource 

re-use and recycling, Ones et al. (2018) propose a broader conceptualization. Their Green Five taxonomy 

encompasses a wider range of environmentally relevant employee behaviours, organised hierarchically into five meta-

categories with subcategories. 

The first meta-category, transforming behaviours, aims to adapt and change work products and processes for 

sustainability. Subcategories include creating sustainable products and processes (eco-innovation), embracing 

sustainable innovations, choosing responsible alternatives, and changing how work is done (Ones et al., 2018). 

Transforming behaviours are foundational to employee PEB and require adaptation and openness to change. Interface 

Company Limited provides an example of transforming behaviour. Concerns from customers prompted the founder, 

Ray Anderson, to initiate eco-friendly innovations to reduce greenhouse gas emissions and minimise the use of virgin 

materials (Luqmani, 2016; Kennedy et al., 2015). These innovations included closed-loop manufacturing, where post-

consumer carpet tiles were recycled and reused, reducing landfill waste (Luqmani, 2016). 

Conserving behaviours, another meta-category, focuses on promoting resource preservation by avoiding 

wastefulness. The "3 Rs" (reduce, reuse, recycle) are central to conserving behaviours. Reducing resource use is 

considered the most responsible for minimising environmental impact, followed by reusing and repurposing materials. 
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Recycling is the least desirable and a last resort. These behaviours conserve resources like paper, water, energy, and 

more. For instance, McDonald's increased cardboard recycling and energy savings through its "Planet Champion's" 

initiative (Sanyal & Haddock-Millar, 2018). 

“Avoiding harm” behaviours target inhibiting negative environmental actions, reducing impact, and mitigating 

environmental damage. Subcategories include pollution prevention, monitoring environmental impacts, and 

strengthening ecosystems. Interface's "Net-Works" initiative, for example, involved collecting discarded fishing nets 

to clean up the environment and strengthen the ecosystem (Kennedy et al., 2015). 

Green leadership behaviours aim to influence others to adopt sustainability practices. Subcategories include 

leading, encouraging, and supporting others in pro-environmental actions. Managing, facilitating, and coordinating 

behaviours involve providing resources and coordination for green behaviours. Educating and training behaviours 

enhance environmental knowledge, among others. These behaviours can be directed towards subordinates, co-

workers, superiors, and external parties (Dilchert & Ones, 2012). Green programmes may arise from personal 

initiative and involve proactive, entrepreneurial, and potentially sacrificial behaviours. Subcategories include initiating 

programmes and policies, lobbying and activism (green voice), and putting environmental interests ahead of personal 

interests. Interface's "Mission Zero" is an example of a programme initiated to promote sustainability at the expense of 

profit (Luqmani, 2016). 

This comprehensive Green Five taxonomy provides a more inclusive framework for understanding the range of 

environmentally relevant employee behaviours (Ones et al., 2018). It encompasses transforming, conserving, avoiding 

harm, green leadership, and green programme behaviours, illustrating the diversity and complexity of pro-

environmental behaviour in the workplace. 

 

III. METHODOLOGY 
 

The study employed a correlational research design with the aim of examining the relationships between 

variables without intervention or manipulation (Stangor, 2011; Meissner et al., 2011). It utilised both quantitative and 

qualitative approaches. In terms of research philosophy, the study adopted a pragmatic approach, emphasising 

problem-solving and practical solutions. Multi-stage sampling was used to draw the sample. In the first stage, the 

purposive sampling technique was used to select three public universities that had embraced GHRM practices. 

Secondly, stratified random sampling was used to select respondents from the three (3) strata: top management, 

middle-level management, and others (teaching and non-teaching). Finally, a sample of 123 respondents was drawn 

using computer-generated random numbers from each stratum. The sample size of 123 respondents, as depicted in 

Table 1, was calculated using the Yamane (1967) formula. Moreover, stratification was applied within each university 

to ensure that samples represented various management levels and staff categories. 

 

Table 1 

Sample Size 
University  Top Level Management Middle Level 

Management 

Others (Teaching & 

Non-Teaching Staff) 

Total 

University A 1 3 56 60 

University B 1 3 50 54 

University C 1 1 7 9 

Total 3 7 113 123 

 
The study employed an online questionnaire to gather primary data from 123 participants. The research 

instrument consisted of a combination of open-ended, closed-ended, and matrix questions, allowing for the collection 

of both qualitative and quantitative data. Matrix questions were employed to assess the degree to which respondents 
agreed or disagreed with a statement or series of statements. Responses were rated on a five-point scale, ranging from 

"strongly agree" to "strongly disagree," using a scale of 1–5, where 5 represented "strongly agree," 4 for "agree," 3 for 

"neither agree nor disagree," 2 for "disagree," and 1 for "strongly disagree." The utilisation of the Likert scale was 

considered appropriate for the study since it offers a multi-indicator measure, addressing the limitation of relying on a 
single indicator (Bryman & Bell, 2015). 
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IV. RESULTS & DISCUSSIONS 

 

4.1 Response Rate 
Out of the 123 online questionnaires distributed to respondents, 90 were successfully completed, indicating a 

response rate of 73.17%. This response rate was considered satisfactory as per the standards outlined by Mellahi and 

Harris (2016). In HRM and business management research, a response rate exceeding 50% is generally regarded as 

favourable. Therefore, achieving a response rate of 73.17% was considered a robust foundation for conducting data 

analysis and formulating conclusions. 

 

4.2 Descriptive Findings  

4.2.1 Descriptive Findings for Green Employee Rewards  
The study employed six statements designed to capture participants' opinions and aimed to evaluate the effect 

of green employee rewards on employee pro-environmental behaviour. The results presented in Table 2 indicated that, 

across the surveyed groups, University A (mean =1.9444, SD =.4346, N = 36), University B (mean =2.0926, SD 
=.4918, N = 45), and University C (mean =2.4815, SD =.2693, N = 9), as well as the overall mean score of 2.0722 

(SD =.4734, N = 90), the majority of respondents believed that green employee rewards were lacking in their 

respective institutions. 
 

Table 2 

Green Employee Rewards across Institutions 

University  Mean Others (Teaching & Non-

Teaching Staff) 

Total 

University A 1.9444 36 .43461 

University B 2.0926 45 .49180 

University C 2.4815 9 .26932 

Total 2.0722 90 .47342 

 

The descriptive results of the study portray a common belief among respondents from the surveyed 

universities. Specifically, the majority of participants from University A, University B, and University C, as well as 
the overall group, believed that their respective institutions did not have green employee reward programmes in place. 

This suggests that, according to the respondents, there was a perceived absence of incentives or rewards within these 

universities to encourage pro-environmental behaviour among employees. The findings suggested that the institutions 
had yet to effectively develop their reward systems to achieve maximum results in influencing employee pro-

environmental behaviour through rewards. Haque's (2017) research revealed that pay and rewards were considered 

influential in aligning employee performance with corporate objectives. The institutions did not seem to fully exploit 

the power of rewards, potentially hindering their ability to tap into their employees' full potential in promoting 
environmental sustainability. Renwick et al.’s (2013) study confirmed the need to align pro-environmental activities 

with employee rewards to facilitate the achievement of set environmental goals. 

Results of the content analysis revealed that a significant majority (57%, 51) expressed their desire for the 
introduction of cash incentives since, at the time, they appeared to be non-existent. Additionally, 14% (13) proposed 

the implementation of annual eco awards to recognise employees or departments that exceeded environmental 

performance expectations. Another 13% (12) believed that eco-sponsorships for attending environmental-themed 

conferences and events would serve as a motivational factor (Nguyen-Van et al., 2021). Furthermore, 9% (8) 
suggested pictorial recognition of exemplary employees, such as featuring pro-environmental champions in monthly 

publications (for example, "employee of the month") or displaying the pictures of exceptional performers on a 

designated "Green Wall of Fame" frequently visited by members of the university community. 
Drawing on the concept of social influence, which pertains to how individuals adapt their attitudes and 

behaviours in response to social environmental pressures, the idea of creating green "halls of fame" where pictures of 

exemplary environmental champions are displayed could inspire pro-environmental behaviours in others while 
reinforcing the behaviour of those recognised (social incentives). A study by Nguyen-Van and colleagues had 

previously indicated a positive and significant impact of external social influence on pro-environmental behaviours. 

Finally, 7% (6) of the respondents suggested the use of branded corporate gifts as rewards for environmental 

champions. 
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4.2.2 Descriptive Findings for Employee Pro-Environmental Behaviour  

 

Table 3 
Employee Pro-Environmental Behaviour across Institutions 

University  Mean Others (Teaching & Non-

Teaching Staff) 

Total 

University A 2.9063 36 .46519 

University B 3.4528 45 .48726 

University C 3.6111 9 .26842 

Total 3.2500 90 .53919 

 
Results in Table 3 indicate that University C exhibited the highest mean score (mean = 3.61) for pro-

environmental behaviour, signifying that, on average, its employees demonstrated the most significant pro-

environmental behaviours among the three universities. Following closely was University B, with a mean score higher 

than that of University A, implying a greater level of pro-environmental behaviour compared to University A. 

Examining the standard deviations sheds light on the variability of pro-environmental behaviour scores among 

respondents within each university. University C displayed the smallest standard deviation, indicating that its 

employees' behaviours were more consistent and clustered around the mean score, showcasing a more uniform 

agreement with pro-environmental statements. In contrast, University B and University A had slightly higher standard 

deviations, suggesting a somewhat greater variation in pro-environmental behaviours among their employees 

compared to University C. On the whole, there was a prevailing tendency towards consensus with pro-environmental 

statements in the total sample. The study's findings therefore imply that employees can exhibit pro-environmental 

behaviour even in the absence of explicit green rewards. This inclination may be attributed to intrinsic motivation, 

driven by a genuine concern for the environment and ethical values. This observation resonates with the findings of a 

study by Blazejewski et al. (2018), which reported that interviewed respondents felt more rewarded by accomplishing 

a green project or receiving positive feedback on green issues from colleagues than they were by receiving financial 

rewards or formal acknowledgement. Nevertheless, University A needs to focus on enhancing and promoting more 

environmentally friendly practices among its workforce. 

 

4.3 Inferential Results  

The study sought to assess the magnitude and direction of the linear association between the predictor variable 

(GRE) and the response variable (EPEB). The calculation of Pearson's Correlation Coefficient unveiled a moderate 
and positive connection between GRE and EPEB, denoted by the correlation coefficient (r =.545, p <.01). 

 

Table 4 
Pearson Product-Moment Correlation between GRE and EPEB 

University  EPEB GRE 

EPEB 1  

GRE .545** 1 

Sig. .000  

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

 

A regression analysis was conducted to assess the influence of green employee rewards on employee pro-

environmental behaviour. Results displayed in Table 5 showed an R2 value of.297, suggesting that 29.7% of the 
variation in employee pro-environmental behaviour could be attributed to green employee rewards. These findings 

suggest that rewards anchored on green initiatives may have a positive effect on employee pro-environmental 

behaviour. 
 

Table 5 

Model Summary for Green Employee Rewards 

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

1 .545a .297 .289 .45474 

a. Predictors: (Constant), Green Employee Rewards 
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An ANOVA was conducted to assess the relationship between employee pro-environmental behaviour 

(EPEB) and green employee rewards (GRE). The results of the regression analysis indicated a significant positive 

relationship, as evidenced by the F-statistic of 37.126 (p < 0.001). The analysis found that the predictor, green 

employee rewards, explained a substantial portion of the variance in employee pro-environmental behaviour. These 

findings led the study to reject the null hypothesis that there was no significant relationship between green employee 

rewards and employee pro-environmental behaviour, thereby accepting the alternative that there is a relationship 

between green employee rewards and employee ro-environmental  behaviour in public universities in Kenya. It was 

concluded that implementing green employee rewards could have a measurable and positive effect on employees' pro-

environmental behaviours. 

 

Table 6 
ANOVA between EPEB and GRE 

Model Sum of Squares df Mean Square F Sig. 

1 Regression  7.677 1 7.677 37.126 .000b 

 Residual 18.198 88 .207   

 Total 25.875 89    

a. Predictors Variable: Employee Pro-Environmental Behaviour, b. Predictors: (Constant), Green Employee Rewards 

 
Further examination of the regression coefficients revealed that green employee rewards significantly 

predicted employee pro-environmental behaviour (EPEB) (B = 0.620, t = 6.093, p .001). This finding implied that an 

increase in green employee rewards corresponded to a parallel increase in employee pro-environmental behaviour. In 

other words, for each additional unit of GRE, there was an estimated increase of 0.620 units in EPEB, even after 

considering other variables within the model. This aligned with the results of a study by Jabbar and Abid (2014), 

which similarly found a significant predictive relationship between green rewards and pro-environmental behaviour (β 

= 0.343, p-value .05). These findings, however, differed from those of Ojo et al. (2022), which indicated that reward 

had no significant association with the pro-environmental behaviours of IT professionals (β = 0.007, p-value .10). 

From the results in Table 7, this study showed that GRE exerted a substantial and positive influence on EPEB. 

Consequently, these findings led to the rejection of the null hypothesis and the acceptance of the alternative.  

 

Table 7 
Regression Coefficients between GRE and EPEB 

Model Unstandardized Coefficients Standardized Coefficients   

 B Std. Error Beta t Sig. 

1

1 

(Constant) 1.964 .216  9.079 .000 

Green Employee .620 .102 .545 6.093 .000 

Rewards      

a. Dependent Variable: Employee Pro-Environmental Behaviour 

 

V. CONCLUSIONS & RECOMMENDATIONS 

 

5.1 Conclusions 
The ANOVA results confirmed the significant and positive influence of green employee rewards on employee 

pro-environmental behaviour. Moreover, the study's examination of the surveyed institutions revealed evident 

shortcomings in recognising and stimulating employees' environmental initiatives. Specifically, the absence of salary 

increments for environmental management skills, rewards for innovative achievements, bonuses for green 

competencies, public commendation for conservation efforts, and certificates of excellence for environmental 

protection illuminated a dearth of formal acknowledgment and incentives for environmentally responsible actions and 

creative problem-solving. Additionally, the absence of punitive measures for inappropriate environmental behaviour 

may suggest a preference for constructive approaches to addressing environmental issues. Despite this, the overall 

results tended towards consensus with pro-environmental statements in the total sample. In light of the respondents' 

acknowledgment of the absence of green rewards in their institutions, these outcomes could be attributed to 

employees' private green activism, rooted in intrinsic motivation that propels them to engage in pro-environmental 
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workplace behaviour. The results emphasised the significant benefits an organisation can derive from employees' 

personal green activism when they find intrinsic reward in their environmentally responsible actions. 

 

5.2 Recommendations 
To nurture an environmentally responsible workplace culture, several key recommendations were put forth. 

Firstly, the implementation of a cash incentive programme was proposed to reward employees who consistently 

demonstrated eco-friendly behaviours. Additionally, an annual Eco Awards ceremony was suggested to celebrate and 

acknowledge exceptional commitment to environmental preservation. To extend this commitment beyond the 

workplace, the study advised the establishment of eco-sponsorship opportunities, allowing employees to support green 

initiatives in their communities, thereby showcasing the institutions’ dedication to sustainability. A “green” 

recognition board highlighting employees who consistently engage in pro-environmental actions was also 

recommended, as it was deemed to serve as a powerful tool for motivating others. Finally, offering branded corporate 

gifts made from sustainable materials to employees was recommended as a means of encouraging eco-conscious 

practices amongst employees. 
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