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ABSTRACT 

The Study Investigated The Effect Of Green Human Resource Management (GHRM) On Sustainable Development 

In A Less Privileged Economy With Empirical Clarification From Nigeria. The Study Sought To Determine The 

Impact Of Green Trainings And Development On The Nigerian Economy, Also, The Study Investigated The Impact 

Of Green Compensation Structure On The Sustainable Development On The Nigerian Economy. A Cross-Sectional 

Study Of Both Descriptive And Inferential Statistics Was Conducted Among Employees Of Different Companies In 

Nigeria. The Investigation Revealed That Green Trainings And Development, As Well As A Green Compensational 

Structure, Had A Substantial Impact On The Nigerian Economy's Sustainable Development. The Study Showed 

That Green Training And Development Practices Influences Sustainable Development In The Nigerian Economy, 

And Green Remuneration Structure Improves Supportable Advancement In The Economy More Relations Of Green 

Representative Have Feasible Advancement In Nigerian Economy. The Researcher Recommended That The Green 

Lifestyle Of The Employee Helps With Their Job Results Positively And Should Therefore Be Taken As A Priority 

By The HR Of Various Organizations.  

 

Keywords: Green Human Resource Management; Sustainability Development, Less Privileged Economy. 

 INTRODUCTION  

The Regular Environment Of The Progressive Degradation Because Of Human Misuse Achieved The Need To 

Present The Idea Of Economical Turn Of Events. Subsequently, The Natural Environment And Asset Insurance To 

Help People In The Future Have Become Worldwide Goals (Pinzone Et Al, 2016). This Underscored The Need To 

Rethink The Working System Of Contemporary Ventures. The Sustainable Advancement Worldview Not Just Deals 
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With The Accomplishment Of Financial Objectives Yet In Addition, The Need To Notice Comprehensively Got 

Social And Biological Interests, Establishing Frameworks On Which A Supportable Plan Of Action Dependent On 

The Standards Of Significant Worth And Social Duty Situated Administration Can Be Constructed (Jablonski, 

2016). As Indicated By The World Commission On Environment And Development 2018, Maintainable 

Advancement Fulfills The Requirements Of The Current Age Without Imperiling The Capacity Of People In The 

Future To Fulfill Theirs. Such Improvement Is Clever, Harmless To The Ecosystem, In View Of The Compelling 

Utilization Of Assets, Information, And Development (Kromer, 2014). In Accordance With The Standards Of 

Reasonable Turn Of Events, The Social, Monetary, And Environmental Aims Are Related And Commonly 

Supporting (ISO, 2018).  

Hypotheses Of Sustainable Improvement Have Advanced Over Numerous Years, Be That As It May, There Are 

Still Numerous Contentions Over The Limited Way To Deal With This Idea, Seeing It Just As Far As Ecological 

Security, Just As Helpless Acknowledgment On The Microeconomic Level, I.E., The Organization Level (Borys, 

2015). Various Models, Approaches And Ideas Introduced In Writing Make The Possibility Of Maintainability 

Equivocal And Hard To Decipher. From One Viewpoint, It Specifies Guaranteeing Business Supportability, And, 

Then Again, A Multidimensional Gander At The Organization Thinking About The Interests Of Different 

Gatherings Of Partners (Jabłoński, 2016). Various Investigations Demonstrate That Corporate Maintainability 

Control, Zeroed In On Making An Agreeable Relationship With Different Partners, Carries Various Advantages To 

The Organization (Kim, 2018). Regardless Of The Way That Feasible Advancement Has Been At The Focal Point 

Of The Board's Consideration In Excess Of Twelve Years Now, Whether At The Macroeconomic Or 

Microeconomic Phase, It Was Not Long Ago That The Relations Between Practical Advancement And HR In 

Associations Were Noted. Notwithstanding, It Is The Human Factor Which Invigorates Rehearses Arranged At The 

Advancement Of Firms’ Natural Adequacy. Eco-Arranged Administration Is Carried Out Only By People 

Communicating An Uplifting Demeanor As Regarding The Environment, Skilled In Biology, And Having An 

Awareness Of Others' Expectations, For The Ecological Ramifications Of Their Activities. The Important 

Achievement Factor Concerning Supportable Advancement Understands The Nature And Aims Of The Green 

Economy (Gholami, 2016, Urbaniak, 2017).  

Obviously, Green Human Resource Management (GHRM) Assumes A Critical Part In The Improvement Of Eco-

Friendly System Implementations Amidst Firms. Over The Years, There Has Been A Surge Of Interest In Green 

HRM. Source Writing Accentuates The Critical Capability Of HRM In The Advocacy Of The Supportable 

Equilibrium Idea (Ehnert Et Al, 2014), And Demonstrates Various Implementable Eco-Practices (Ahmad 2015, 

Arulrajah 2015, Leszczynska 2016).  

Therefore, This Study Seeks To Investigate The Effect Of Green Human Resource Management (GHRM) On 

Sustainable Development In A Less Privileged Economy, With Empirical Clarification From Nigeria. 

 

Problem Statement 

The Research (Ahmad, 2015) Explained Different Green Practices That Can Be Consolidated For Building A Green 

Work Environment, While The Writing Audit Completed By Arulrajah, Opatha, And Nawaratne (Arulrajah Et Al, 

2016) Further Created And Refreshed The Work By Cherian And Jacob (Cherian And Jacob, 2012), Orchestrating 

The Green HRM  Acts, Which Is Now Endorsed By Associations. The Survey Created By Renwick And Associates 

(Renwick Et Al, 2016) Laid Out A Future Exploration Plan For GHRM, Researching Suggestions For Experts. They 

Supported How The Current GHRM Writing May Be Profitable By Including Public Culture; Further 

Comprehension Of The Green Enlistment, Just As The Competency And Representative Cooperation Rehearses; 

And A More Prominent Spotlight On Connecting GHRM To Monetary And Environmental Performance Results. 

Among The Latest Writing Survey, The Article Of Ren, Tang, And Jackson (Ren Et Al, 2018), In Contrast To The 

Past Audits Given By Tariq, Jan, And Ahmad (Tariq Et Al, 2016), Went Past The Capacity Based Viewpoint, To 

More Readily Handle The Potential Associations Between Explicit HRM Acts And Environmental Management 

(EM).  
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The Survey Completed By Shahriari Et Al, Dissected The Time Frame From 2009 To 2018 And Zeroed In On The 

Meaning Of Green Human Asset. The Executives, Featuring Again That There Isn't Yet A Reasonable Meaning Of 

This Term (Shahriari Et Al, 2019). They Likewise Analyzed How Regularly The GHRM Capacities Are Tended To 

In The Writing. Even More Explicitly, They Found That The Capacities That Got The Most Consideration Were 

Choice And Enrollment And Preparing And Improvement Of Green HR. Their Discoveries, Likewise, Uncovered 

An Absence Of Complete Examination In Lacking Nations And Asia, Just As The Shortfall Of A Culturally Diverse 

Model.  

 

In General, A Significant Part Of The Past Investigations In This Field Managed The Mindfulness, Selection (Yong, 

2016), And Execution Of GHRM Operations In Associations Or With Hypothetical Issues, For Example, The 

Connection Among GHRM And EM And The Hypothetical Establishments Of GHRM ((Ren Et Al, 2018, Amrutha 

And Geetha, 2020]. As A Rule, The Point Was To Recognize A Future Course For The Advancement Of Studies On 

GHRM, Receiving An Intelligent, Distinct, And Prescriptive Methodology. Thus, This Research As An 

Experimental Investigation In The Field Will Uncover That There Has Been No New Attempt To Assess The Effect 

Of GHRM On Sustainable Improvement In A Less Advantage Economy. Also, There Has Been No Appraisal Of 

The Extent Of The Idea's Useful Usage. The Authors Are Expected To Connect The Distinguished Hole, Somewhat 

In Any Event.  

 

Objectives Of Study 

The Main Objective Of This Research Is To Investigate The Effect Of Green Human Resource Management 

(GHRM) On Sustainable Development In A Less Privileged Economy With Empirical Clarification From Nigeria. 

The Following Are The Specific Objectives Of This Study:  

I. To Examine The Impact Of Green Training And Development Practices On The Sustainable Development In The 

Nigerian Economy.  

Ii. To Discover The Impact Of Green Remuneration Structure On The Supportable Advancement In Nigeria’s 

Economy.  

Research Questions  

Over The Span Of The Analyses, The Accompanying Research Questions Were Tended To:  

1. What Are The Impacts Of Green Training And Development Practices On Nigeria’s Economy 

2. What Are The Impacts Of Green Remuneration Structure On The Reasonable Advancement In The 

Nigerian Economy?  

Research Hypothesis 

1. There Is No Significant Impact Of Green Training And Practices On Nigeria’s Economy 

2. There Is No Significant Impact Of Green Remuneration Structure On The Advancement Of Nigeria’s 

Economy 

 

                 REVIEW OF RELATED LITERATURE 

GHRM Depends On A Multidisciplinary Approach That Envelops Speculations And Strategies From The Fields Of 

Management, Social Science, Financial Matters, And Psychology, Because Of A Wide Range Of Corresponded 

Issues And Questions (Ren Et Al, 2018). Accordingly, Applying The AMO Hypothesis To GHRM Practices, 

Suggests: Recognizing And Building Up Representatives' Green Abilities, Making An Arrangement Of Green 

Execution Examination, And Green Rewards That, Create Green Inspiration; Offering Workers Approaches To 

Work With Adaptability At Work, Independence, And Interest In Dynamics Pointed Towards Expanding Worker 

Green Practices In The Work Environment (Amrutha And Geetha, 2020). Subsequently, As Indicated By The 

Hypothesis Of AMO (Capacity, Inspiration, Opportunity), It Is Conceivable To Accept That Representatives Who 

Build Up A Green Personality At Work (Regardless Of If They Are Straightforwardly Associated With Green 

Practices) Will Underwrite Ecologically Concerned Practices Which, Will, Thus, Influence The Natural Presentation 

Of Their Associations As Far As Maintainability (Kim Et Al, 2019). Ren And Associates Inspected The 

Conceptualization, Estimation, And Hypothetical Premise Created On GHRM, Just As The Forerunners, 
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Possibilities, And Results Of GHRM From The Vital HRM Viewpoint. More In Detail. Ren And Associates 

Showed That GHRM May Have Green-Explicit And More Broad Alluring Results And Expected Advantages At 

Hierarchical And Representatives' Level, For Example, Workers' Health (Paula, 2020).  

One Of The Accompanying Strides In Additional Building Up The Information About GHRM Is A Proof-Based 

Examination Of Its Practices' Results. Effectively, Past Writing Surveys On GHRM (Ren Et Al, 2018, Amrutha And 

Geetha, 2020, Renwick Et Al, 2016) Brought Up The Requirement For Additional Understanding Of The Genuine 

Results Of Receiving GHRM Rehearses In Associations.  

The Proof-Based Information On The Result Of GHRM Practices Is Significant For Various Reasons. As Ren And 

Associates Noted ((Ren Et Al, 2018), "Planning And Actualizing GHRM Practices Requires Significant Interests In 

Authoritative Assets, Likely Driving Chiefs To Address Whether Such Ventures Are Beneficial," Stresses That The 

GHRM Practices Are Executed Mostly As Obligatory Exercises By The Administration. In This Way, The 

Information About The Genuine Viability Of These Practices By The Chiefs Can Have The Effect Between Making 

Strides Towards Environmental Friendliness Or Not (Amrutha And Geetha, 2020).  

Besides, An Audit Of Experimental, Proof-Based Discoveries Is Important To Comprehend Others, More Broadly, 

Alluring Results Past The Natural And Ecological Advantages. There Is A Need To Advance Scholarship And 

Practice, As Well As To Understand How GHRM Policies Affect Employees' Environmental Attitudes And 

Behaviors (Renwick Et Al, 2016). 

For Instance, There Are Assumptions About The Impact Of Adopting Green Initiatives On Well-Being And 

Organizational Conduct Of Workforce (Al Kerdawy, 2019. Pharm Et Al, 2019). Likewise, It Is Frequently 

Conjectured That Building Up A Green Personality At Work Is Decidedly Connected With The Underwriting Of 

Green Mentalities And Practices Additionally Outside The Working Environment (Norton Et Al , 2015), However 

These Results Are Yet To Be Checked And, May Establish A Further Factor For Surveying Expenses And 

Advantages Of Presenting Green Activities In An Organization.  

Thirdly, The Real Information On The Outcomes Accomplished Is Important To Contextualize The GHRM 

Practices And To Catch And Clarify Their Intricacy, Ambiguities, And Vulnerabilities Across Various Settings, As 

Brought Up By Ren And Partners (Ren Et Al, 2018). Truth Be Told, Logical Conditions And Representative 

Qualities May Mediate, Mold, Or Direct The Impacts Of GHRM Practices, Both In The Short And Long Haul. 

Along These Lines, Accepting The Beginning Stage, The End Came. By The Past Writing, We Built Up A Survey 

Of The Experimental, Proof-Based Writing About The Precursors And Results Of GHRM Practices. 

Green Recruitment Depicts Free Paper Employment Procedure With Small Environmental Effect (Deepika & 

Karpagam 2016). Green Recruitment Is Termed As The Procedure Of Employing Trending Skills Or Talent That 

Are Known To The Sustainable Procedure, Environmental Framework, And Similar With The Speech Of 

Conversation And Maintainable Environment (Ullah, 2017). This Is A System That The Concentration Is Directed 

To The Benefit Of The Environment, Therefore Making It An Essential Element Within The Organization (Deepika 

& Karpagam, 2016). 

Although, The Introduction Of Science And Recent Technology Into HRM Practices In Contrast To The Traditional 

Route Has Given Room For Better Advantageous Revolution To Communication. The Sort Of Communication 

Which Encourages Trades Between Managers And Employees From Various Objections By Means Of An 

Interpersonal Organization, For Example, Videoconferencing, Remotely Coordinating Online Tests Among Others 

For Enrollment Practices (Khurshid And Darzi, 2016). Such An Enrollment Practices Through Cutting Edge 

Innovation Can Improve More Paperless Exchanges Which Could Bring Forth An Issue To The Climate. It Can 

Also Assist The Employees With Accepting Green Activities While Using This Medium To Diminish Association 

Cost On Enrollment. Every Necessary Record For Enlistment Exercise Can Also Be Submitted Through Web-Based 

Transfer Into The Organization's Site, Like, Resumes, Introductory Letters, Offer Letters, Acknowledgment Letters 

And Others (Khurshid And Darzi, 2016). Accordingly, The Customary Style Of Enrollment Has Been Outperformed 

By The High-Level Automated Procedure Which Enormously Affects The Decrease Of Notice Expenses And 

Builds Reach On Green Activities And Maintainability (Khurshid And Darzi, 2016).  
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Green Preparing And Advancement Comprise Of Workers Working Techniques That Decrease Squander, 

Appropriate Usage Of Assets, Protection Of Energy And Lessens The Reasons For Natural Debasement (Ullah, 

2017). In Nigeria, The Green Preparing And Advancement Is Another Method For Instructing Representatives 

About Natural Administration And Preparing What Ought To Be Given For The Workers About Energy, Decrease 

Squander, And Diffuse Ecological Mindfulness In The Association (Deepika And Karpagam, 2016).  

In Any Case, Some Association Basically Connect With Their Workers On Both Green Preparing And Green 

Contribution To Accomplish A Setting, Whereby, The Employees’ Green Practices Are Changed (Guerci, Longoni 

And Luzzini, 2016). Likewise, Some Gathering Of Researchers Have Concurred That The Progression Of 

Information In An Association On Green Practices Significantly Affects Improving Ecologically Related Execution 

In An Organization (Longoni, Golini, And Cagliano, 2014)  

As Per Khurshid And Darzi (2016), The Development Of Innovation Has A Striking Effect In Planning Preparing 

Advancement Programs That Best Fits The Interest Of The Gatherings Existing. Admittance To This Possible 

Medium Basically Suits The Interest Of Recent Workers, And Obviously The Associations As It Encourages Them 

To Save Cost Contrasted With The Disconnected Methods Of Preparing. This Is On The Ground That All The Paper 

Turns Out Intended For The Preparation And Advancement Program Are Changed Over To Softcopies Which Are 

Sharable On The Web And Consequently Diminishes The Paper Uses And Accordingly Ecological Contamination. 

The Act Of Green Preparing And Improvement Programs Additionally Causes The Businesses To Work 

Effortlessly, While Conveying Workshops, Talks, Exhibits, And Meetings That Exclusively Focused On Ecological 

Related Issues (Khurshid And Darzi, 2016). Eventually, The Preparation And Advancement Projects Can Be 

Utilized To Produce Mindfulness Identified With Critical Ecological Issues Like Waste Administration, Energy 

Preservation, Diminishing Carbon Impressions, Among Others In Battling Contamination And Guaranteeing 

Economical Living Climate (Khurshid And Darzi, 2016). Hence, This Factor Of Green Preparing And Improvement 

Is Another Huge Commitment To The Investigation, As It Incorporates Social And Ecological Issues At All Levels. 

That Is, From Specialized Wellbeing And Security Contemplations On The Shop Floor To Vital Maintainability 

Issues At Chief Administration And Board Level (Mandip, 2012). 

Pay Bundles Ought To Be Altered To Compensate Green Abilities Obtained, And Accomplishments By Workers 

(Deshwal, 2015). Additionally, Acknowledgment-Based Honors Can Feature Green Commitments Of Workers 

Through Wide Exposure And Public Applause And Enthusiasm For Green Contributions By Top Administration 

Chiefs (Ullah, 2017). Pay Design, For Example, Prizes And Compensations Has Colossal Advantages In Impacting 

Staff Interests Towards Organizations Objectives And Aims (Ahmad, 2015). Additionally, Financial Motivators Are 

Utilized By And Large To Spur Workers On Green Practices And Such Impetuses Are Not Typically Recorded In 

The Corporate Yearly Execution Survey (Ooi, Amran, Goh And Nejati, 2017). As Indicated By Khurshid And Darzi 

(2016), Two Kinds Of Pay Structure Are For The Most Part Famous For Use. The First Is Financial Prizes And The 

Second Is Non-Money Related Prizes. Where Financial Prizes Involve Pay Assignments Like Compensation 

Increase, Money Expenses, Rewards, Extraordinary Limits On The Organization's Products And Others. While The 

Non-Financial Prizes Incorporates A Propensity For Presenting Extraordinary Acknowledgment Grants To Workers 

On Their Green Accomplishment Or Exceptionally Coordinated Gathering For Mr Green Of The Year, Unique 

Occasion Leave, Blessings, Advancements And So Forth Then, Both Remuneration Structures Are Reasonable For 

Portion And For Representatives Towards Urging Them To Maintain Green Conduct In Their Undertakings 

(Khurshid And Darzi, 2016). 

The Remuneration Framework In An Organization Ought To Be Received As A Methodology To Impact And 

Change Workers' Green Conduct That Best Fits The Climate (Khurshid And Darzi, 2016). Additionally, For An 

Association To Accomplish Maintainability In A Serious Climate, Each Worker Of The Association Ought To Be 

Constrained To A Set Objective As An Individual Errand Connected To His/Her Conduct On Green Activities. For 

Example, Organization, Now And Again, Empower Their Representatives On Green Awareness By Impacting The 

Individual’s Live Conduct And Choice Particularly On Their Families Like Controlling The Propensity For Reusing, 

Asset Minimization, Control Of Superfluous Spending, And So On. Nonetheless, Use Of Motivation Like Prizes, 

Giving Sponsorships On Family Unit Hardware And Transportation, And So On, Can Cause The Workers To 

Become Accustomed To The Propensity For Green Practices Which Would Affect Their Propensity For Running A 
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Corporate Association Under Green Cognizance In Supporting A Serious Market (Milliman, 2013). Along These 

Lines, The Pay Design, For Example, Prizes And Compensations Has Colossal Advantages In Affecting Staff’s 

Interests Towards Associations’ Objectives And Destinations (Ahmad, 2015). While The Financial Impetuses Are 

Utilized As A Rule To Inspire Representatives On Green Practices And Such Motivations Are Not Typically 

Recorded In The Corporate Yearly Execution Audit (Ooi, Amran, Goh And Nejati, 2017). In The Nigerian Setting, 

Such Green Remuneration Is Essentially Applied To The Representatives' Conduct And Its Change Through 

Motivators Towards Keeping A Harmless Ecosystem Pay Structure (Adegbite, 2015; Ojiaku, Achi And Aghara, 

2018) 

Workers Most Particularly In Wide Systems Administration Associations, For Example, Dangote Nigeria, Are 

Inclined To Relate With One Another. The GHRM In This Sense Assists With Recuperating And Deciding The 

Inconveniences Emerged At A Position Of Work That May Impact The Exertion (Deepika And Karpagam, 2016). 

Representative Direction Program Ought To Be Planned To Encourage The Mix Of New Workers Into A Culture Of 

Green Cognizance (Ullah, 2017). The Hopeful Representative Relations Are Incredible And, Proceeding With 

Advantage And, A Wellspring Of Forceful Improvement For Any Association (Deepika And Karpagam, 2016). The 

Creators Further Stressed That The Commitments Of The Workers To Green Activities Would Expand The 

Likelihood Of Predominant Green Administration, As It Adjusts Representative's Objectives, Inspirations, And 

Insights With Green Administration Practices And Frameworks (Deepika And Karpagam, 2016). 

 

 

 

 

 

 

 

 

 

 

 

 

Model Showing The Effect Of GHRM On Sustainable Competitive Edge In The Nigerian Manufacturing 

Industry 
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Source:  Oyedokun (2019)  

Green Human Resource Management May Play An Essential Role In Environmental Management As It Is An 

Element Of Sustainable Human Resource Management (SHRM) (Mazur,2015, Pabian, 2015, Pocztowski, 2016). 

Consequently, Green HRM Mirrors The Level Of The Greening Of HR Management Practices (Harris, 2012), 

Though Its Usage Requires Singular Phases Of HR Management To Be Altered And Adjusted, To Get Green—I.E., 

Harmless To The Ecosystem (Arulrajah, 2015).  

Green HRM Is, Hence, Important For A More Extensive Structure Of Corporate Social Duty (Mandip, 2012) And 

Implies The Utilization Of HR Approaches To Advance Practical Utilization Of Organization Assets And To Help 

Nature (Mampra, 2013). Its Essential Target Is To Create Natural Affectability In Workers And To Make Them 

Mindful Of What Their Own Conduct May Mean For The Climate. This Is About Inspiration And Causing One To 

Feel Glad For Investment In Green Activities (Edyta, 2018). Along These Lines, Green HRM Upholds The 

Production Of A Green Labor Force, Who Comprehends, Appreciates, And Rehearses Environmental Activities 

(Ahmad, 2015). Green HRM Is Likewise Characterized As The Utilization Of Staff Practices To Improve 

Ecological Performance (Kim 2017, Saifulina, 2017, Shen, 2016). This Is Because Of The Way That HR Measures 

Assume A Critical Part In The Useful Utilization Of Practical Improvement Approaches (Renwick, 2018), And In 

The Development Of A Supportable Advancement Culture. In This Unique Circumstance, It Is An Essential 

Instrument Permitting The Usage Of Feasible Improvement Across An Association (Urbaniak, 2017). The Usage Of 

Green HRM, Advancing Green Authoritative Culture And Invigorating Climate Situated Worker Conduct, Is Useful 

To Associations For Various Reasons (Ehnert 2016, Rayner, 2018). The Primary Impact Is Picture Advantage 

(Shen, 2016). The Market Achievement Of Contemporary Undertakings Is Progressively Reliant On Picture. Given 

The Abovementioned, Taking Up Intentional Natural Activities, As Opposed To Only Adjusting To The Limiting 

Legitimate Guidelines With Respect To Ecological Security, Is Turning Into A Method By Which To Acquire An 

Upper Hand (Ziółko, 2015).  

GHRM

Green Recruitment 
Practises

Green Training and 
Development

Sustainable Competitive 
Edge in the Nigerian 

Manufacturing Industry

Green Compensation 
Structure

Green Employee 
Relations
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Sinnappan And Rahman (2011) Investigate The Factors That Influence Malaysian Consumers' Green Buying 

Decisions. Finally, They Come To The Conclusion That Educating Customers On Both Cognitive And Affective 

Aspects Would Increase Their Social Responsibility. Ali Et Al. (2011) Investigated The Factors That Influence 

Pakistani Consumers' Green Purchasing Decisions. Consumers Are More Likely To Purchase Green Goods, But If 

Quality And Price Are Essential To Them, Those Products Should Have A Competitive Advantage That Makes 

Them Favored Over Conventional Products, According To The Findings Of Their Report. Customers Look For 

Environmental Items, Though Colleagues Focus On Natural Validations. Organizations Looking To Keep Up Their 

Piece Of The Pie Are Compelled To Embrace An Environment Amicable Orientation. Because Of Such A 

Methodology, Organizations Are Step By Step Building Up Another Way Of Thinking Of The Board, Where Use 

Of Natural Insurance Is Not, At This Point Just Seen As An Expense, Yet Rather As An Interest In An Association's 

Turn Of Events (Edyta, 2018). Creators Giving A Knowledge Into Green HRM Support That HR May 

Fundamentally Add To The Foundation Of Natural Organizations (Norton, 2017, Cheema, 2017). Green HRM 

Instruments, Cycles, And Practices May Enlarge Worker Support During The Time Spent Biological Developments, 

Lessen Ecological Waste, Improve Items, Increment Measure Effectiveness, And Cut Expenses (Saifulina, 2017) 

Authors Engaged In Green HRM Issues Draw Attention To Several Environmental Practices Applicable To The 

Field Of Human Resource Management At Each Stage Of The HR Process (Ahmad, 2015, Arulrajah, 2015, 

Bangwal, 2015). Numerous Associations Have Made An Exceptional Position, Whose Inhabitant Is Answerable For 

The Coordination Of Different Parts Of Ecological Administration? (Arulrajah, 2015). Another Critical Component 

Of Green HRM Is The Development Of Workers’ Rights With Respect To The Execution Of Green Activities, 

Alluded To As Green Strengthening (Tariq, 2016). It Includes Urging Staff To Accept Natural Choices Just As 

Engaging Them To Assume Liability For Their Activities Which Converts Into Cost Mindfulness, A Feeling Of 

Having A Place With A Similar Local Area, Better Execution, And Improved Relations Between Colleagues On 

Account Of The Conviction That Representatives Are Managed By The Cost Of Certifiable, Dynamic Force. Thus, 

Strengthening Brings Workers' Commitment Up In Natural Activities And The Fulfillment They Experience 

Following Their Achievement Of Ecological Objectives (Ramachandran, 2011). Moreover, Green HRM 

Incorporates Restraining Requirements, Like Alerts, Punishments, Or Work Suspensions, Taken As People Who 

Neglect To Adjust To The Natural Standards Restricting Across Associations. This May Be Demonstrated 

Essentially If A Given Association Means To Accomplish Natural Objectives (Opatha, 2019)  

To Actualize Green HRM Standards In Huge Associations, Worker's Guild Uphold Are Required (Edyta, 2018). 

One More Natural Piece Of The Thought Is An Evaluation Of Worker’s Biological Execution. The Consideration Of 

Ecological Administration Objectives Into The Presentation Evaluation Framework Is Essential, For It Guarantees 

Customary Input On Worker Progress In Their Accomplishment (Arulrajah, 2015). No Association Would Be Fit 

For Ensuring Genuine, Natural Viability Without Such An Approach (Edyta, 2018).  

The Rundown Of Green Positions Highlights Occupations Identifying With Cultivating Or Ranger Service, Yet In 

Addition The Accompanying: Environmental Inspector, Natural Mission Management Specialist And Energy 

Proficiency Consultant.  

With Everything Considered, It Should Be Underlined That Harmless To The Ecosystem Green HRM Practices 

Brings About The Advancement Of "Green" HR, I.E., Profoundly Qualified Workers Who Comprehend And 

Follow The Standards Of Environmental Developments. (Edyta, 2018). 

Friedman (1970) Built Up An Instrumental Hypothesis With The Perspectives That "The Only Duty Of Business 

Towards Society Is The Expansion Of Benefits To The Investors Within The Legitimate System And The Moral 

Custom Of The Country". This Hypothesis Has A Long Practice And Has Delighted In Wide Acknowledgment In 

Business Up Until Now. The Instrumental Hypothesis Offers Knowledge For Additional Comprehension Of The 

Connection Between The Circumstance Of Greening Methodologies And Firm Execution. In Contrast To Preston 

And Post (1981) Integrative Hypothesis Which Laid Accentuation On The Need Of The General Public Social 

Interest During An Association Planning Of GHRM, The Instrumental Scholar 'Centers Around Accomplishing 

Financial Goals Through Friendly Exercises' (Garriga& Mele, 2004). Instances Of Financial Hypotheses Incorporate 
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Social Ventures, Cause-Related Trading, Corporate Constitutionalism, And Different Speculations Zeroing In On 

The Lower Part Of The Pyramid. Instrumental Hypothesis "Considers The Cycle By Which Exercises, Or Things 

Become Regulated Or Implanted In Organizations Like Standards, And Acknowledged Practice, And The Part Of 

Foundations In The Public Eye" (Scott, 2003). For Example, Where Donaldson (1982) Political Hypothesis 

Underscored The Significance Of Corporate Force, And How This Force Can Be Utilized In A Dependable Manner 

To Impact Both Inward, And Outer Choices, Instrumental Hypothesis Fixates On The Effect Of Natural Pressing 

Factors, That The Association Experiences, And, That, Hence Impact The Association's Approaches, Systems Just 

As Design Until The Organizations Within An Authoritative Field Seem To Turn Out To Be Very Much Alike 

Without Essentially Getting More Productive. Organizations Surrender To These Natural Powers And Pressing 

Factors To Acquire Assets From The Climate That Can Incorporate Monetary Assets Just As Clients, Political 

Force, And Institutional Authenticity.  

Three Primary Gatherings Of Instrumental Hypothesis Can Be Distinguished, Contingent Upon The Financial 

Target Proposed. In The Main Gathering, The Goal Is The Boost Of Investor’s Esteem, Estimated By The Offer 

Cost. As Often As Possible, This Prompts Momentary Benefits Direction. Nonetheless, A Firm Ought Not 

Disregard To Analyze Earth Unsafe HR Practices That Could Influence Society Due To Its Emphasis On Benefit. A 

Case Of Freeman (1994), Moral Hypothesis Which Laid Accentuation On The Propensity For Making The Best 

Choice As The Essential Obligation Of An Association Towards Accomplishing A Superior Society, The 

Instrumental Hypothesis Asserted That The Premium Of The General Public Ought To Be The Significant Plan Of 

An Organization Meant To Work In A Business Opportunity As Long As Possible. The Second Gathering Of 

Hypothesis Centers Around The Essential Objective Of Accomplishing Upper Hands, Which Would Create Long 

Haul Benefits. In The Two Cases, GHRM Noticeably An Issue Of Illuminated Personal Circumstance (Keim, 1978) 

Since The Practices Are A Simple Instrument For Benefits.  

While The Third Is Identified With Cause-Related Association Practices, And Close To The Second, As The Serious 

Edge Is Estimated Through Components Like Piece Of The Overall Industry, Benefit, Efficiency, And Ideal 

Execution. In This Way, Every One Of These Elements Are The Objective Of Each Firm Captivating In HR 

Practices In The Public Arena Towards Acquiring An Upper Hand. A Firm Who Neglect To Basically Assess Its 

Current Circumstance May Deliver Every One Of Those Variables Futile As Such Firm Will Most Likely Be 

Unable To Support The Serious Market Throughout A Significant Stretch Of Time. 

 Social Exchange Theory As Propounded By Blau 1964, Has Been Highly Influential In A Variety Of Disciplines, 

Including Anthropology, Clinical Psychology, Social Psychology, And Sociology. In His Exceptionally Referred To 

Book, Exchange, And Power In Social Life, Blau (1964) Distinguished Two Sorts Of Trade Connections: (A) Social 

And (B) Monetary. As Per Blau, Social Trades Involve Unknown Commitments To Such An Extent That When An 

Individual Helps Another Group Out, There Is An Assumption For Some Future Return.  

However, Since It Is Unclear When The Favor Will Be Returned, And In What Form, Social Exchange 

Relationships Depend On Trust (Blau, 1964). “Obligations, Trust, Interpersonal Attachment, Or Commitment To 

Specific Exchange Partners” (Emerson, 1981) Are Not Incorporated Into Economic Exchange Relationships. Or 

Maybe, Monetary Exchanges Between Parties Are Not Long Haul Or Continuous, Yet Address Discrete, Monetarily 

Arranged Associations (Shore Et Al., 2006). Most Scholars Concur That, As A Rule, Social Trade Includes A 

Progression Of Related Connections That Produce Commitments Between Two Gatherings (Emerson, 1976). In 

Like Manner, A Person's Apparent Relationship With A Predetermined Other Gathering Has Been Conceptualized 

As A Type Of Social Trade In Which People Endeavor To Find Some Kind Of Harmony Between The Apparent 

Expenses And Advantages Of Keeping Up Their Connections (Homans, 1958). Three Components Are Central To 

Social Trade: (A) Relationship, (B) Correspondence, And (C) Trade (Coyle-Shapiro And Shore, 2007). A Social 

Trade Relationship Starts When One Gathering Offers An Advantage To The Next. In The Study, State 

Corporations Use The Inducement Of Green Rewards To Create A Side Bet. The Employees Receiving The Reward 

Reciprocate With Behaviors That Lead To Environmental Sustainability. State Corporations Also Offer Green 

Training And Development To Its Staff And As A Result The Employees Tend To Behave In A Manner That 

Enhances Environmental Sustainability. Along These Lines, Social Trade Is A Cycle That Involves The Constant 
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Trading Of Advantages Over The Long Haul Wherein The Two Players Get That "The Offering Of An Advantage 

Makes A Commitment To Respond" (Coyle-Shapiro And Shore, 2007).   

Although Social Exchange Theory Has Long Been Considered One Of The Most Influential Theories In 

Organizational Behavior And Human Resources Management, Theoretical Ambiguities Within The Theory Remain 

(Cropanzano& Mitchell, 2005). Another Criticism Is That The Theory Fails To Completely Articulate The 

Distinction Between Behavioral Action And Inaction. More Clearly, Social Exchange Theory Naturally Assumes 

The Absence Of Something That Is Positive (Justice, Trust) Is Effectively The Same As The Presence Of Something 

That Is Negative (Injustice, Distrust).  

However, Evidence Suggests This Is Not Necessarily True. The Relationship Employees Develop With Their 

Organizations Will, Over Time, Develop Investments That Are Both Social And Economic In Nature. It Is These 

Investments, Or “Side Bets” (Becker, 1960), That Help Determine How Individuals Decide To Reciprocate Their 

Obligations. The Theory Is Relevant To This Study Because State Corporations Uses The Rewards Either Monetary 

Or Non-Monetary To Induce Employees To Perform Desired Environmental Behavior As An Exchange For The 

Reward. The Theory Therefore Infers As To Whether Green Reward And Compensation And Green Training And 

Development Influences Environmental Sustainability In State Corporations In Kenya.  

Another Aspect Of Literature Is The Theory Of Cumulative Causation Developed  By  Myrdal  (1957)  And  Kalder  

(1970)  Which  Argued  That  Initial Condition Of Production Determines Economic Growth Such That It Places 

Emphasis On Self-Sustainability. Although There Is Tendency For Positive Spillover Effects Spreading Growth 

From The More To The Less Advanced Economies, This Is Because They Are Incapable Of Bringing The System 

Into A Balance State Due To The Fact That The Market Forces Alone Are Left At Work. 

 

The Attributes Of The "Delicate" Model Of HRM Are Very Much Like Those That Are Under The HRM "Best 

Practice''. Johnson (2000) Recommends That The Basic Core Value Of Best Practice Is The Esteeming And 

Remunerating Of Worker Execution. After Broad Exploration, Huselid (1995) Built Up Top Notch Of 13 "Superior 

Work Qualities" That He Accepted Comprised Best Practice HRM. As Indicated By Pfeffer (1998) Who Drew 

Vigorously From The Past Work Done By Huselid, Illustrated Seven Accepted Procedures Of Fruitful Associations 

Which Incorporates Such Things As Business Security, Specific Employing Of New Staff, Independent Groups, 

Decentralized High Pay Comparative With Execution, Broad Preparing, Decrease In Hindrances And Broad Sharing 

Of Monetary And Execution Data. In Any Case, Guest (1999) And Others Have Scrutinized The Premise Of A 

Portion Of The Widespread Cases Made About The Association Between HRM Systems And Authoritative 

Execution.  

They Report That They Are Not Persuaded By The Possibility That There Is An Overall Solution Of HRM 

Mediation That Can Be Applied In Any Association, Independent Of Setting And Needs With The Probability Of A 

Comparative Degree Of Reaction And Results, (Guest, 1999). Despite The Fact That There Is Still Discussion 

Between HRM Professionals With Regards To What Presence Of Mind Meaning; In A Real Sense The Strategies 

And Procedures Which Produce Predominant Outcomes In HRM, (Price, 2004).Therefore, Exercises That Are 

Intended To Engage And Build Up The Worker Notwithstanding Decidedly Influence The Primary Concern Of The 

Association Are Considered "Best Practice" (Edgar, 2003). A Study Did In New Zealand Firm Brought About 

Differentiating Results. As Indicated By An Examination Led By Stablein And Geare (1993) Researching The 

Shared Trait Of Best Practice HRM Exercises In New Zealand Associations.  

Looking At Changed Elements Of The Organizations Like Compensation, Organization And Work, Results Showed 

That Dependent On EEO (Equal Employment Opportunity), Most Areas Would In General Be Truly Adept At 

Using HRM Best Practice To Exercises Within The Firm And That Much Improvement Was Needed To Get 

Business Up To The Degrees Of HRM Best Practice Used Abroad. The Best Practice Approach Experiences A 

Progression Of Impediments. When Executing Best Practice Principles Associations Run Danger Of Presenting 

Commonly Restrictive Blends Like Group Working And Pay Dependent On Singular Execution Bringing About A 

Decay Of Representative Coordinated Effort Through Over Overstated Rivalry (Johnson, 2000).  
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Additionally, High Responsibility Management Frameworks Are For The Most Part A Perplexing Endeavor 

Requiring Huge Contributions Of Preparation And High-Level Administration Responsibility. Best Practice HR 

Needs Direct Linkages With Hierarchical Procedures And Is Printed By The Conviction That Extraordinary High 

Performing HR Will Impact Methodology (Price, 2004). By Causing HR Strategy To Go Before Corporate System 

An Association Chances Endorsing Normalized Sets Of "One Size Fits All" Best Practice Approaches Which Won't 

Uphold The Specific Necessities Of Workers And Be Hindering To In General Essential Targets. The Theory Is 

Relevant To The Study Because If State Corporations Do Proper Performance Management Of Its Workers, This 

Will Enhance Environmental Performance. This Can Be Done By Ensuring That Green Targets Are Set For All 

Employees In The Organization. They Can Also Practice Selective Recruitment And Selection Of Employees With 

Prior Knowledge On The Environment; Administer Extensive Training On Environmental Issues As Well As 

Rewarding And Compensating Them As These Constitute Best Practices. 

Most Effectively Managed Firms Have Discovered That The Crucial Source Of Creating A Sustainable Competitive 

Advantage In The Business Environment Is Not Only Having The Smartest Design Of Product Or Service, The Best 

Marketing Strategy, Latest Technology Or Strong Financial Management, But It Is Necessary To Have Good 

Human Resources And Proper Management Procedure. Firms Need To Take A Strategic Perspective On Human 

Resource, Which Regards Assets In Organization, And Develop Appropriate Policies Not Only In Order To Exploit 

These Assets But Also For Creating Value. One Of The Major Signals That Are Used To Draw The Attention Of 

Investors To A Firm Is Firm Performance. The Performance Of The Firm Is Also Used To Assess The Effectiveness 

Of The Policies And Activities Of The Management. The Information On The Performance Of The Firm Is Used To 

Make Several Economic Decisions By The Stakeholders In The Circle Of Financial Reporting (Fauzi Et Al., 2010). 

Ceos Need To Make Sure That The Performances Of The Firms Are In Line With The Objectives Of The Firms, 

Due To The High Responsibility And Commitment By The Stakeholders. The Business Environment Is Dynamic. 

The Performance Of A Firm Can Be Also Be Maximized By Applying Correctly Good Corporate Governance 

Principles Which In Turn Gives Competitive Advantage To A Firm. Corporate Governance Has Been And Will 

Always Be Crucial In Earning Confidence And Trust From Investors. A Study By Mwandiambira (2017) Supported 

The Notion That Sound Corporate Governance Principles Create A Competitive Advantage To A Bank Thereby 

Positively Influencing Bank Financial Performance. The Turbulent And Volatile Economic And Business 

Environment Calls For Innovative And Creative Leaders Who Quickly Adapt To The Changing Business 

Environment. A Firm Which Embraces Good Corporate Governance System Is Able To Deal With Change Better. 

Banks Require Good Corporate Governance To Enhance Shareholder Value And Therefore Should Be Able To 

Quickly Adapt Where The Environment Changes (Wadesango Et Al., 2018).  Bowen And Ostroff (2004) Also 

Acknowledged That Employee Participation Plays A Key Role In Transforming Human Resource Practices Into 

Desired Outcomes In Performance (Ali Et Al., 2017). 

As Indicated By Ullah (2017) In The Study He Did To Analyze Completely The Survey Of GHRM And Ecological 

Supportability In HRM. The Investigation Found That The Usage Of GHRM In An Association Is Probably Going 

To Result Into Efficiencies, Affordable Use Of Assets, Less Wastage, Improved Occupation Related Demeanor, 

Improved Work/Private Life, Lower Costs, Improved Laborer Execution And Support Which Assist Organization 

With Guaranteeing Ecologically Touchy, Asset Effective And Socially Capable Work Environment. Deepika And 

Karpagam (2016) Guarantee That HR Has Critical Opening To Insert Into The Association's Green Development 

And Assumes A Huge Part In Enthusing, Encouraging, And Empowering Workers For Enrapturing Up Green 

Practices For Greener Business. Rana And Jain (2014) Affirmed That Numerous Associations Universally Are 

Freely Pursuing Executing Green Practices. In The Meantime, The GHRM Practice Encourages An Association Just 

As Its Workers Through The Improvement Pace Of Maintenance In Representatives, Improved Public Picture, 

Improvement In The Economical Utilization Of Assets And Expanded Business Openings (Bangwal& Tiwari, 

2015). 

Greening Of HRM Capacities Would Diminish The Negative Ecological Effects Of The Organization And Enhance 

The Positive Natural Effects Of The Organization (Chowdhury, Sanju &Asaduzzaman, 2017). Chowdhury, Sanju 
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And Asaduzzaman (2017) Deduced In Their Investigation That HRM Practices In Creating Manageability Are 

Probably Going To Results Into Minimization Of Wastage, Reservation, And Protection Of Regular Assets, 

Consequently An Extremely Solid Connection Exists Among CSR, GHRM And Supportability. Milliman (2013) 

Looks At HRM As A Main Edge With An Attention On Crucial Segments Of Advance Natural Maintainability. The 

Investigation Found That Green Activities With Motivators, For Example, Prizes And Acknowledgment Essentially 

Affect The Workers' Ecological Impact And Their Own Lives. Essentially, Khurshid And Darzi (2016) Likewise 

Explore The Propensity For Becoming Environmentally Viable In An Association HR Management Practices. The 

Creators Found That Green HRM Assumes A Critical Part In Getting A Practical Advancement Climate Through A 

Set Of Objectives On Financial, Social And Other Association Related Objectives To Their Current Circumstance. 

In Any Case, Nisa, Mahmood, Sandhu, Kanwal And Iqbal (2016) Placed In Their Examination Led To Explore The 

Impact Of Green HRM Practices On Manageability Concerning Some Chosen Organizations In Pakistan That, A 

Huge Impact Exists Between All Components Of GHRM And Natural Supportability. Additionally, Ooi, Amran, 

Goh And Nejati (2017) Accentuated On The Significance Of GHRM To Partners Of An Association In Malaysia. 

The Examination Recognized Six Parts Of GHRM And Found That Green Ability Management, Green Execution 

Management, Green Preparing And Improvement, Green Worker Commitment, Green Prize Framework And Green 

Representative Partition Are Crucial To Malaysian Monetary Administrations Industry. Guerci, Longoni And 

Luzzini (2016) Look At The Impact Of Partner Pressures On Ecological Execution While Counts On Green HRM 

As An Interceding Variable. The Research Discovered That Green Preparing And Contribution, Just As Green 

Execution Management And Remuneration, All Significantly Affect Natural Execution, While Green Enlistment 

Was Denied With No Relationship With Ecological Execution.  

 

Empirical Review Of Nigeria’s Case On Sustainable Development  

Lele (1991) Portrays Reasonable Improvement As "Another Lifestyle And A Way To Deal With Social And 

Financial Exercises For All Social Orders, Rich, And Helpless Which Is Viable With The Protection. The 

Environment Sustainable Development In My View Could Be Alluded To As Effective Administration Of Assets 

For Human Endurance Contemplating Both The Present And Group Of People Yet To Come. In Particular, A Few 

Variables Could Be Distinguished As Hindrances To Accomplishing Reasonable Advancement In Less 

Economically Developed Countries (Lecds) Like Nigeria?  

The Needs Of LEDC Governments And People Are Frequently Present Moment For Example Meeting The 

Essential Requirements Of Populace Today. For Instance, Giving Accommodation, Food, Crisp Running Water, 

Education, And Medical Care. Numerous Ledcs Are Encountering Inner Clash/Cataclysmic Events And Cash Is 

Spent On The Military/Catastrophe Help Instead Of On These Essential Requirements And Longer-Term 

Supportable Activities.  

• Corruption Makes It Hard To Prioritize Long Haul Problems. Numerous Pioneers Are In Office For Brief 

Timeframes And Are Evolving Frequently.  

• Lack Of Qualified Individuals To Create And Actualize Elective Advances Because Of A Poor Instructive 

Framework And The "Cerebrum Channel”.  

• Lack Of Schooling About Limited Assets.  

Amassoma And Nwosa (2011) Examined The  Nexus  Between  Investment  In  Human  Capital  And  Economic 

Growth  In  Nigeria  By  Employing  Error  Correction  Modeling  Approach  And Granger Causality  

Methodologies.  The Results  Revealed  There  Is  A  Mismatch  Between  Labor  And  The  Occupation  They  

Found  Themselves  Doing  Which  In Turn  Leads  To  Inadequate  Productivity  And  There  Is  No  Causality  

Between  Human Capital And Economic Development In Nigeria. Based On The Above They Suggested That  The  

Government  Should  Increase Budgetary  Allocation  On  Education  Increase  Enrollment  In  The  Key  

Institutions  Of  Learning  To  Enhance  Sustainable Economic Growth In Nigeria. Babatunde And  Afolabi  (2005)  

Measured  The  Long  Run  Relation-Ship Between Education And Economic Growth In Nigeria Between 1970 And 

2003 By Applying Johansen Cointegration Method Correction Model And Vector Error Model. The Research 



Green Human Resource Manangement (Ghrm) And Sustainable Development In A Less Privileged Economy: 

Empirical Clarification From Nigeria 

 

2982 

Shows There Is A Long Run Relationship Between Education And Economic Growth There By Laying Emphasis 

That A Well-Educated  Labor  Force  Appears  To  Significantly  Influence  Economic  Growth Both As A Factor In 

The Production Function As Well As Through Total Factor Productivity. 

People Do Not Know Or Understand The Implications Of Over Usage Of Resources GHRM Green Recruitment 

Practices Green Training And Development, Green Compensation Structure, Green Employee Relations, 

Sustainable Competitive Edge In The Nigerian Manufacturing Industry.  

 

 

 

 

                                                METHODOLOGY 

This Study Utilized A Combination Of Descriptive And Inferential Analysis, Of Cross-Sectional Study To Assess 

The Association Between GHRM And Sustainable Development. The Inferential Analysis Used Was Chi Square. 

The Results Obtained From The Representative Sample Were Used To Generalize For The Entire Population. 

The Study Population For This Research Was All Employees Of Different Food Companies In Nigeria Who Have 

Worked For More Than Three Months In Their Respective Companies. 

To Be Eligible To Participate In This Study, Individuals Were To First Consent To Be Willing To Participate In The 

Research. They Also Had To Be Employees Of One Of The Three Companies Under Consideration Who Earn 

Wages And Have Been On The Payroll Of The Company For At Least Three Months Or More Prior To The Date Of 

This Research. 

Individuals Were Excluded From The Study If They Failed To Consent, Those Who Were Not Employees Were 

Also Exempted. Those Who Had Worked For Less Than Three Months And Those Involved In Safety Committees 

Because They May Not Know The Actual Practice Of The Organization. 

The Minimum Sample Size Was Determined Using The Fisher’s Exact Formula For Proportion 

N= Z2 × P (Q) / D2 

Where,  

Z = Standard Normal Deviation At 95% Confidence Level =1.96 

P Is The Proportion Of The Target Populace Estimated To Have A Particular Characteristic That Is Measured By 

92.3% 

D Is The Degree Of Accuracy, Set As 0.05% 

𝑛 =
𝑍2𝑝𝑞

𝑒2
 

𝑛 =
(1.96)2(0.923)(1 − 0.923)

0.052
 

𝑛 =
3.8416 × (0.923 × 0.077)

0.0025
 

𝑛 = 109.2 

10% For Possible Nonresponse Rate 

Hence, 𝑛 = 109.2+ 10% (109.2) 

  𝑛 = 109.2 + 10.9 

 𝑛 = 120.1 ~ 120 

 𝑛 = 120 

 Hence, The Calculated Sample Size Is 120. 
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The Eligible Participants Were Chosen By A Two-Stage Sampling Method. At The First Stage, 3 Companies (Sweet 

Co Foods, Sumal Foods, And 7up Bottling Company) Were Selected By Purposive Sampling, This Sampling 

Technique Involves Laying Down Criteria For The Subjects To Be Included. Those Who Met The Criteria Were 

Selected In The Sample. In This Research Study, The Criteria For The Companies That Were Selected Was Food 

Industries Having Large Number Of Staffs After Which Forty Employees Were Randomly Selected In Each Of The 

3 Companies Using Simple Random Sampling. Data Was Collected Using Interviewer-Administered Structured 

Questionnaire Employees Of 3 Different Companies In Ibadan, Nigeria. The Questionnaire Was Divided Into Two 

(2) Sections, Section One Dealt With Individual Demographic Data While Section Two Dealt With Questions 

Relating To GHRM And Sustainable Development In Nigeria Economy. 

Pilot Study Was Used To Test The Validity Of The Instrument 

Cronbach's Alpha Was Used In Testing How Good, Consistent, And Reliable The Questions In The Questionnaire 

Cronbach Alpha No Of Items 

0.927 50 

Since Reliability Coefficient Of 0.70 Of Higher Is Considered Acceptable. The Alpha Coefficient For The Forty-Six 

Questions Is 0.926, Suggesting That The Questionnaire Have Relatively High Internal Consistency.   

 The Selected Companies Were Visited With Permissions Obtained From The Admin Manager. The Questionnaires 

Were Filled By The Employees And Submitted Back. Specifically, The Research Instruments Used For The 

Employees, Few Employees Were Randomly Selected Each Different Department In The Three Companies, To 

Respond To The Questionnaires. Reasonable Time Was Taken To Duly Explain The Content Of The Questionnaire 

To Ensure Proper Understanding. 

   

                DATA ANALYSIS, RESULT AND DISCUSSION 

 

Analysis Of The Data Was Carried Out Using Simple Descriptive Statistics Of Percentage And The Response Of 

The Respondents Was Analyzed Based On The Questions Earlier Stated. SPSS Software Was Used For The 

Analysis Of The Data 

 

Univariate Analysis 

Uni-Variate Level Of Analysis Includes Frequency And Percentage Distribution Of The Respondent Socio-

Demographic And Economic Characteristics Of Employees The Various Companies 

Demographic Characteristics 

From Table 1 Below, Out Of 120 Respondents, 6 Respondents (5%) Are Less Than 26 Years, 43 Respondents 

(35.8%) Are Between Age 26-35, 52 Respondents (43.3%) Are Between Age 36-45, 14 Respondents (11.7%) Are 

Between Age 46-55, While 5 Respondents Are More Than 55 Years Of Age.  

For Gender, 74 Respondents (61.7%) Are Male While 46 Respondents (38.3%) Are Female. For Tribe, 77 

Respondents (64.2%) Are Yoruba, 24 Respondents (20%) Are Hausa, While 19 Respondents (15.8%) Are Igbo. For 

Marital Status, 36 Respondents (30%) Are Single While 84 Respondents (70%) Are Married.  

For Religion, 71 Respondents (59.2%) Are Christians While 49 Respondents (40.8%) Are Islam. For Highest 

Educational Level, 18 Respondents (15%) Have O-Level And Below, 65 Respondents (54.2%) Have OND/NCE, 25 

Respondents (20.8%) Have Bachelors’ Degree / HND While 12 Respondents (10%) Have Higher Education 

 

Table 4.1: Demographic Characteristics Of Employees 

 FREQUENCY (N=120) PERCENTAGE (%) 

AGE In Years   

<26 Years 6 5 
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26-35 Years 43 35.8 

36-45 Years 52 43.3 

46-55 Years 14 11.7 

>55years 5 4.2 

GENDER   

Male 74 61.7 

Female 46 38.3 

Tribe   

Yoruba 77 64.2 

Hausa 24 20 

Igbo 19 15.8 

Others   

MARITAL STATUS   

Single 36 30 

Married 84 70 

Divorced/Separated   

RELIGION   

Christianity 71 59.2 

Islam 49 40.8 

Highest Educational Qualification 

O-Level & Below 18 15 

OND/NCE 65 54.2 

Bachelors’ Degree / HND 25 20.8 

Masters’ Degree 12 10 

 

Employees’ Perspective Of GHRM 

From Table 4.2, We Can Conclude That For Work Position, 37 Respondents (30.8%) Are Senior Staffs, 34 

Respondents (28.3%) Are Management Staff, 31 Respondents (25.8%) Are Junior Staff While 18 Respondents 

(15%) Are Contract Staff. 24 Respondents (20%) Have Worked For Not Up To 3 Years In The Organization. 40 

Respondents (33.3%) Have Worked Between 3-5 Years In The Organization While 56 Respondents (46.7%) Have 

Worked For Over 5 Years In The Organization. 95 Respondents (79.2%) Are Aware Of Green Human Resources 

Management Practices While 25 Respondents (20.8%) Are Not Aware Of Green Human Resource Management 

Practices. 102 Respondents Said GHRM Is Being Practiced In Their Organization While 18 Respondents (15%) 

Said It Is Not. 

 

Table 4.2: Employees’ Perspective Of GHRM 

Characteristics Percentage Frequency 

Work Position   

Senior Staff 37 30.8 

Management Staff 34 28.3 

Junior Staff 31 25.8 

Contract Staff 18 15 

How Many Years Have You Worked In Your Current Organization 

Less Than 3 Years 24 20 

3 To 5 Years 40 33.3 

Over 5 Years 56 46.7 
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Are You Aware Of Green Human Resource Management Practices 

Yes 95 79.2 

No 25 20.8 

If Yes, Is It Practiced In Your Organization? 

Yes 102 85 

No 18 15 

 

Table 3: LIKERT SCALE SHOWING GREEN RECRUITMENT PRACTICES 

 FREQUENCY 

(N=120) 

PERCENTAGE 

(%) 

During Recruitment Interviews, Are Interviewees Subjected To Level Of Knowledge In GHRM Practices? 

Yes 78 65 

No 42 35 

Does Use Of Green Recruitment Influence Environmental Developmental In Any Way? 

Yes 102 85 

No 18 15 

 SA A U D SD 

11. There Are Green Job Descriptions For Employees. 40 

(33.3%) 

36 (30%) 32 

(26.7%) 

12 (10%)  

12. The Recruitment Of Employees Involves Those 

Who Are ‘Green Aware’. 

23 

(19.2%) 

40 

(33.3%) 

39 

(32.5%) 

12 (10%) 6 

(5%) 

13. There Is Green Employer Branding. 18 (15%) 30 (25%) 54 (45%) 18 

(15.0%) 

 

14. The Organization Has A Full Department Or 

Section That Handles GHRM 

22 

(18.3%) 

60 (50%) 26 

(21.7%) 

12 (10%)  

15. The HR Managers Aid An Environmentally 

Harm-Free Exercise In The Conduct Of Its 

Recruitment Practices. 

23 

(19.2%) 

62 

(51.7%) 

29 

(24.2%) 

6 (5%)  

16. The Corporate Environmental Managerial Factors 

Are Usually Considered When Planning Recruitment 

Exercise. 

37 

(19.2%) 

58 

(48.3%) 

19 

(15.8%) 

6 (5%)  

17. Recruitment Exercise Is Computerized To Control 

Environmentally Harm-Free Practices. 

23 

(19.2%) 

59 

(49.2%) 

32 

(26.7%) 

6 (5%)  

18. Strategies Are Adopted To Forecast Its 

Environment-Related Activities For Deciding Its 

Recruitment Exercise. 

24 (20%) 49 

(40.8%) 

41 

(34.2%) 

6 (5%) 

 

 

19. Generally, Recruitment Practices In Have Been 

Environmentally Harmed Free. 

17 

(14.2%) 

65 

(54.2%) 

32 

(26.7%) 

6 (5%)  

20. There Exist Policies Regarding Developmental 

Sustainability 

18 (15%) 35 

(29.2%) 

55 

(45.8%) 

12 (10%)  

 

From The Above Analysis It Can Be Concluded That 78 Respondents (65%) Said Interviewees Are Subjected To 

Level Of Knowledge In GHRM Practices While 42 Respondents Said They Were Not. 102 Respondents (85%) Said 

The Use Of Green Recruitment Influence Environmental Development While 15% Said No. 
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40 Respondents (33.3%) Strongly Agree That There Were Green Job Descriptions For Employees, 36 Respondents 

(30%) Agree That There Were Green Job Descriptions For Employees, 12 Respondents (10%) Disagree That There 

Were Green Job Descriptions For Employees While 32 Respondents (26.7%) Are Indecisive. 

23 Respondents (19.2%) Strongly Agree That The Recruitment Of Employees Involves Those Who Are ‘Green 

Aware’, 40 Respondents (33.3%) Agree That The Recruitment Of Employees Involves Those Who Are ‘Green 

Aware’, 12 Respondents (10%) Disagreed That The Recruitment Of Employees Involves Those Who Are ‘Green 

Aware’, 6 Respondents (5%) Strongly Disagree That The Recruitment Of Employees Involves Those Who Are 

‘Green Aware’ While 39 Respondents Are Indecisive.  

18 Respondents (15%) Strongly Agree That There Is Green Employer Branding, 30 Respondents (25%) Agree That 

There Is Green Employer Branding, 18 Respondents (15%) Disagree That There Is Green Employer Branding While 

54 Respondents Are Indecisive.  

22 Respondents (18.3%) Strongly Agree That Their Organization Has A Full Department Or Section That Handles 

GHRM, 60 Respondents (50%) Agree That Their Organization Has A Full Department Or Section That Handles 

GHRM, 12 Respondents (10%) Disagree That Their Organization Has A Full Department Or Section That Handles 

GHRM While 26 Respondents (21.7%) Are Indecisive 

23 Respondents (19.2%) Strongly Agree That HR Managers Aid An Environmentally Harm-Free Exercise In The 

Conduct Of Its Recruitment Practices, 62 Respondents (51.7%) Agree That HR Managers Aid An Environmentally 

Harm-Free Exercise In The Conduct Of Its Recruitment Practices, 6 Respondents (5%) Disagree That HR Managers 

Aid An Environmentally Harm-Free Exercise In The Conduct Of Its Recruitment Practices, While 29 Respondents 

(24.2%) Are Indecisive. 

37 Respondents (19.2%) Strongly Agree That The Corporate Environmental Managerial Factors Are Usually 

Considered When Planning Recruitment Exercise, 58 Respondents (48.3%) Agreed That The Corporate 

Environmental Managerial Factors Are Usually Considered When Planning Recruitment Exercise, 6 Respondents 

(5%) Disagreed That The Corporate Environmental Managerial Factors Are Usually Considered When Planning 

Recruitment Exercise While 19 Respondents (15.8%) Are Indecisive 

23 Respondents (19.2%) Strongly Agree That Recruitment Exercise Is Computerized To Control Environmentally 

Harm-Free Practices, 59 Respondents (49.2%) Agree That Recruitment Exercise Is Computerized To Control 

Environmentally Harm-Free Practices. 6 Respondents (5%) Disagree That Recruitment Exercise Is Computerized 

To Control Environmentally Harm-Free Practices While 32 Respondents (26.7%) Are Indecisive 

24 Respondents (20%) Strongly Agreed That Strategies Are Adopted To Forecast Its Environment-Related 

Activities For Determining Its Recruitment Process, 49 Respondents (40.8%) Agreed That Strategies Are Adopted 

To Forecast Its Environment-Related Activities For Deciding Its Recruitment Exercise, 5% Disagreed That 

Strategies Are Adopted To Forecast Its Environment-Related Activities For Deciding Its Recruitment Exercise 

While 34.2 Are Indecisive. 

17 Respondents (14.2%) Strongly Agreed That Recruitment Practices In Have Been Environmentally Harmed Free, 

54.2% Agreed That Recruitment Practices In Have Been Environmentally Harmed Free, 5% Disagreed That 

Recruitment Practices In Have Been Environmentally Harmed Free While 26.7% Are Indecisive. 

18 Respondents (15%) Strongly Agreed That There Exist Policies Regarding Developmental Sustainability, 29.2% 

Agreed That There Exist Policies In Regard To Developmental Sustainability, 10% Disagreed That There Exist 

Policies In Regard To Developmental Sustainability, While 45.8% Are Indecisive. 

 

Table 4: LIKERT SCALE SHOWING GREEN TRAINING AND DEVELOPMENT PRACTICES 

 FREQUENCY (N=120) PERCENTAGE 

(%) 

22. Do You Incorporate Green Training & Development In Your GHRM Policies And Practice? 

Yes 89 74.2 
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No 31 25.8 

 Does Use Of Green Training And Development Influence Developmental Sustainability Of In Any Way? 

Yes 108 90 

No 12 10 

 SA A U D SD 

23. There Is Training Of Staff To Produce Green 

Analysis Of Workspace. 

25 

(20.8%) 

35 

(29.2%) 

48 (40%) 12 (10%)  

24. Environmental Awareness Training Are Provided To 

Staff Towards Achieving A Competitive Edge In The 

Industry. 

19 

(15.8%) 

57 

(47.5%) 

25 

(20.8%) 

19 

(15.8%) 

 

25. Opportunity Is Provided To Staff On Environmental 

Consciousness. 

20 

(16.7%) 

46 

(38.3%) 

36 (30%) 18 (15%)  

26. Training And Development Programs Are 

Continuously Improved On Environmentally Friendly 

Practices. 

13 

(10.8%) 

70 

(58.3%) 

25 

(20.8%) 

12 (10%)  

27. Employees Are Socialized In Green 

Values/Management. 

 51 

(42.5%) 

57 

(47.5%) 

12 (10%)  

 

89 Respondents (74.2%) Said They Incorporate Green Training & Development In Their GHRM Policies And 

Practice While 25.8% Said They Do Not. 108 Respondents (90%) Said That The Use Of Green Training And 

Development Influence Developmental Sustainability While 10% Said No 

25 Respondents (20.8%) Strongly Agreed That There Is Training Of Staff To Produce Green Analysis Of 

Workspace, 29.2% Agreed That There Is Training Of Staff To Produce Green Analysis Of Workspace, 10% 

Disagreed That There Is Training Of Staff To Produce Green Analysis Of Workspace While 40% Are Indecisive. 

19 Respondents (15.8%) Strongly Agreed That Environmental Awareness Training Are Provided To Employees To 

Achieve A Competitive Edge In The Industry, 47.5% Agreed That Environmental Awareness Training Are Provided 

To Employees So As To Achieve A Competitive Edge In The Industry, 15.8% Disagreed That Environmental 

Awareness Training Are Provided To Employees In Order To Achieve A Competitive Edge In The Industry, While 

20.8% Are Indecisive. 

20 Respondents (16.7%) Strongly Agreed That Opportunity Is Provided To Staff On Environmental Consciousness, 

38.3% Agreed That Opportunity Is Provided To Staff On Environmental Consciousness, 15% Disagreed That 

Opportunity Is Provided To Staff On Environmental Consciousness, While 30% Are Indecisive. 

13 Respondents (10.8%) Strongly Agreed That Training And Development Programs Are Continuously Improved 

On Environmentally Friendly Practices, 70 Respondents (58.3%) Agreed That Training And Development Programs 

Are Continuously Improved On Environmentally Friendly Practices, 10% Disagreed That Training And 

Development Programs Are Continuously Improved On Environmentally Friendly Practices, While 20.8% Are 

Indecisive. 

51 Respondents (42.5%) Agreed That Employees Are Socialized In Green Values/Management. 10% Disagreed 

That Employees Are Socialized In Green Values/Management While 47.5% Are Indecisive. 

 

Table 5: LIKERT SCALE SHOWING GREEN COMPENSATION STRUCTURE 

 FREQUENCY (N=120) PERCENTAGE 

(%) 

29. Do You Incorporate Green Reward And Compensation In Your GHRM Policies And Practice? 

Yes 92 76.7 

No 28 23.3 
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39. Does Use Of Green Reward And Compensation Influence Developmental Sustainability In Any Way? 

Yes 88 73.3 

No 32 26.7 

 SA A U D SD 

30. A New Reward Is Introduced To Staff On 

Innovative Environmental Performance. 

13 

(10.8%) 

59 

(49.2%) 

35 

(29.2%) 

7 (5.8%) 6 

(5%) 

31. An Excellence Award Is Provided To Employees 

On Their Environmental Related Performance. 

13 

(10.8%) 

76 

(63.3%) 

18 (15%) 13 

(10.8%) 

 

32. Financial Reward Should Be Provided To Staff 

On Their Environmental Related Performance. 

35 

(29.2%) 

60 (60%) 12 (10%) 13 

(10.8%) 

 

33. There Are Bonuses To Employees Who 

Accomplish Environmental Assignments. 

 88 

(73.3%) 

19 

(15.8%) 

13 

(10.8%) 

 

34. The Management Prefers To Customize Their 

Compensation Package To Reflect Their 

Environmental Goals. 

6 (5%) 78 (65%) 23 

(19.2%) 

13 

(10.8%) 

 

35. There Is Issuance Of Special Leaves And 

Sabbaticals To Staff Who Are Environmental 

Champions. 

 84 (75%) 23 

(19.2%) 

13 

(10.8%) 

 

36. There Is Form Of Schedule Flexibility As A 

Form Of Reward. 

7 (5.8%) 61 

(50.8%) 

39 

(32.5%) 

13 

(10.8%) 

 

37. Reward Improve Organization To Implement 

Sustainable Practices 

29 

(24.2%) 

60 (50%) 18 (15%) 13 

(10.8%) 

 

38. Employees Recognition Is Used As A Form Of 

Reward In The Organization 

31 

(25.8%) 

64 (53.3) 12 (10%) 13 

(10.8%) 

 

 

 

The Table Above Shows The Green Compensation System. Most Of Them Incorporates Reward And Compensation 

In Their GHRM Policies And Practices. 

49.2% And 10.8% Agree And Strongly Agree Respectively That A New Reward Is Introduced To Staff On 

Innovative Environmental Performance. Also, 75% Agree That Giving Of Special Leaves And Sabbaticals To 

Employees That Are Environmental Legends Is Available. 73.3% Agree That Use Of Green Reward As Well As 

Compensation Influence Developmental Maintainability In A Way. 

 

Table 6: LIKERT SCALE SHOWING SUSTAINABLE DEVELOPMENT 

 FREQUENCY (N=120) PERCENTAGE (%) 

40. Do You Incorporate Green Employee Relation In Your GHRM Policies And Practice? 

Yes 75 62.5 

No 45 37.5 

 SA A U D SD 

41. You Make Use Of Computer Systems And 

Technology For Paper Works, Recordings Etc. 

58 

(48.3%) 

50 

(41.7%) 

6 (5%) 6 (5%)  

42. You Reduce, Reuse, And Recycle Products You 

Consume 

50 

(41.7%) 

64 

(53.3%) 

6 (5%)   

43. You Promote Environmental Education And 

Awareness 

46 

(38.3%) 

61 

(50.8%) 

7 

(5.8%) 

6 (5%)  

44. You Utilize Resources Maximally Without Any 

Waste 

63 

(52.5%) 

44 

(36.7%) 

7 

(5.8%) 

6 (5%)  
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45. The Workspace Improved Your Quality Of Life 

(Social, Cultural And Economically)  

34 

(28.3%) 

73 

(60.8%) 

7 

(5.8%) 

6 (5%)  

62.5% Of The Respondents Said That Green Employee’s Relation Was Incorporated In Their GHRM Policies And 

Practice While 37.5% Said No. 52.5% Of The Respondents Strongly Agree That They Promote Environmental 

Education And Awareness, 36.7% Agreed That They Promote Environmental Education And Awareness While 5% 

Disagreed. 5.8% Were Indecisive.  

28.3% Of The Respondents Agreed Strongly That The Workspace Improved Their Quality Of Life, 60.8% Agree 

While 5% Disagreed. 5.8% Were Indecisive. 

 

Bi-Variate Analysis 

This Section Entails Mainly Their Cross Tabulation And Chi Square. 

Table 7:  CROSS TABULATION ON SUSTAINABLE DEVELOPMENT AND GREEN TRAINING 

AND DEVELOPMENT 

CHARACTERISTICS 

AND VARIABLE 

SUSTAINABLE DEVELOPMENT 

 Greatly 

Affected 

Moderately 

Affected 

Not 

Affected 

CHI 

SQUARE 

P 

VALUE 

GREEN TRAINING AND DEVELOPMENT PRACTICES 

High Quality FREQUENCY 47 7 0 32.262 0.000 

PERCENT 39.2% 5.8% 0 

Average Quality FREQUENCY 48 0 6 

PERCENT 40% 0 54% 

Low Quality FREQUENCY 6 6 0   

 PERCENT 5% 5% 0   

GREEN COMPENSATION STRUCTURE 

Good FREQUENCY 78 7 6 21.367 0.000 

PERCENT 65% 5.8% 5% 

Fair FREQUENCY 16 0 0 

PERCENT 13.3% 0 0 

Bad FREQUENCY 7 6 0   

 PERCENT 5.8% 5% 0   

 

Most Of The Respondents Stated That They Incorporate Green Employee Relation In Their GHRM Policies And 

Practice.  The Chi-Square Analysis Showed That Green Training And Development Practices Have Significant 

Association With Sustainable Development (P<0.05) At 5% Level Of Significance, And Green Compensation 

Structure Have Significant Association With Sustainable Development (P-Value<0.05) At 5% Level Of 

Significance. 

 

                                        DISCUSSION 

The Study Showed That Green Training And Development Practices And Also Green Compensation Have 

Significant Association With Sustainable Development As Guerci, Longoni And Luzzini (2016) Stated That The 

Impact Of Partner Pressures On Ecological Execution, Trainings And Compensations Have Benefit To The 

Environment Therefore Making It An Essential Element Within The Organization For Sustainable Development 

(Deepika & Karpagam, 2016). 

Implementing GHRM Trainings And Developments In The Workplace Practices Had A Beneficial Effect On The 

Nigeria Economy.  
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The Research Findings Demonstrate That The GHRM Trainings In The Workplace Could Have A Spill Overing 

Effect On The Sustainable Development On The Nigeria Economy Which Correlates With The Studies Carried Out 

By Khurshid And Darzi, (2016). Research Shows That The Development Of Innovation Has A Striking Effect In 

Planning Preparing And Advancement Programs That Best Fit The Interest Of The Gatherings Existing. Admittance 

To This Possible Medium Basically Suits The Interest Of Recent Workers And Obviously The Associations As It 

Encourages Them To Save Cost, In Contrast With The Disconnected Methods Of Preparing. This Is On The 

Grounds That All The Paper Turns Out Intended For The Preparation And Advancement Program Are Changed 

Over To Softcopies Which Are Sharable On The Web And Consequently Diminishes The Paper Uses And 

Accordingly Ecological Contamination. The Act Of Green Preparing And Improvement Programs Additionally 

Causes The Businesses To Work Brilliant Effortlessly While Conveying Workshops, Talks, Exhibits, And Meetings 

That Exclusively Focused On Ecological Related Issues (Khurshid And Darzi, 2016).  The Research Results 

Analyzed That Green Compensation System Possess An Impact On The Viable Development Of The Nigeria 

Economy. 

These Finding Correlates Ullah, (2017) Results Which Shows That Acknowledged Based Honors Can Feature 

Green Commitments Of Workers Through Wide Exposure And Public Applause And Enthusiasm For Green 

Contributions By Top Administration Chiefs, These Is Also Comparable To The Research Of Ooi, Amran, Goh And 

Nejati, (2017). The Findings Imply That Additionally, Financial Motivators Are Utilized By And Large To Spur 

Workers On Green Practices And Such Impetuses Are Not Typically Recorded In The Corporate Yearly Execution 

Survey Khurshid And Darzi, (2016) Also Discovered That Financial Prizes Involve Pay Assignments Like 

Compensation Increase, Money Expenses, Rewards, Extraordinary Limits On The Organization's Products And 

Others. While The Non-Financial Prizes Incorporate A Propensity For Presenting Extraordinary Acknowledgment 

Grants To Workers On Their Green Accomplishment Or Exceptionally Coordinated Gathering For Mr Green Of 

The Year, Unique Occasion Leave, Blessings, Advancements And So Forth Then, Both Remuneration Structures 

Are Reasonable For Portion And For Representatives Towards Urging Them To Maintain Green Conduct In Their 

Undertakings (Khurshid And Darzi, 2016).  

 

                          CONCLUSIONS AND RECOMMENDATIONS 

The Study Showed That Green Training And Development Practices Influences Sustainable Development In The 

Nigerian Economy And Green Remuneration Structure Improves Supportable Advancement In The Economy More 

Relations Of Green Representative Have Feasible Advancement In Nigerian Economy. 

The Researcher Recommends That The Green Lifestyle Of The Employee Helps With Their Job Results Positively 

And Should Therefore Be Taken As A Priority By The HR Of Various Organizations. The Nigerian Government 

And All Other Industries In Nigeria Need To Provide Or Linking Green Benefits To The Staff Performance.  

 

                               CONTRIBUTION TO KNOWLEDGE 

The Study Showed The Effect Of Green Human Resource Management (GHRM) On Sustainable Development In A 

Less Privileged Economy And How Human Resource Management Help To Improve Sustainable Development. 

This Research Could Guide Various Sectors And Industries Regarding Such Trend And Make Them Aware About 

How Much It Can Be Beneficial For Their Organization And Its Environment. The Lessons Learned From Designed 

Programs Is To Develop Greener Skills And Ensure Their Ongoing Practice To Sustain The Development Of The 

Nigeria Economy.  

 

                                   LIMITATIONS TO STUDY 

The Study Is Localized And Not Centralized Across Nigeria. It Was Conducted Among Few Companies In Oyo 

State And Thus Limit Its Use In Generalizing For The Whole Country. Unavailability Of The Employees Due To 

Their Busy Work Hours And Delayed Response. Others Are Limitations Of Collecting Research Data Using A 

Questionnaire, The Impossibility Of Fully Reviewing The Accuracy Of Respondents, The Unwillingness Of Some 

Respondents To Cooperate, Were Among The Most Important Ones Which Led To Difficulty In Getting A Perfect 

Measure Of Sustainable Development. 
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                                  SUGGESTIONS FOR FUTURE STUDY 

There Is A Need To Conduct The Study At A National Level To Make A Better Generalization Of The Influence Of 

Green Human Resource Management On Sustainable Development In A Less Privilege Economy. Future Research 

Can Be Done On More GHRM’s Effect On Other Variables, Such As Employee Allegiance And Employee 

Satisfaction, In Particular Sectors That Would Significantly Add To The Nigerian GHRM Society. It Can Also 

Concentrate On The Way Of Gender And Age Can Influence The Workplace Application Of GHRM. 
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