
 i  
 

Green Human Resource Management Practices (GHRM) 

and Its Effect on Sustainable Competitive Edge in the 

Nigerian Manufacturing Industry 

A Study of Dangote Nigeria Plc. 

 

 

 

Dissertation submitted in part fulfilment of the requirements for the degree of MBA in 

Human Resource Management 

 

 

Oyedokun Oyewale 

 

 

 

 

 

 

 

 



 ii  
 

Declaration 

I, Oyewale Oluwapelumi Oyedokun_____________________, declare that this research 

is my original work and that it has never been presented to any institution or university 

for the award of Degree or Diploma. In addition, I have referenced correctly all literature 

and sources used in this work and this work is fully compliant with the Dublin Business 

School’s academic honesty policy. 

Signed: ______oyewale______________________ 

Date: ________20/05/2019_______________________ 

 

 

 

 

 

 

 

 

 

 

 

 

 



 iii  
 

Acknowledgements 

I would like to express my gratitude to God almighty for seeing me through my master’s 

degree and the great opportunity to successfully complete my dissertation.  

Secondly, I would like to thank my supervisor Ray Whelan for his academic guidance 

and support in my research throughout the dissertation.  

I am also thankful to my parents and siblings for their continuous and very importantly 

I would like to thank my good friends and colleagues for their encouragement and 

kindness. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 iv  
 

Abstract 

The following is an abstract of my dissertation: 

Purpose: The purpose of this research is to investigate green human resource 

management (GHRM) and its effect on the sustainable competitive edge in the Nigerian 

manufacturing industry. A case of this study was directly referenced to the employees 

of Dangote Nigeria Plc. The components of human resource management were coined 

to fit into the green approach as the study came up with green recruitment, green 

training and development, green compensation and green employee relations. All these 

sub-variables were used to measure the predictive outcome such as a sustainable 

competitive edge in the Nigerian manufacturing industry. 

Methodology: A methodology was adopted as the main research paradigm to discover 

reality. It was quantitative research which collects primary data through an online 

Survey Monkey from the 242 employees of Dangote Nigeria Plc under four business 

branches in Lagos State, Nigeria. It was a cross-sectional survey which employed 

descriptive research for the study. And due to some field constraints in the course of 

survey exercise, only 217 responses were retrieved which approximate to 89.67% of 

the total response rate available for analysis. Also, a mini-pilot survey of 30 was 

conducted to ascertain the validity and reliability of every item in the research 

instrument. 

Results: The study provided empirical evidence to discovered using both descriptive 

statistics and multiple regression analysis that, green recruitment practices, green 

training and development practices, green compensation structure and green employee 

relations, all have a positive and significant effect on the sustainable competitive edge 

in the Nigerian manufacturing industry. These findings, however, was used to modify 

the assumptions of an existing theory such as instrumental theory which prioritised 

shareholders wealth maximization over the process and environmental consideration in 

the course of business operation and establishment.  

Recommendation: The study recommends to the organisations operating in the 

Nigerian manufacturing industry to embrace the process of business operation while 

diverting attention to the environment under which the business operates in such a way 

that would be environmentally friendly and harm-free of pollution to the residence. 
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CHAPTER ONE 

INTRODUCTION 

1.1 Overview 

The emerging concerns of the global environment have forced many organisational 

practices to prioritised environmental affairs and business sustainability (Ullah, 2017). 

Most especially in Nigeria, where many firms in the manufacturing industry adopt 

different managerial concepts for practices with less consideration of its effects on the 

environment (Osuagwu, 2006). Unlike marketing, production and accounting so also 

human resource management (HRM) is a key function in an organisation. According to 

Mehta and Chugan (2015), HRM is an important aspect of management. The practices 

of HRM in the organisations is aged while many take fewer precautions on its impacts 

on the environment (Agarwal, Garg & Pareek, 2011). The relevance of this environment 

in its natural and original form is what Ullah (2017) referred to as ‘green’. On this note, 

going green does not mean an environment has to be painted green, but it means the 

measures where organisations operating in a business area are been conscious of their 

environment (Jabbour, 2011; Mandip, 2012; Kapil, 2015).  

Therefore, the focus of integrating environmental management into HRM practices is 

what scholars (see, Dutta, 2012; Fayyazia, Shahbazmoradib, Afsharc & 

Shahbazmoradic, 2015; Arulrajah, Opatha & Nawaratne, 2015) referred to as ‘green’ 

HRM today. Also among the business practitioners, most international organisations 

today have haste up in greening the global business environments (Castells, 2014). An 

instance of the international standards for environmental protection and preservation 

that calls for businesses in the global environment to devise environment-friendly 

strategies (Ullah, 2017).  
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1.2 Research Background 

A global increase in business challenges and sustainability have forced many businesses 

across the globe to engage in researches that are best suitable for identifying the best 

and most trending strategies available for implementation towards gaining a sustainable 

competitive market. Among these strategies is green human resource management 

(GHRM) which involves an organisation concern towards their business environment. 

Research conducted by Ladipo, Awoniyi and Arebi (2017) shown that most firms failed 

in a competitive environment when their business environments are taken for levity. At 

the same time, some researchers have earlier found that organisations are likely to be 

profitable than usual if they engage in GHRM to balance its industrial growth and 

preservation (Daily & Huang, 2001; cited in Murari & Bhandari, 2011). Therefore, a 

scholarly view of these environmental considerations in HRM practices has led to the 

establishment of green human resource management (GHRM) (Chowdhury, Sanju & 

Asaduzzaman, 2017). These including the habits and conduction of recruitment 

practices, induction, training, compensation and employee relations in an organisation 

in such a way that would be harm-free to the environment ((Mathapati, 2013). 

Therefore, A GHRM is a prioritised affair for an organisation embarking on recruitment 

and training exercise in order to sustain a competitive business environment (Mtembu, 

2017).  

Today, numerous studies have emerges on GHRM by many scholars using different 

measures towards achieving a sustainable business environment and competitive edge. 

According to the research conducted by Mandip (2012), the author emphasised that 

“HR function will become the driver of environmental sustainability within the 

organization by aligning its practices and policies with sustainability goals reflecting an 

eco-focus”. Also, Arulrajah, Opatha & Nawaratne (2015) confirmed that the ultimate 
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aim of green HRM practices is to improve the organisations’ sustainable environmental 

performance. On this note, this study focuses on investigating GHRM and its effect on 

a sustainable competitive edge in the Nigerian manufacturing industry. 

1.3 Research Problem 

Where there is growing need for GHRM on proactive approach to environmental 

management across the world (Jabbour, Santos & Nagano, 2010), numerous scholars 

and practitioners have their contributions to aid support and increase awareness of 

GHRM in international environment (see, Renwick, Redman & Maquire, 2008; 

Mandip, 2012; Dutta, 2012; Opatha & Arunrajah, 2014; Arulrajah et al, 2015; Deshwal, 

2015; Aggarwal & Sharma, 2015; Deepika & Karpagam, 2016; Pawar, 2016; Ullah, 

2017; Mehta & Mehta, 2017; Chowdhury et al, 2017). These set of researchers laid 

crucial emphasis on GHRM and its effect on organisational functioning and 

sustainability. And despite the growing concern of scholars which has led to these 

numerous studies, none of which have been observed under the Nigerian context.  

In the Nigeria case, many companies operating in the manufacturing industry takes less 

cognisance of their environment with most factories situated in the residential area 

(Osuagwu, 2006). On several notes, many Nigerians have complained about a bitter 

expression on the distortions and pollutions these companies have caused to their 

environment during the course of implementing its recruitment, selection and training 

exercises (Ihonvbere, 1994). Also, it is confirmed that most of these company’s 

employees, sometimes, appeared suddenly change in displaying in-toto indiscipline 

characters in their business areas, the moment they receive their monthly salary (Appel, 

2012). They spend mostly unwisely and lavishly on alcohol and all sort of abuses on 

drugs and call-girls (MacKell, 2007). These in no doubt have caused a lot of damages 

to the residence in such a business environment.  
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Also, is a report of unprofessional company’s conducts during their training exercise 

and developmental programmes, by which an unexpected extension would litter all the 

roads and streets with many people wandering all-around only in the name of employees 

of a company (Ijeoma, 2012). It is no doubt that the residence in the Nigerian 

organisation's environment would have their perception of the situation. This is because 

in Nigeria both organisations and society are now more conscious of their environments 

as businesses are tending to transit into a green economy (Oyedepo, 2012). A green 

economy in which expectations and future environmental change will require a business 

to address green issues (Rana & Jain, 2014). However, the impact of the Nigerian 

government on town planning has been a steadfast approach on environmental 

concerns, while the manufacturing companies operating in this environment formulate 

policies towards controlling their employees to avoid government sanctions (Adunbi, 

2015).  

Therefore, many researchers focus was based on a shift from content to process or vice-

versa in the application of HRM activities and practical knowledge while implementing 

environmental sustainability. But this study focuses on the applied case of a particular 

company (Dangote Nigeria Plc.) in a specific industry (i.e. Nigerian manufacturing 

industry) and its society perceived implementation of GHRM on the sustainability of 

competitive edge. This is as a result of several cases reported by the public society on 

environmental pollutions and residence non-comfortability (Ladan, 2014). The effect 

through organisation employees’ orientation would be investigated. The adopted 

GHRM components for the study including recruitment, training, induction, 

compensation and employees’ relation. All these factors as sub-constructs of GHRM 

would be examined while mediating its effects on environmental sustainability and 

business competitive advantage.  
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Meanwhile, it is important to note in this study that this focus area is not fresh, as to 

whether it has not been studied before, or neither is it an extension of a scholarly work 

or theory. Rather, it is a replication of the GHRM studies on the Nigerian environment, 

specifically, a focus on the Nigerian manufacturing industry. Therefore, research on 

GHRM in the Nigerian context is a gap identified for the conduct of this study. 

1.4 Research Questions 

The above-linked constructs of HRM to ‘green’ otherwise known as GHRM, are not 

new to research across industries, but the application of ‘green’ in focusing on 

environmental sustainability makes it differ from other studies. The Nigeria and African 

context through which the constructs would be studied is a reason the questions demand 

answers. On this note, below are the specific questions the research seek to answer and 

its explanations. 

 What are the effects of green recruitment practices on the sustainable competitive edge 

in the Nigerian manufacturing industry? 

Firstly, the green recruitment, in this case, would seek to examine the recruitment 

process and its effect on the environmental system. All the relevance sub-constructs of 

green recruitment would be adopted and adapted in the study to develop measurable 

scales in an attempt to generate instruments in answering these research questions. Its 

implication on a sustainable competitive environment would be investigated as the 

primary objective of the study. 

What are the effects of green training and development practices on the sustainable 

competitive edge in the Nigerian manufacturing industry? 

Secondly, the green training and development would find out the training methods and 

its implication on sustainable competitive advantage in Dangote Nigeria Plc. The social 



 6  
 

and environmental issues at all hierarchical levels suitable for employees’ training and 

development would also be investigated.  

What are the effects of green compensation structure on a sustainable competitive edge 

in the Nigerian manufacturing industry? 

Thirdly, the green compensation would practically determine the employees’ reward 

system and its effect on individual employees’ behaviour. The social perception of these 

employees rewards system and its effect on the environmental system would be 

examined. This as a result of the complained issues related to employees indiscipline 

behaviour and lavish spending on things that psychologically affect the residents living 

around the business environment. 

What are the effects of green employee relations on a sustainable competitive edge in 

the Nigerian manufacturing industry? 

And lastly, the green employee relations would be investigated regardless of the 

employees’ opportunities and their participation in green suggested schemes. The joint 

consultations between the employees and the society towards providing an environment 

free atmosphere for both parties welfare would be investigated. Therefore, an aggregate 

measurement of these constructs is expected to expose the GHRM practices in Dangote 

Nigeria Plc., and its effect on the sustainable environment in the Nigerian 

manufacturing industry. 

1.5 Research Hypotheses 

The above research questions were aptly transformed into relevance research 

hypothetical statements for the purpose of achieving the aims of the study. Meanwhile, 

in the order of clarification, only the null hypotheses are highlighted while the 
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alternative hypotheses would be reserved until it is purported to be factual at the end of 

the analysis. Therefore, highlighted below are the hypotheses statements: 

H01: Green recruitment practices has no positive and significant effect on the 

sustainable competitive edge in the Nigerian manufacturing industry. 

 H02: Green training and development practices have no positive and significant effect 

on the sustainable competitive edge in the Nigerian manufacturing industry. 

H03: Green compensation structure has no positive and significant effect on the 

sustainable competitive edge in the Nigerian manufacturing industry. 

H04: Green employee relations has no positive and significant effect on the sustainable 

competitive edge in the Nigerian manufacturing industry. 

1.6 Scope of the Study 

This study would be carried out to investigate GHRM and sustainable competitive 

advantage in the Nigerian manufacturing industry. In a clearer view, GHRM is the only 

variable that would be coined towards actualising the purpose of the study, while the 

sustainable competitive advantage as the dependent variable remains the same. 

Regarding this sole construct (i.e. GHRM), other sub-constructs coined for the study 

includes green recruitment practices, green training and development practices, green 

compensation structure, and green employee relations. All these sub-constructs would 

serve as the major focus of study where the research objectives, questions and 

hypotheses were drawn. However, there exist many companies under the Nigerian 

manufacturing industry, and as all these companies cannot be studied at the same time, 

this study is therefore limited only to Dangote Nigeria Plc. Dangote Nigeria Plc. is a 

Nigerian manufacturing company and one of the largest conglomerate in West Africa 

at large. Dangote Company was founded in the year 1981 and today, Dangote is one of 

the most successful Nigerian indigenous firms owned by Mr Aliko Dangote. As of 
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2017, the company controls over 24,000 employees with a recorded revenue worth of 

US$4.1 billion. This company produces and markets its series of international brands 

ranging from cement, sugar, salt, flour, steel, oil & gas and packaging. Currently, the 

company is planning to build the first oil and gas refinery in Nigeria which is expected 

to start operations by the year 2020. Meanwhile, investigating GHRM takes the 

perception of the organisation employees practising this green initiative. Therefore, a 

focus on Dangote employees working under the four branches in Lagos State, Nigeria 

would be studied. These including Ikoyi corporate head office and other offices such as 

Ikeja, Abule-Ijesha and Apapa offices in Lagos State. These individual employees 

would be selected regardless of their age, gender, marital status, educational 

background, religion, tribes, race and other socio-demographical factors. Hence, the 

result would not be generalized but its findings will be placed in the relevant context of 

the Nigerian manufacturing industry. 

1.7 Motivation for the Study 

Bangwal and Tiwari (2015) claim that environmentally friendly practices lied mostly 

in the manufacturing companies such as “teleconferencing and virtual interviews, 

online training, electronic filing, green payroll, company transport, flexi work and 

recycling”. On this note, this study would be focusing on Dangote Nigeria Plc., and the 

environmental precautions the company adopted to maintain and sustain a harm-free 

HRM practice. The flaws (if any) and the significant impacts investigated would serve 

as a measure to avoid or benchmark by other companies operating in the same industry 

or other industries across the global businesses. Also, where the GHRM serves as an 

essential tool for all employees and the avenue of information to all the customers and 

general stakeholders, “it is an important issue for HR managers” (Kumari, 2012). This 

is because, every department that is directly engaging with human capital are not only 
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responsible for green practices but should also engage in all activities that are equally 

accountable to keep their organizations' environment green (Popli, 2014). According to 

Aggarwal and Sharma (2015), the major challenges in the implementation of HRM 

policies is the attitude change in the behaviour of the employees within a short term 

period. While the HR managers strive in understanding the scope and depth of GHRM 

in transforming their organizations as green entities (Chowdhury, Sanju & 

Asaduzzaman, 2017). Pawar (2016) posited that organisations, HR managers and 

individual employees can attain the benefits of implementing GHRM through the 

following benefits: 

 An improved rate of retention in employee  

 Improved public image  

 Improvement in attracting better employees  

 Improvement in productivity  

 Improvement in the sustainable use of resources 

 Reduction of practices that cause the degradation of the environment  

 Reduced utility costs 

 Save environmental impact  

 Rebates and tax benefits  

 Increased business opportunities  

Therefore, the study would serve as a sight opening to the HR practitioners in the 

adoption and implementation of GHRM policies and strategies. Also, it would help the 

employees or group of association of employees working in the Nigerian manufacturing 

companies to understand the approaches of GHRM and adopt for practice towards 

safeguarding employees’ welfare and reducing too closely daily work supervision. 

Lastly, conducting research on GHRM and organisation environmental sustainable 
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competitive edge would serve as reference and contribution to knowledge in theory and 

practice such as students, researchers, scholars, practitioners and open doors for future 

research. 

1.8 Outline of Research Methodology 

Research Purpose 

The primary purpose of this research is to investigate the effect of GHRM on the 

sustainable competitive edge in the Nigerian manufacturing industry with reference to 

Dangote Nigeria Plc. Also, the secondary purpose is to engage in a quantitative study 

through the numerical and statistical procedures in providing a realistic answer to the 

research questions and hypotheses. 

Research Design 

Regarding the quantitative research method the study is employing, a descriptive 

research strategy is used to describe the effects and relationships between the variables 

under study. This including the GHRM components and sustainable competitive edge 

as designed in the research questions and hypotheses 

Data Collection Methods 

A primary data is collected from the individual members of staff of Dangote Nigeria 

Plc., through a questionnaire. The questionnaire, however, it comprises of different 

sections designed to achieve different purposes. These including the introduction 

section, socio-demographic and the research questions.  

Sampling 

A Yamane (1967) sample size determination formula is used to determine the actual 

sample size among the large population that was used for the study. While a stratified 

sampling technique is applied to the members of staff of the company at all levels across 

their four branches in Lagos, Nigeria.  
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Research Limitations 

At the end of the fieldwork, every observed lapses or challenges encountered in the 

course of the questionnaire administrative exercise shall be thoroughly reported in 

details, as well as the challenges that have been presumably encountered in the overall 

study and contextualisation.  

Validity 

The adopted and adapted scales of the instrument shall be put to test through a content, 

criterion, face and construct validity in order to ascertain the accuracy of the instrument 

in critical evaluation. To mention but few among the individuals that would engage in 

the validity test are my supervisor, lecturers and research students in Dublin Business 

School.  

Reliability 

Also, the adopted and adapted scales of the instrument shall be put to test through a 

Cronbach Alpha statistical coefficient in order to ascertain the consistency of the 

instrument in critical evaluation. A coefficient value above 0.7 would be accepted while 

the value below this standard would be rejected, and thus re-coined or totally removed 

from the instrument. 

1.9 Structure of the Dissertation 

This study is sub-divided into six different chapters. A depiction and explanation of 

what each chapter involves are clarified below. 
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Figure 1: Dissertation Structure 

 
Source: Developed by Researcher 

Chapter 1: Introduction 

This is the first chapter where the research purpose, problem and the study’s motivation 

are defined. In the real form, the purpose was to enrich the scholarly efforts on GHRM 

most especially by assessing the Nigeria environment and the organisation sustainable 

competitive advantage in the manufacturing industry. 

Chapter 2: Literature Review 

This is the second chapter of the study that reflects a thorough review of the literature 

through concepts, theories, fact, reasons and examples towards arriving at an end. Both 

argument justification and critical review theory would serve as the literature 

philosophy adopted for this study. 

 Chapter 3: Research Methodology and Methods 

This is the third chapter of the study which reveals the techniques used in the study to 

determine justifiable answers to the research questions and hypotheses. This involved 

the adoption of a positivist research philosophy, quantitative research method, 

descriptive research strategy and questionnaire as a major evaluated instrument. 
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Chapter 4: Data Analysis and Findings 

This is where the collected data is analysed using tables and figures to present the results 

for interpretations. Where the frequency distribution is used for analysing the socio-

demographic factors, the mean and standard deviation is used for analysing the research 

questions, while the multiple regression analysis is used as the basic statistical tool for 

analysing the hypotheses. 

Chapter 5: Conclusion and Recommendations 

This is the fifth chapter where conclusions, recommendations and suggestions for 

further studies are raised based on the findings revealed in the previous chapter. Every 

points and suggestion shall be presented in accordance with the order of the research 

questions. 

Chapter 6: Self Reflection 

This is the last chapter of the study where the researcher's experience is explained and 

the study’s impact on the researchers’ personal interest in the focus area. And for easy 

and detail reflection, this study adopts Kolb (1974) learning theory which is divided 

into four different styles involving “concrete experience, reflective observation, 

abstract conceptualisation and active experimentation” to express the research interest 

and experience from process, stages and outcome of this research. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.1 Overview 

Numerous studies in the literature on green marketing (see, Peattie, 1992), green 

accounting (see, Bebbington, 2001), green retailing (see, Kee-hung, Cheng & Tang, 

2010), and green management in general (see, McDonagh & Prothero, 1997) has 

nourishes the motivation for the conduct of green HRM. The term ‘green’ in HRM 

practices is usually used to refer to the concern of people management policies and 

practices towards the broader corporate environmental schedule (Ullah, 2017). The 

green human resource management (GHRM) comprises of many functions in the 

human resource department of an organization (Deepika & Karpagam, 2016). It 

involves the use of HRM policies to support the sustainable use of resources within 

organizations (Deshwal, 2015). The practices of GHRM are more powerful tools in 

making organizations and their operations green (Chowdhury, Sanju & Asaduzzaman, 

2017).  

As noted in Arulrajah et al (2015), the green performance, green behaviours, green 

attitude, and green competencies of human resources can be used through adaptation of 

GHRM practices. The authors further emphasised that the ultimate aim of GHRM 

practices is to improve the organisation’s sustainable environmental performance 

(Arulrajah et al, 2015). Therefore, in this study, green recruitment practices, green 

training and development practices, green compensation structure, and green employee 

relations are used to explore the effect of GHRM on environmental sustainability and 

organisational competitive advantage among the manufacturing companies in the 

Nigerian business environment.  
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In this chapter, the adopted reviews are sub-categorised into three, they are; conceptual 

framework, theoretical framework and empirical review. Where the study variables are 

discussed under the conceptual framework, past scholarly works on GHRM and 

sustainable competitive edge/advantage are discussed under the empirical review, while 

the instrumental theory is used as the major existing theory linked with the study’s 

variables in the theoretical framework. This is grounded on the connection between the 

theory and the study’s variables. On this note, the relevant subjects that are conferred 

in this chapter are listed below: 

 Conceptual framework 

 Green human resource management: An overview 

 The concept of green recruitment practices  

 The concept of green training and development practices 

 The concept of green compensation structure 

 The concept of employee relations 

 Theoretical framework: Linking the instrumental theory with GHRM and 

sustainable competitive edge 

 An empirical review of past studies on GHRM and sustainable competitive edge 

2.2 Conceptual Framework 

A conceptual framework helps in a research study to corroborate ideas, philosophy and 

variables that relevant and suitable of visualising the problems envisage in a study 

through suitable research questions and literature (Smith, 2004). Mile and Huberman 

(1994) describe this as a pictorial, a narration or visual presentation with graphics that 

defined the variables of the study, their relationships and expected outcomes. Therefore, 

in light of this study, depicted below is a model showing the effect of GHRM on the 
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sustainable competitive edge in the Nigerian manufacturing industry. This model, 

however, is expected to provide clear insight into what the study is intending to achieve 

while each displayed variables are subsequently explained. 

Figure 2: Model showing the Effect of GHRM on Sustainable Competitive Edge in 

the Nigerian Manufacturing Industry 

 

 

 

 

 

 

 

 

The above-depicted model reveals the effects of GHRM on the sustainable competitive 

edge in the Nigerian manufacturing industry. The study coined sub-constructs (i.e. 

green recruitment practices, green training and development, green compensation 

structure and green employee relations) representing the components of GHRM are 

used to predict the outcome of the study towards achieving a sustainable competitive 

edge in the Nigerian manufacturing industry. The actualisation of these assertions is 

indicated in the hypotheses which denoted H01, H02, H03 and H04 representing the 

afore-mentioned hypotheses one to four respectively. At post-field and analysis, the 

decision on the rejection and acceptance of the hypothetical statements shall be made. 

Therefore, below are the explanation of the study’s variables and its effects on the 

sustainable competitive edge in the Nigerian manufacturing industry. 
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2.2.1 Green Human Resource Management: An Overview 

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

management (Mehta & Chugan, 2015). It is defined as the process of ensuring that the 

management system practising in an organization is ecologically balanced and 

environmentally affable (Kapil, 2015). Most of the definitions on GHRM by different 

authors is quite similar except with little differences. The main focus of this concept is 

the reflection of ‘green’ as an environmental system in defining the practices of HRM.  

For instance, Opatha and Arulrajah (2014) define GHRM as the policies, practices and 

systems that make employees of the organization green for the benefit of the individual, 

society, natural environment, and the business.  

Similarly, Rana and Jain (2014) perceived GHRM from a model perspective, which is 

defined as an employment model designed to assist industry professionals in retaining, 

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

initiatives and strategies are met. In the word of Prasad (2013), GHRM is often used to 

refer to the contribution of HR policies and practices towards the broader corporate 

environmental agenda of sustainable use of natural resources. This definition is 

supported by Opatha (2013) and Opatha and Arulrajah (2014), as the authors pinpoint 

that GHRM entails the structuring of policies, practices and systems that make 

employees of the organization green for the benefit of the individual, society, natural 

environment and the business. Renwick et al, (2008) concluded that GHRM is the 

integration of corporate environmental management into HRM. It is the contribution of 

people management policies and activities towards the organization's goals 

(Chowdhury, Sanju & Asaduzzaman, 2017). According to Mandip (2012), GHRM is 

the use of every employee touch point/interface to promote sustainable practices and 

increase employee awareness and commitments on the issues of sustainability.  
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Jabbour et al (2010) first revealed that the greening of functional dimensions of HRM 

such as job description and analysis, recruitment, selection, training, performance 

appraisal and rewards is the reason for GHRM. While in 2011, the author (Jabbour, 

2011) came back to re-define GHRM as the ‘level of the greening of HRM practices’ 

in terms of functional and competitive dimensions of HRM. Mehta and Mehta (2017) 

provided a broader view where the authors emphasised that GHRM incorporate 

environment-friendly HR commencement and practices for sustainable use of 

resources. This resources, however, helps in attaining at an optimum level of 

efficiencies, less wastage, improved job-related attitude, improved work/private life, 

lower costs, improved employee performance and retention.  

Also, the researchers (i.e. Mehta & Mehta, 2017) claims that an improved performance 

in an organisation would result into a reduction in employee carbon footprints by the 

mean of GHRM practices such as flexible work scheduled, electronic filing, car-

sharing, job-sharing, teleconferencing, virtual interviews, recycling, telecommuting, 

online training, energy efficient office space etc. Deepika and Karpagam (2016) 

emphasised that green HR is the use of HR policies to give confidence the sustainable 

use of resources within business organizations and more generally promotes the source 

of environmental sustainability. On this note, GHRM is perceived as the integration of 

HR policies and practices such as recruitment practices, training and development 

practices, compensation structure, and employee relations to the environmental system 

in a specific business location such as the reference adopting in the study on the 

Nigerian manufacturing industry. GHRM is directly responsible in creating a green 

workforce that understands, appreciates, and practices green initiative and maintains its 

green objectives throughout the HRM process of recruiting, hiring, training, 

compensating, developing, and advancing the firms human capital (Mathapati, 2013). 
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The purpose of GHRM is to create, enhance and retain greening within each employee 

of the organization so that he or she gives a maximum individual contribution to the 

organisation (Ullah, 2017). The green initiatives can be implemented in all human 

resource practices such as recruiting, hiring, and training, compensating developing and 

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

2.2.2 The Concept of Green Recruitment Practices  

Green recruitment means paper free recruitment process with minimal environmental 

impact (Deepika & Karpagam, 2016). When dealing with HRM practices especially in 

Nigeria, environmentally sustainable development issues must be integrated into the 

recruitment process (Mandip, 2012). Such recruitment process involves the monitoring 

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

information about sustainable development policies and commitments. This is achieved 

through recruitment procedures which support the equitable representation of 

applicants and recruits in terms of gender, age, racial and ethnic groups, sexual 

orientation, disabled people and other relevant groups (Mandip, 2012). Green 

recruitment is defined as the process of recruiting new talent who are aware of the 

sustainable process, environmental system and familiar with the words of conservation 

and sustainable environment (Ullah, 2017). It is a system where the focus is given on 

the importance of the environment and making it a major element within the 

organization (Holtom, Mitchell, Lee & Eberly, 2008; Deepika & Karpagam, 2016). 

Green recruitment makes it certain that new talents are familiar with the green practices 

and environmental system that will support the effective environmental management 

within the organization (Wehrmeyer, 1996). This concept is most relevance when 

investigating issues related to HRM in Nigerian context as it provides the basis through 

which human capital’s journey to an organisation in the Nigerian manufacturing 
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industry is ascertained. Meanwhile, the organisation in their bounty has the opportunity 

to influence knowledge and action of the employees in the process of green recruitment 

on environmental consciousness (Milliman, 2013). This also includes the exhibition of 

the organizational green practices to their newly recruited employees by 

communicating the key facts of its sustainability policies, environment and 

organisations past records and awards on corporate social responsibility (CSR) 

(Milliman, 2013). 

However, the introduction of science and new technology into HRM practices 

compared to the traditional way has paved more advantageous revolution to 

communication. The kind of communication which facilitate exchanges between 

employers and employees from different destinations via a social network such as 

video-conferencing, teleconferencing, online tests among others for recruitment 

practices (Khurshid & Darzi, 2016). This sort of recruitment practices through 

advanced technology can enhance more paperless transactions which could cause the 

problem to the environment. It can as well help the employees to embrace green 

initiatives while utilizing this medium to reduce organisation cost on recruitment. All 

the required documents for recruitment exercise can as well be submitted through online 

uploading into the company’s website such as resumes, cover letters, offer letters, 

acceptance letters and others (Khurshid & Darzi, 2016). Therefore, the traditional style 

of recruitment has been surpassed by the advanced computerized strategy which has a 

tremendous impact on the reduction of advertisement costs and increases reach on green 

initiatives and sustainability (Khurshid & Darzi, 2016). 
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2.2.3 The Concept of Green Training and Development Practices 

Green training and development consist of employee working methods that reduce 

waste, proper utilization of resources, conservation of energy and reduces the causes of 

environmental degradation (Ullah, 2017). In Nigeria, the green training and 

development is another means for educating employees about environmental 

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

waste, and diffuse environmental awareness in the organization (Deepika & Karpagam, 

2016). This green training and development help management to provide an opportunity 

to engage employees in environmentally problem-solving skills (Zoogah, 2011). 

Further, green human resource practices enhance the skill of an employee to educate 

with the different environmental issues (Liebowitz, 2010).  

According to the works of literature on human resource matters, green training and 

development have been the most adopted for practices across industries (Chartered 

Institute of Personnel and Development [CIPD], 2013). This is because, an organisation 

program on training and development related to environmental consciousness has the 

potential to build employees with knowledge to discover environmental issues 

(Govindarajulu & Daily, 2004), its complexity (Perron, Coˆte´, & Duffy, 2006) and it 

effect on both present and future concerns on the working environment (Daily & Huang, 

2001). However, some organisation practically engage their employees on both green 

training and green involvement in order to achieve a context whereby the employees 

green behaviours are modified (Guerci, Longoni & Luzzini, 2016). Also, some group 

of scholars have agreed that the flow of knowledge in an organisation on green practices 

has a significant effect on improving environmentally related performance in an 

organisation (Longoni, Golini, & Cagliano, 2014; Vidal-Salazar, Cordo´n-Pozo, & 

Ferro´n-Vilchez, 2012). 
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According to Khurshid and Darzi (2016), the advance of new technology has a 

remarkable impact in designing training and development programs that best fit the 

interest of the parties of the moment. Access to this feasible medium practically suit the 

interest of these days’ employees and of course the organisations as it helps them to 

save cost compared to the offline modes of training. This is because all the paper works 

designed for the training and development program are converted to softcopies which 

are sharable online and thereby reduces the paper usages and thus environmental 

pollution. The practice of green training and development programs also helps the 

employers to work smart with ease while delivering workshops, lectures, 

demonstrations and sessions that solely concentrated on environmental related 

problems (Khurshid & Darzi, 2016). In the end, the training and development programs 

can be used to generate awareness related to crucial environmental issues like waste 

management, energy conservation, reducing carbon footprints among others in fighting 

pollution and ensuring sustainable living environment (Khurshid & Darzi, 2016). 

Therefore, this factor of green training and development is another significant 

contribution to the study, as it includes social and environmental issues at all levels. 

That is, from technical health and safety considerations on the shop floor to strategic 

sustainability issues at executive management and board level (Mandip, 2012). 

2.2.4 The Concept of Green Compensation Structure 

Compensation packages should be customized to reward green skills acquisition and 

achievements by employees (Deshwal, 2015). In general, organizations are seen to need 

to develop reward systems to produce desirable behaviours, and doing so requires 

effective employment of both incentives and disincentives (Wehrmeyer, 1996). 

Organizations may wish to engage in giving employees positive rewards in terms of 

verbal feedback from supervisors, as such informal verbal and written feedback which 
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might help motivate employees towards environmental improvements (Milliman & 

Clair, 1996). Also, recognition-based awards can highlight green contributions of 

employees through wide publicity and public praise and appreciation of green efforts 

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

and remunerations has tremendous benefits in influencing staff interests towards 

organisations goals and objectives (Ahmad, 2015). Also, monetary incentives are used 

in most cases to motivate employees on green practices and such incentives are not 

usually recorded in the corporate annual performance review (Ooi, Amran, Goh & 

Nejati, 2017). According to Khurshid and Darzi (2016), two types of compensation 

structure are generally popular for use. The first is monetary rewards and the second is 

non-monetary rewards. Where monetary rewards entail pay allocations such as salary 

increment, cash premiums, bonuses, special discounts on the company's goods and 

others. While the non-monetary rewards include a habit of conferring special 

recognition awards to employees on their green achievement or specially organized 

party for Mr Green of the year, special holiday leave, gifts, promotions etc. Meanwhile, 

both compensation structure is suitable for allocation and for employees towards 

encouraging them to uphold green behaviour in their endeavours (Khurshid & Darzi, 

2016). 

The compensation system in an organisation should be adopted as a strategy to 

influence and modify employees’ green behaviour that best fit the environment 

(Khurshid & Darzi, 2016). Also, for an organisation to achieve sustainability in a 

competitive environment, every employee of the organisation should be compelled to a 

set target as a personal task attached to his/her behaviour on green initiatives. For 

instance, organisations, sometimes, encourage their employees on green consciousness 

by influencing the personal live behaviour and decision especially on their households 
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such as controlling the habit of recycling, resource minimization, control of 

unnecessary spending, etc. However, an application of incentives such as rewards, 

providing subsidies on household equipment and transportation, etc., can make the 

employees get used to the habit of green practices which at the long run would impact 

their habit of running a corporate organisation under green consciousness in sustaining 

a competitive market (Milliman, 2013). Therefore, the compensation structure such as 

rewards and remunerations has tremendous benefits in influencing staff interests 

towards organisations goals and objectives (Ahmad, 2015). While the monetary 

incentives are used in most cases to motivate employees on green practices and such 

incentives are not usually recorded in the corporate annual performance review (Ooi, 

Amran, Goh & Nejati, 2017). In the Nigerian context, such green compensation is 

basically applied to the employees’ behaviour and its modification through incentives 

towards maintaining an environmentally friendly compensation structure (Adegbite, 

2015; Ojiaku, Achi & Aghara, 2018). Attainment of specific sustainable initiatives 

should be incorporated into the compensation system by offering a benefits package 

that rewards employees for changing behaviours (Mandip, 2012). 

2.2.5 The Concept of Green Employee Relations 

Employees most especially in wide networking organisations such as Dangote Nigeria 

in question are prone to relate with each other. The GHRM in this sense helps to recover 

and determine the troubles arisen at a place of work that may influence the effort 

(Deepika & Karpagam, 2016). Green employee relations determine and control the 

behaviours from supervisors toward employees’ engagement which are been perceived 

in a way of encouraging them to produce possible solutions to environmental problems 

(Ramus, 2001). Employee orientation programmes should be designed in such a way 

as to facilitate the integration of new employees into a culture of green consciousness 
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(Ullah, 2017). The optimistic employee relations are an indescribable and continuing 

advantage and a source of aggressive improvement for any organization (Deepika & 

Karpagam, 2016). The authors further emphasised that the contributions of the 

employees to green initiatives would increase the probability of superior green 

management as it aligns employee’s goals, motivations, and perceptions with green 

management practices and systems (Deepika & Karpagam, 2016). For instance, some 

organisation employees now understand the importance of green practices in their 

organisations, where some individual take set of precautions to control their nonchalant 

habit against their environment, others also decided to form a team with similar goals 

towards maintaining an environmental improvements sustainability beyond their 

normal work duties (Milliman, 2013). 

2.3 Theoretical Framework: Linking Instrumental Theory with GHRM and 

Sustainable Competitive Edge 

Friedman (1970) developed an instrumental theory with the views that “the only one 

responsibility of business towards society is the maximization of profits to the 

shareholders within the legal framework and the ethical custom of the country”. This 

theory has a long tradition and has enjoyed wide acceptance in business so far. The 

instrumental theory offers insight for further understanding of the relationship between 

the timing of greening strategies and firm performance. Unlike Preston & Post (1981) 

integrative theory which laid emphasis on the priority of the society social demand 

during an organisation planning of GHRM, the instrumental theorist ‘focuses on 

achieving economic objectives through social activities’ (Garriga & Mele, 2004). 

Examples of economic theories include social investments, cause-related marketing, 

corporate constitutionalism and other investments focusing on the bottom of the 

pyramid. Instrumental theory “studies the process by which activities or items become 
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institutionalized or embedded in institutions like norms and accepted practice and the 

role of institutions in society” (Scott, 2003: p5). For instance, where Donaldson (1982) 

political theory emphasized the importance of corporate power and how this power can 

be used in a responsible way to influence both internal and external decisions, 

instrumental theory centers on the impact of environmental pressures that the 

organization encounters and that subsequently influence the organization’s policies, 

procedures as well as structure until the firms within an organizational field appear to 

become very similar without necessarily becoming more efficient. Organizations 

succumb to these environmental forces and pressures in order to gain resources from 

the environment that can include financial resources as well as customers, political 

power and institutional legitimacy. 

Three main groups of instrumental theory can be identified, depending on the economic 

objective proposed. In the first group, the objective is the maximization of shareholder 

value, measured by the share price. Frequently, this leads to short-term profits 

orientation. However, a firm should not ignore to examine environmentally harmful 

human resource practices that could affect society because of its focus on profit. An 

instance of Freeman (1994), ethical theory which laid emphasis on the habit of doing 

the right thing as the primary responsibility of an organisation towards achieving a 

better society, the instrumental theory claimed that the interest of the society should be 

the major agenda of an organization aim to operate in a market for the long term. The 

second group of theory focuses on the strategic goal of achieving competitive 

advantages, which would produce long-term profits. In both cases, GHRM perceivably 

a question of enlightened self-interest (Keim, 1978) since the practices are a mere 

instrument for profits.  
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While the third is related to cause-related organisation practices and is very close to the 

second as the competitive edge is measured through elements like market share, 

profitability, productivity, and optimum performance. Therefore, all these factors are 

the target of every firm engaging in human resource practices in society towards gaining 

a competitive advantage. A firm who fail to critically evaluate its environment may 

render all those factors useless as such firm may not be able to sustain the competitive 

market over a long period of time. 

2.4 Empirical Review of Past Studies on GHRM and Sustainable Competitive Edge 

According to Ullah (2017) in the research carried out to examine comprehensively the 

review of GHRM and environmental sustainability in HRM. The study found that the 

implementation of GHRM in an organisation is likely to result into efficiencies, 

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

improved work/private life, lower costs, improved worker execution and maintenance 

which help organization to ensure environmentally sensitive, resource efficient and 

socially responsible workplace. Rashid, Wahid and Saad (2006) have archived that 

employee participation in environmental management systems has a positive effect on 

the character or environmentally responsible attitudes and behaviour in an employee’s 

private life. Deepika and Karpagam (2016) claim that HR has significant opening to put 

into the organization’s green movement and plays a significant role in enthusing, 

facilitating, and encouraging employees for captivating up green practices for greener 

business. Rana and Jain (2014) confirmed that many organisations globally are 

independently working towards implementing green practices. Meanwhile, the GHRM 

practice facilitates an organization as well as its employees through the improvement 

rate of retention in employees, improved public image, improvement in the sustainable 

use of resources and increased business opportunities (Bangwal & Tiwari, 2015).  
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Greening of HRM functions would decrease the negative environmental impacts of the 

organization and increase the positive environmental impacts of the organization 

(Chowdhury, Sanju & Asaduzzaman, 2017). Chowdhury, Sanju and Asaduzzaman 

(2017) concluded in their study that HRM practices in developing sustainability are 

likely to results into minimization of wastage, reservation and preservation of natural 

resources, thus a very strong correlation exists among CSR, GHRM and sustainability. 

Milliman (2013) examines HRM as a leading edge with a focus on vital components of 

advance environmental sustainability. The study found that green initiatives with 

incentives such as rewards and recognition have a significant impact on the employees’ 

environmental influence and their personal lives.  

Similarly, Khurshid and Darzi (2016) also investigate the habit of going green in an 

organisation human resource management practices. The authors found that green 

HRM plays a significant role in securing a sustainable development environment 

through a set target on economic, social and other organisation related goals to their 

environment. However, Nisa, Mahmood, Sandhu, Kanwal and Iqbal (2016) posited in 

their study conducted to investigate the effect of green HRM practices on sustainability 

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

between all elements of GHRM and environmental sustainability. 

Also, Ooi, Amran, Goh and Nejati (2017) emphasised on the importance of GHRM to 

stakeholders of an organisation in Malaysia. The study identified six components of 

GHRM and found that green talent management, green performance management, 

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

green employee separation are pivotal to Malaysian financial services industry. Guerci, 

Longoni and Luzzini (2016) examine the effect of stakeholder pressures on 

environmental performance while banking on green HRM as a mediating variable. The 
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study found that green training and involvement, as well as green performance 

management and compensation, all have a significant effect on environmental 

performance, while green recruitment was denied with no relationship with 

environmental performance. Basically, all the relevant review studies above are 

measured from different context order than Nigeria. Surprisingly, it was found in the 

process of reviewing the study’s relevant articles that, of all the empirical scholarly 

works in the literature on GHRM none was measured from Nigerian context which 

could have served as a reference in bridging the flow of discussion of GHRM from 

Nigeria context. This, however, is important for the study, as this basis would employ 

and utilises all the relevant works from other contexts and then match with the new 

context such as the manufacturing industry in the Nigerian business environment. 
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CHAPTER THREE 

METHODOLOGY AND RESEARCH DESIGN 

3.1 Overview 

A positivist research philosophy which is most suitable for a quantitative research 

method was adopted for the study. These as a result of the evidence in the literature that 

explained the suitability of the positivist research philosophy with quantitative research 

method (Borch & Arthur, 1995; Hyde, 2000; Sobh & Perry, 2006). Also, Antwi and 

Hamza (2015) claimed that inductive research approach is most suitable for an 

interpretive research philosophy while deductive research approach is best suitable for 

a positivist research philosophy, inversely, they both defined the adoption of qualitative 

and quantitative research method for the study. Therefore, a deductive research 

approach was adopted for this study alongside a positivist research philosophy and 

quantitative research method. This method is employed in order to determine a 

quantifiable measure on the area of green human resource management (GHRM) as 

evidence from the employees of Dangote Nigeria Plc. held within their business 

environment. 

3.2 Research Objectives 

The primary aims of the study were to investigate GHRM and its effect on the 

sustainable competitive edge in the Nigerian manufacturing industry. A case to this 

topic would be directly referenced to Dangote Nigeria Plc. Some specific HRM 

concepts would be integrated into environmental management such as ‘green’ and its 

effects on the sustainable environment. On this note, below are the specific objectives 

of this research: 

i. To investigate the effects of green recruitment practices on the sustainable 

competitive edge in the Nigerian manufacturing industry. 
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ii. To examine the effects of green training and development practices on the 

sustainable competitive edge in the Nigerian manufacturing industry. 

iii. To find out the effects of green compensation structure on a sustainable 

competitive edge in the Nigerian manufacturing industry. 

iv. To identify the effects of green employee relations on a sustainable competitive 

edge in the Nigerian manufacturing industry. 

3.3 Research Strategy 

According to Sobh and Perry (2006), a research strategy explains the plans and 

techniques used by a researcher in discovering the answers to the research questions. It 

involves the purpose of study which was aptly transformed into research objectives, 

questions and hypotheses, with the intention of data collection after considering the 

ethical access and field challenges (Thornhill, Gangestad, Miller, Scheyd, McCollough 

& Franklin, 2003). Therefore, a quantitative research method was adopted for this 

research. This method is used in business research to assess both empirical studies and 

numerical measures for analysis towards addressing the research questions (Zikmund, 

Babin, Carr & Griffin, 2010). And regarding this research method employed for study, 

a descriptive research strategy was used to describe the effects and relationships 

between the variables under study. This including the examination of GHRM effect on 

sustainable competitive edge as designed in the research questions and hypotheses. 

According to Orodho (2005), descriptive research is used to define research opinions, 

attitudes and beliefs attached to a specific set of population. This method was used 

because of the numerical data the study solely relied upon in analysing the study’s 

research questions. The statistical variation such as the use of mean and standard 

deviation served as the basis for measurement to describe which is weaker or stronger. 
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3.4 Data Collection Methods 

A primary source data was collected from the employees of Dangote Nigeria Plc 

towards investigating the issues of GHRM in a business environment. These employees 

reveal their perception of GHRM practices in their organisation, as well as its reflection 

on the environment. A questionnaire was used as the major evaluated instrument for the 

study. While semi-structured questions consisting of both open and close-ended 

questions were designed to address the issues of the study. Where the open-ended 

questions were designed to captured the un-identified objectives in the options available 

for response in the socio-demographic section, a close-ended questions was used based 

on five-point Likert scale which involves 5 (Strongly Agree), 4 (Agree), 3 (Fairly 

Agree), 2 (Disagree) and 1 (Strongly Disagree), to generate data from the respondents. 

The scales are applied to the scholarly scales that were adopted and adapted in such a 

way that best fits into the context through which it is measured for the purpose of 

achieving the aims of the study.  

The response variables are arranged according to the constructs of study such as 

employees’ perceived green recruitment practices, employees’ perceived green training 

and development practices, employees’ perceived green compensation structure, 

employees’ perceived green employee relation, and employees’ perceived sustainable 

competitive edge in the Nigerian manufacturing industry. Also, a pilot survey of a few 

samples of these questions was tested in order to confirm the consistency and accuracy 

of the instrument. After which, the valid and reliable instrument was administered to its 

designated area. The questionnaire was chosen for the study because of the numerical 

data the study envisaged, its simplicity, straightforwardness, convenience 

administration, the autonomy of answers and unambiguity to breed greater response 

degree.  
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Meanwhile, regarding the challenges related to the geographic distance between 

researcher and the respondents for data collection, an electronic survey called “Survey 

Monkey” was used to reach the respondents as employees of Dangote Nigeria online 

through their company’s email address.  

3.5 The Study Population and Sample Size Determination 

The total population of Dangote staff worldwide is 24,040 while Nigeria was 15,416 

across nationwide (Dangote Cement, 2017). In Lagos, Dangote has four subsidiaries 

and two of which are corporate offices while the other two are manufacturing factories 

for both Cement and Sugar productions with plants and transport (Devex, 2019). These 

companies in Lagos are located at Ikoyi, Ikeja, Abule-Ijesha and Apapa. All these 

branches are under the control of Dangote management which ranges between the 

senior staff, management staff, junior staff and contract staff from the third-party 

contractors such as Sinoma and Ayoki outsourcing agents (Dangote, 2018). The total 

population of Dangote staff in Lagos was 617. The breakdown of this figure is revealed 

in table 1 below: 

Table 1: Dangote Staff Population in Lagos 

S/N Dangote Offices Population 

of Senior 

Staff 

Population 

of Mgt. 

Staff 

Population 

of Junior 

Staff 

Population 

of 

Contract 

Staff 

Total 

Population 

1 Ikoyi (Corporate 

Head Office) 

54 67 82 12 215 

2 Ikeja (Corporate 

Office) 

39 32 29 17 117 

3 Abule-Ijesha 

(Dangote 

Cement) 

12 26 35 79 152 

4 Apapa (Dangote 

Sugar) 

21 25 31 56 133 

  126 150 177 164 617 

Source: Devex, 2019 
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Having highlighted the population of interest in the above table 1 which is subjected to 

a specific sample as a representative that reflects the population of the study, a sample 

of the population shall be drawn using Yamane (1967) statistical formula for 

determination. According to Borg and Gall (1989), a “sample size of any study should 

be based on what a researcher considers being statistical and practicable”. It involves a 

sample of subjects that were drawn to reflect the population of the study (Newman & 

Benz, 1998), which have an effect on how the sample findings accurately represent the 

population (Burns & Bush, 2010). Therefore, the procedure for the sample size 

determination using Yamane (1967) formula is presented below: 

    ______N________ 

 n =               1 + N (e) 2   

Where:  n = Sample Size 

 N = Population 

 e = Errors’ Margin 

Hence, with an adoption of an accurate and standard sampling error value of 5% on the 

population of 617, therefore, the sample figure is worked as: 

        ______N______ 

 n  =             1 + N (e) 2   

 ______617_____ 

             1 + 617 (0.05) 2  

          _____617_____ 

            1 + 617 (0.0025)  

            ____617_____ 

          1 + 1.5425 

  ____617_____ 

                       2.5425  

 n  =           242 
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With reference to the above-worked sample size, it is therefore concluded that the total 

sample size for this study was 242. While a ‘stratified sampling techniques’ shall be 

used to administer the instrument to the targeted respondents as Dangote staff in Lagos. 

3.6 Sampling and Fieldwork 

However, the total population of the study comprises of the member of the staff of 

Dangote Nigeria Plc. in their currently existing four branches in Lagos State, Nigeria. 

A Yamane (1967) sample size determination formula was used to determine the actual 

sample size among the large population that is used for the study. Also, a stratified 

sampling technique was employed to categorise the members of staff of Dangote 

Nigeria Plc at all levels into four homogenous groups such as senior staff, management 

staff, junior staff and contract staff. Also, the study adopted Bowley (1926) proportional 

distribution method to categorise the sample into strata for the ease of fieldwork. And 

at the end of the fieldwork, the collected data would be available for analysis and 

interpretations. Therefore, below are the breakdown of the stratified sample according 

to the proportion of the employees’ job categories: 

____nNh____ 

 nh  =           N   

Where: nh = Units allocated to each stratum 

  n = Total sample size 

  Nh = Items in each population stratum 

  N = Total population 
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Table 2: Proportional Allocation of the Sample for Staff Job-Position Category 

S/N Proportions of Staff Job-Position Category ____nNh____ 

N 

nh 

1 Senior Staff 242 x_126_ 

617 

49 

2 Management Staff 242 x_150_ 

617 

59 

3 Junior Staff 242 x_177_ 

617 

70 

4 Contract Staff 242 x_164_ 

617 

64 

 Total  242 

Source: Survey, 2019 

Table 3: Proportional Allocation of the Sample for Branch Population Category 

S/N Proportions of Branch Population Category ____nNh____ 

N 

nh 

1 Ikoyi (Corporate Head Office) 242 x_215_ 

617 

84 

2 Ikeja (Corporate Office) 242 x_117_ 

617 

46 

3 Abule-Ijesha (Dangote Cement) 242 x_152_ 

617 

60 

4 Apapa (Dangote Sugar) 242 x_133_ 

617 

52 

 Total  242 

Source: Survey, 2019 

The above tables show the proportional units allocated to each stratum of the 

population, sample in both staff job-position category and branch population category 

as revealed in table 2 and table 3. Table 4 presented below revealed the compounded 

population and sample representing each category of staff in Dangote Nigeria Plc. 
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Table 4: Dangote Staff Population and Sample in Lagos 

S/N Dangote 

Offices 

Population 

of Senior 

Staff 

Population 

of Mgt. 

Staff 

Population 

of Junior 

Staff 

Population 

of Contract 

Staff 

Total 

Population 

Total 

Sample 

(Branch 

category) 

1 Ikoyi (Corporate 

Head Office) 

54 67 82 12 215 84 

2 Ikeja (Corporate 

Office) 

39 32 29 17 117 46 

3 Abule-Ijesha 

(Dangote 

Cement) 

12 26 35 79 152 60 

4 Apapa (Dangote 

Sugar) 

21 25 31 56 133 52 

 Total 

Population 

126 150 177 164 617  

 Total Sample 

(Job-Position 

Category) 

49 59 70 64  242 

Source: Survey, 2019 

3.7 Instrumentation: Validity and Reliability 

A mini-pilot survey of 30 was carried out to ascertain the accuracy and consistency of 

the instrument otherwise known as instrument validity and reliability respectively. This 

exercise was conducted on a smaller scale for the confirmatory of the research depth 

questions (Arain, Campbell, Cooper & Lancaster, 2010). According to Pallant (2007), 

the primary objective of the pilot survey was to test the consistency and accuracy of the 

research instrument, to prepare the respondent ahead of the main administrative 

exercise, to present the pre-knowledge of the study to the respondent, and to ascertain 

the suitability of the instrument in the study context. Therefore, presented below are the 

result of the pilot survey: 

Validity 

Validity is the accuracy measure of an instrument or the degree through which a value 

vividly represents a concept (Zikmund et al, 2010). The accuracy test of a research 

instrument helps to discover the capability of the items in measuring what it is designed 
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for (Hair, 2003). However, this exercise is implemented in three different popular ways 

namely; content validity, criterion validity and construct validity (Saunders, Lewis & 

Thornhill, 2007; Zikmund et al, 2010). And for the purpose of achieving the aims of 

this research, the above proposed three validity approaches were used to test the 

accuracy of the instrument. This is achieved through a thorough assessment of the 

instrument by my supervisor in the course of the pilot survey, as well as the assessment 

of the perceptions of some research students in my faculty which were found useful in 

finalising the items in the questionnaire. 

Validity 

Reliability is an indicator for measuring internal consistency in a research instrument 

(Zikmund et al, 2010). It displays the level of item consistency based on collected data 

and analysis (Saunders, Lewis & Thornhill, 2007). That is, the numerical data collected 

through a mini-pilot survey are subjected to analysis, using relevant statistical tool for 

analysis. Among most adopted statistical tool was Cronbach Alpha coefficient in the 

SPSS software. This statistic is the most adopted among scholars for measuring 

reliability scales of an instrument in items or constructs (Hair, Anderson, Tatham & 

Black, 1998; Pallant, 2007). Noor and Dola (2011) defined Cronbach‘s Alpha as a 

coefficient value that reveals the strength of an item or group of items in a construct 

and their relationships. However, most scholars agreed that every Cronbach‘s Alpha 

coefficient value at 0.07 and above are strong and acceptable, while the value at 0.06 

below is weak and unacceptable (Nunnally & Berstein, 1994; Hair, Black, Babin, 

Anderson & Tatham, 2006; Pallant, 2007). Highlighted in the table 5 below are the 

results of the reliability test according to the mini-survey piloted for this study: 
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Table 5: Results of the Reliability Test 

No Variables N Items Cronbach Alpha 

1 Employees’ Perceived Green 

Recruitment Practices  

30 5 .811 

2 Employees’ Perceived Green 

Training and Development Practices 

30 5 .732 

3 Employees’ Perceived Green 

Compensation Structure 

30 5 .753 

4 Employees’ Perceived Green 

Employee Relation 

30 5 .871 

5 Employees’ Perceived Sustainable 

Competitive Edge 

30 5 .719 

Source: Pilot Survey, 2019 

The above table 5 displayed the results of the reliability test in 5 constructs with 25 

items. Each construct represent the study’s variables as revealed in research questions 

and questionnaire. The constructs such as employees’ perceived green recruitment 

practices, employees’ perceived green training and development practices, employees’ 

perceived green compensation structure, employees’ perceived green employee relation 

and employees’ perceived sustainable competitive edge contains 5 items each, while 

Cronbach Alpha reliability test was used for analysis through SPSS software. The 

findings from analysis shown that the Cronbach alpha coefficient value the 5 items 

under employees’ perceived green recruitment practices was 0.811, while employees’ 

perceived green training and development practices with 5 items reveal 0.732, the third 

and fourth employees’ perceived green compensation structure and employees’ 

perceived green employee relation with 5 items each shown 0.753 and 0.871 

respectively, while the last construct also as dependent variable i.e. employees’ 

perceived sustainable competitive edge with 5 items shown 0.719. On this note, with 

prior evidence from the literature that every Cronbach alpha coefficient value from 0.07 

is strong and acceptable, this study, therefore, accepts the results of the reliability test 
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carried out through mini pilot survey of 30 to be strong, consistent, accepted and 

signified for this study. 

3.8 Access and Ethical Issues 

This is a very important aspect of this research, due to its necessity and optimum 

compliance for the success of this research. First and foremost, a consent form from 

Dangote Nigeria Plc was obtained in reference to the conduct of this research. The 

employees of the company were also informed before the meeting date to avoid sudden 

and unaware visitation. The chairman of the Local Government Area (LGA) of Lagos 

State where the survey is taking place would also be informed on the permission to 

conduct the study. The anonymity and the confidentiality of the information would be 

properly communicated to each and every member of staff in Dangote Nigeria Plc, as 

it is meant to achieve the purpose of the study and not to harm anybody. 

3.9 Approach to Data Analysis 

According to Field (2009), every data tend to be analysed after its collection from the 

field to make sense of the research and reach certain findings and conclusions. The 

collected quantitative data were coded into the statistical software such as SPSS for the 

analysis of data. The statistical tools such as descriptive statistic (i.e. frequency counts, 

percentage, mean and standard deviation) were used to analyse both the socio-

demographic response variables and the research questions while multiple regression 

analysis was used for hypotheses testing. At the end of the analysis, the findings were 

presented while the conclusion, recommendations and suggestions for further studies 

were also drawn from these findings. 
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3.10 Research Limitation 

Green human resource management (GHRM) was indeed a unique focus area for study, 

but one of the challenges encountered in this research was limited materials both online 

and in the literature. Only a few researchers have obliged but with less commendable 

efforts to develop theories on GHRM compared to other related corporate social 

responsibility theories. Also, poor data bank and cooperation of the respondents to 

participate in the study was one of the major challenges encountered in the course of 

this research. Generally, most Nigerians have a poor attitude to research. They have 

zero zeal to take part in research as the aims of the research has no direct effect on their 

daily amenities. Also, strict corporate policies and compliances against research was 

another limitation of this study. Where the researcher would have to wait until the 

management feedback and approval for the research to proceed in their organisation. 

The same management with a long busy schedule which in most cases would render the 

researcher hopeless of no return.  

Time constraint was another limitation of this research where the researcher has to 

match his academic activities with research in order to achieve a target. Research of this 

such on environmental activities require more time if possible engaging in a 

longitudinal study rather than basing the study on cross-sectional to inferred facts and 

reasons. Lastly, the geographic distance between the researcher and the respondents on 

data collection was another limitation of this study. This, however, has led to the 

conduct of an electronic survey called “Survey Monkey” to reach the respondents 

through their emails and social media i.e. WhatsApp. The researcher was deprived of 

reading both the physical motives and emotional message of the respondents as 

employees of Dangote Nigeria in the course of field survey. 
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CHAPTER FOUR 

ANALYSIS AND FINDINGS 

4.0 Overview 

This is the fourth chapter of the study where the obtained data and analysis are 

presented. Figures, percentages and tables were used to present the quantitative data 

collected from the field of study as a response from Dangote employees under four 

branches in Lagos State, Nigeria. The analysis is structured towards answering the 

afore-stated research questions which centred on investigating the effect of GHRM on 

the sustainable competitive edge in the Nigerian manufacturing industry. Also, the 

socio-demographic factors of the participants were collected in data form to actualise 

and understand the suitability and the characteristics of the respondents that were 

engaged in this study. These involved the respondents’ gender, age, educational 

background, work experience, work position, among others. The analysis was 

computerised through statistical software such as SPSS (20.0 version), to utilise 

different statistical measures to analyse different data for achieving different purposes. 

While the interpretation of each result was subsequently presented under each table to 

aid simple and easier review to the readers. However, this data presentation and analysis 

chapter are sub-divided into four different sections. These are: 

Section A: This section entails the display and explanation of the overall codes used in 

the study as inputted into the SPSS software, as well as its interpretations. These 

including the codes employed for study both at the socio-demographic stage and 

research questions. 

Section B: This is the second section in this chapter that explains the results of the 

socio-demographic variables envisage in the study. This including the respondents’ 

gender, age, educational background, work experience, work position, among others. 
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Section C: This is the third section where all the research questions were analysed and 

interpreted using descriptive statistics specifically frequency distribution and 

percentage for the purpose of data grouping and understanding. Every items/scales were 

presented, analysed and interpreted under its respective research questions as indicated 

in the research questionnaire. 

Section D: This section entails the analysis of the research questions in accordance with 

the study variables or constructs. Also, descriptive statistics specifically mean and 

standard deviation were used for the analysis. Every mean score above 2.5 on a scale 

of 5.0 is said to be positive, and negative if otherwise. However, this is another method 

to confirm the analysed research questions carried out through frequency distribution 

and percentage counts in the previous section (C). 

Section E: This is the fifth section where the afore-stated hypotheses were put into test 

which including the use of inferential statistic such as multiple regression analysis to 

determine the effects of one variable over another (i.e. green recruitment practices, 

green training and development practices, green compensation structure, green 

employee relation and sustainable competitive edge) and to confirm the hypothetical 

statements either true or false from null (H0) to alternative (H1) and vice versa. 

4.1 Analysis of Field Performance of Questionnaire 

Regarding the limitations and constraints encountered during the field exercise of the 

questionnaire administration, such as, people’s poor attitude to research and time 

constraints in meeting the deadline for this project submission, a total of two hundred 

and forty-two (242) questionnaires were administered through the online Survey 

Monkey to the Dangote employees under the four business branches in Lagos. Among 

which two hundred and seventeen (217) of the total questionnaires were validly 

completed for the analysis and interpretations.  
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This, however, marked 89.67% of the total response rate which beyond the average and 

usable as claimed by Cummings, Savitz and Konrad (2001) that a collected data is fit 

for analysis if the obtained percentage is beyond 50% of the total sample. 

4.2 Section A: Interpretation of Codes 

This section gives an interpretation of the codes inputted into SPSS for each item in the 

questionnaire.  

Table 4.2.1: Codes for Demographic Data 

Codes Gender Age 

(Years) 

Educational 

Qualifications 

Work 

Experience 

Work 

Position 

1 Male 20-29 years O-level & below  0-4 years Senior Staff 

2 Female 30-39 years OND/NCE  5-9 years  Management 

Staff 

3  40-49 years Bachelors’ degree 

/HND 

10-14 years Junior Staff 

4  50 years & 

above 

Masters’ degree  15-19 years Contract 

Staff 

5   Others 20 years & 

above 

 

Source: The Author, 2019 

The above table shows the codes that were encoded to represent the socio-demographic 

variables in numerical values in order to enhance easy assessment and measurable value 

in the SPSS software. 

Table 4.2.2: Codes for Research Questions Data 

Source: The Author, 2019 

Codes Response Mean Grade-Score Category 

5 Strongly Agree 5.00 - 4.45 

4 Agree 4.44 - 3.45 

3 Undecided 3.44 - 2.45 

2 Disagree 2.44 - 1.45 

1 Strongly Disagree 1.45 Below 
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4.3 SECTION B: Demographic Characteristics of Respondents 

This section provides an insight into the demographics of the respondents for this 

research work through a detailed breakdown and analysis of the data gotten from the 

demographic section of the questionnaire. 

Figure 3: Respondents Distribution According to their Gender 

 
Source: Survey, 2019 

Table 4.3.1: Frequency of Data: Distribution of the Respondents According to Gender 

of the Respondents 

Response Variables Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Male 134 61.8 62.0 62.0 

Female 82 37.8 38.0 100.0 

Total 216 99.5 100.0  

Missing System 1 .5   

Total 217 100.0   

Source: Survey, 2019 

Figure 3 and table.4.3.1 above seeks diversity across sex of the respondents, out of which the 

percentage of the male is 61.8% while that of the female is 37.8%. This shows that the study is 

gender friendly as it does not discriminate or form any bias against any gender. Data, therefore 

collected can be said to be balanced and reliable for the purpose of this study. 
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Figure 4: Respondents Distribution According to their Age 

 
Source: Survey, 2019 

Table 4.3.2: Frequency of Data: Distribution of the Respondents According to Age of 

the Respondents 

Response Variables Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

20-29 years 85 39.2 39.5 39.5 

30-39 years 83 38.2 38.6 78.1 

40-49 years 33 15.2 15.3 93.5 

50 years & above 14 6.5 6.5 100.0 

Total 215 99.1 100.0  

Missing System 2 .9   

Total 217 100.0   

Source: Survey, 2019 

Figure 4 and Table 4.3.2 above shows the age distribution of the respondents, under which 

39.2% of the respondents were between 20 to 29 years of age, 38.2% were between 30 to 39 

years of age, 15.2% were between 40 to 49 years of age, while 6.5% were at the age of 50 years 

and above. Therefore, it can be inferred from this analysis that the majority of the respondents 

belong to the active force, with the age of 20 but less than 39 years as the modal age. 
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Figure 5: Respondents Distribution According to their Educational Qualification 

 
Source: Survey, 2019 

Table 4.3.3: Frequency of Data: Distribution of the Respondents According to 

Educational Qualification of the Respondents  

Response Variables Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

O-level & below 12 5.5 5.5 5.5 

OND/NCE 46 21.2 21.2 26.7 

Bachelors’ degree /HND 93 42.9 42.9 69.6 

Masters’ degree 59 27.2 27.2 96.8 

Others, i.e. Professional 

Certifications 
7 3.2 3.2 100.0 

Total 217 100.0 100.0  

Source: Survey, 2019 

Figure 5 and Table 4.3.3 above shows the distribution of the respondents according to their 

educational qualifications, among which 5.5% of the total respondents were O’level/Diploma 

certificate holders, 21.2% were OND/NCE certificate holders, 42.9% were BSc/HND 

certificate holders, 27.2% were masters’ certificate holders, while 3.2% were professional 

certificate holders. This shows that the majority of the respondents as an employee of Dangote 

Nigeria Plc. were BSc/HND, certificate holders. This reveals that the respondents were 

educated to know the relevance and implication of the study. 
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Figure 6: Respondents Distribution According to their Work Experience 

 
Source: Survey, 2019 

Table 4.3.4: Frequency of Data: Distribution of the Respondents According to Work 

Experience of the Respondents 

Response Variables Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

0-4 years 76 35.0 35.0 35.0 

5-9 years 69 31.8 31.8 66.8 

10-14 years 41 18.9 18.9 85.7 

15-19 years 19 8.8 8.8 94.5 

20 years & above 12 5.5 5.5 100.0 

Total 217 100.0 100.0  

Source: Survey, 2019 

Figure 6 and Table 4.3.4 above shows the distribution of the respondents according to their 

work experience. Under which 35% of the total respondents were having less than 4 years of 

experience, 31.8% were between 5 to 9 years, 18.9% were between 10 to 14 years, 8.8% were 

between 15 to 19 years, and 5.5% were 20 years and above. This reveals that the majority of 

the respondents have a working experience between 4 to 9 years in Dangote Nigeria Plc. 
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Figure 7: Respondents Distribution According to their Work Position 

 
Source: Survey, 2019 

Table 4.3.5: Frequency of Data: Distribution of the Respondents According to Work 

Position of the Respondents 

Response Variables Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Senior Staff 45 20.7 20.8 20.8 

Management Staff 54 24.9 25.0 45.8 

Junior Staff 66 30.4 30.6 76.4 

Contract Staff 51 23.5 23.6 100.0 

Total 216 99.5 100.0  

Missing System 1 .5   

Total 217 100.0   

Source: Survey, 2019 

Figure 7 and Table 4.3.5 above shows the distribution of the respondents according to their 

work positions. Under which 20.7% of the total respondents were senior members of staff in 

Dangote Nigeria Plc., 24.9% were management staff, 30.4% were junior members of staff, 

while 30.4% were contract staff. This reveals that the majority of the respondents as employees 

of Dangote Nigeria Plc were junior members of staff in Dangote Nigeria Plc. 
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4.4 SECTION C: Presentation and Analysis of Data According to Research Questions  

This section shows the sample of the respondent’s responses to the questions posed in 

the research questionnaire so as to make an inference and in order to conduct the final 

analysis. 

4.4.1 RESEARCH QUESTION 1 

What are the effects of green recruitment practices on the sustainable competitive edge 

in the Nigerian manufacturing industry? 

The tables of the items used in the questionnaire to addresses this research question are: 

 

Table 4.4.1.1: Frequency of Data 

The HR managers in Dangote Company aid an environmentally harm-free exercise in 

the conduct of its recruitment practices 

Response Variables Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly Agree 79 36.4 36.7 36.7 

Agree 103 47.5 47.9 84.7 

Fairly Agree 25 11.5 11.6 96.3 

Disagree 7 3.2 3.3 99.5 

Strongly Disagree 1 .5 .5 100.0 

Total 215 99.1 100.0  

Missing System 2 .9   

Total 217 100.0   

Source: Survey, 2019 

The table 4.4.1.1 above presents the respondents’ response as employees of Dangote Nigeria 

Plc., on whether the HR managers in Dangote Company aid an environmentally harm-free 

exercise in the conduct of its recruitment practices. The 36.4% of the total respondents strongly 

agreed, 47.5% ordinarily agreed, 11.5% fairly agreed, 3.2% disagreed while 0.5% of the 

respondents strongly disagreed. Hence, majority of the respondents agreed that the HR 

managers in Dangote Company aid an environmentally harm-free exercise in the conduct of its 

recruitment practices. 
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Table 4.4.1.2: Frequency of Data 

Dangote Company usually considers the corporate environmental managerial factors 

when planning recruitment exercise 

Response Variables Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly Agree 62 28.6 28.6 28.6 

Agree 95 43.8 43.8 72.4 

Fairly Agree 40 18.4 18.4 90.8 

Disagree 14 6.5 6.5 97.2 

Strongly Disagree 6 2.8 2.8 100.0 

Total 217 100.0 100.0  

Source: Survey, 2019 

The table 4.4.1.2 above presents the respondents’ response as employees of Dangote Nigeria 

Plc., on whether the Dangote Company management is usually considers the corporate 

environmental managerial factors when planning recruitment exercise. The 28.6% of the total 

respondents strongly agreed, 43.8% ordinarily agreed, 18.4% fairly agreed, 6.5% disagreed 

while 2.8% of the respondents strongly disagreed. Hence, majority of the respondents agreed 

that the Dangote Company management is usually considers the corporate environmental 

managerial factors when planning recruitment exercise. 

Table 4.4.1.3: Frequency of Data 

Dangote Company computerised its recruitment exercise in order to control 

environmentally harm-free practices 

Response Variables Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly Agree 73 33.6 33.6 33.6 

Agree 81 37.3 37.3 71.0 

Fairly Agree 34 15.7 15.7 86.6 

Disagree 24 11.1 11.1 97.7 

Strongly Disagree 5 2.3 2.3 100.0 

Total 217 100.0 100.0  

Source: Survey, 2019 

The table 4.4.1.3 above presents the respondents’ response as employees of Dangote Nigeria 

Plc., on whether the Dangote Company computerised its recruitment exercise in order to 

control environmentally harm-free practices. The 28.6% of the total respondents strongly 

agreed, 43.8% ordinarily agreed, 18.4% fairly agreed, 6.5% disagreed while 2.8% of the 



 52  
 

respondents strongly disagreed. Hence, majority of the respondents agreed that the Dangote 

Company computerised its recruitment exercise in order to control environmentally harm-free 

practices. 

Table 4.4.1.4: Frequency of Data 

Dangote Company adopts strategies to forecast its environment-related activities for 

deciding its recruitment exercise 

Response Variables Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly Agree 70 32.3 32.3 32.3 

Agree 82 37.8 37.8 70.0 

Fairly Agree 39 18.0 18.0 88.0 

Disagree 21 9.7 9.7 97.7 

Strongly Disagree 5 2.3 2.3 100.0 

Total 217 100.0 100.0  

Source: Survey, 2019 

The table 4.4.1.4 above presents the respondents’ response as employees of Dangote Nigeria 

Plc., on whether the Dangote Company adopts strategies to forecast its environment-related 

activities for deciding its recruitment exercise. The 32.3% of the total respondents strongly 

agreed, 37.8% ordinarily agreed, 18% fairly agreed, 9.7% disagreed while 2.3% of the 

respondents strongly disagreed. Hence, majority of the respondents agreed that the Dangote 

Company adopts strategies to forecast its environment-related activities for deciding its 

recruitment exercise. 

Table 4.4.1.5: Frequency of Data 

Generally, recruitment practices in Dangote Company have been environmentally 

harmed free 

Response Variables Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly Agree 67 30.9 31.0 31.0 

Agree 85 39.2 39.4 70.4 

Fairly Agree 33 15.2 15.3 85.6 

Disagree 20 9.2 9.3 94.9 

Strongly Disagree 11 5.1 5.1 100.0 

Total 216 99.5 100.0  

Missing System 1 .5   

Total 217 100.0   

Source: Survey, 2019 
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The table 4.4.1.5 above presents the respondents’ response as employees of Dangote Nigeria 

Plc., on whether the recruitment practices in Dangote Company have been environmentally 

harmed free. The 30.9% of the total respondents strongly agreed, 39.2% ordinarily agreed, 

15.2% fairly agreed, 9.2% disagreed while 5.1% of the respondents strongly disagreed. Hence, 

majority of the respondents agreed that the recruitment practices in Dangote Company have 

been environmentally harmed free. 

4.4.2 RESEARCH QUESTION 2 

What are the effects of green training and development practices on the sustainable 

competitive edge in the Nigerian manufacturing industry? 

The tables of the items used in the questionnaire to addresses this research question are: 

 

Table 4.4.2.1: Frequency of Data 

Dangote Company identifies and analyses environmental training need to its staff 

towards developing the required skills and knowledge 

Response Variables Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly Agree 68 31.3 31.5 31.5 

Agree 99 45.6 45.8 77.3 

Fairly Agree 28 12.9 13.0 90.3 

Disagree 15 6.9 6.9 97.2 

Strongly Disagree 6 2.8 2.8 100.0 

Total 216 99.5 100.0  

Missing System 1 .5   

Total 217 100.0   

Source: Survey, 2019 

The table 4.4.2.1 above presents the respondents’ response as employees of Dangote Nigeria 

Plc., on whether the Dangote Company identifies and analyses environmental training need to 

its staff towards developing the required skills and knowledge. The 31.3% of the total 

respondents strongly agreed, 45.6% ordinarily agreed, 12.9% fairly agreed, 6.9% disagreed 

while 2.8% of the respondents strongly disagreed. Hence, majority of the respondents agreed 

that the Dangote Company identifies and analyses environmental training need to its staff 

towards developing the required skills and knowledge. 
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Table 4.4.2.2: Frequency of Data 

Dangote Company provides training to its staff on how to adapt to environmentally 

friendly practices 

Response Variables Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly Agree 46 21.2 21.2 21.2 

Agree 99 45.6 45.6 66.8 

Fairly Agree 43 19.8 19.8 86.6 

Disagree 16 7.4 7.4 94.0 

Strongly Disagree 13 6.0 6.0 100.0 

Total 217 100.0 100.0  

Source: Survey, 2019 

The table 4.4.2.2 above presents the respondents’ response as employees of Dangote Nigeria 

Plc., on whether the Dangote Company provides training to its staff on how to adapt to 

environmentally friendly practices. The 21.2% of the total respondents strongly agreed, 45.6% 

ordinarily agreed, 19.8% fairly agreed, 7.4% disagreed while 6% of the respondents strongly 

disagreed. Hence, majority of the respondents agreed that the Dangote Company provides 

training to its staff on how to adapt to environmentally friendly practices. 

Table 4.4.2.3: Frequency of Data 

Dangote Company provides environmental awareness training to its staff towards 

achieving a competitive edge in the industry 

Response Variables Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly Agree 84 38.7 38.7 38.7 

Agree 81 37.3 37.3 76.0 

Fairly Agree 33 15.2 15.2 91.2 

Disagree 16 7.4 7.4 98.6 

Strongly Disagree 3 1.4 1.4 100.0 

Total 217 100.0 100.0  

Source: Survey, 2019 

The table 4.4.2.3 above presents the respondents’ response as employees of Dangote Nigeria 

Plc., on whether the Dangote Company provides environmental awareness training to its staff 

towards achieving a competitive edge in the industry. The 38.7% of the total respondents 

strongly agreed, 37.3% ordinarily agreed, 15.2% fairly agreed, 7.4% disagreed while 1.4% of 
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the respondents strongly disagreed. Hence, majority of the respondents agreed that the Dangote 

Company provides environmental awareness training to its staff towards achieving a 

competitive edge in the industry. 

Table 4.4.2.4: Frequency of Data 

Dangote Company provides an opportunity for its staff on environmental 

consciousness 

Response Variables Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly Agree 40 18.4 18.5 18.5 

Agree 94 43.3 43.5 62.0 

Fairly Agree 51 23.5 23.6 85.6 

Disagree 18 8.3 8.3 94.0 

Strongly Disagree 13 6.0 6.0 100.0 

Total 216 99.5 100.0  

Missing System 1 .5   

Total 217 100.0   

Source: Survey, 2019 

The table 4.4.2.4 above presents the respondents’ response as employees of Dangote Nigeria 

Plc., on whether the Dangote Company provides an opportunity for its staff on environmental 

consciousness. The 18.4% of the total respondents strongly agreed, 43.3% ordinarily agreed, 

23.5% fairly agreed, 8.3% disagreed while 6% of the respondents strongly disagreed. Hence, 

majority of the respondents agreed that the Dangote Company provides an opportunity for its 

staff on environmental consciousness. 

Table 4.4.2.5: Frequency of Data 

Dangote has continuously improved its training and development programs on 

environmentally friendly practices 

Response Variables Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly Agree 73 33.6 33.6 33.6 

Agree 91 41.9 41.9 75.6 

Fairly Agree 33 15.2 15.2 90.8 

Disagree 17 7.8 7.8 98.6 

Strongly Disagree 3 1.4 1.4 100.0 

Total 217 100.0 100.0  

Source: Survey, 2019 
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The table 4.4.2.5 above presents the respondents’ response as employees of Dangote Nigeria 

Plc., on whether the Dangote Company has continuously improved its training and 

development programs on environmentally friendly practices. The 33.6% of the total 

respondents strongly agreed, 41.9% ordinarily agreed, 15.2% fairly agreed, 7.8% disagreed 

while 1.4% of the respondents strongly disagreed. Hence, majority of the respondents agreed 

that the Dangote Company has continuously improved its training and development programs 

on environmentally friendly practices.  

4.4.3 RESEARCH QUESTION 3 

What are the effects of green compensation structure on a sustainable competitive edge 

in the Nigerian manufacturing industry? 

The tables of the items used in the questionnaire to addresses this research question are: 

 

Table 4.4.3.1: Frequency of Data 

Dangote Company introduces a new reward to its staff on innovative environmental 

performance 

Response Variables Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly Agree 49 22.6 22.7 22.7 

Agree 88 40.6 40.7 63.4 

Fairly Agree 43 19.8 19.9 83.3 

Disagree 24 11.1 11.1 94.4 

Strongly Disagree 12 5.5 5.6 100.0 

Total 216 99.5 100.0  

Missing System 1 .5   

Total 217 100.0   

Source: Survey, 2019 

The table 4.4.3.1 above presents the respondents’ response as employees of Dangote Nigeria 

Plc., on whether the Dangote Company introduces a new reward to its staff on innovative 

environmental performance. The 22.6% of the total respondents strongly agreed, 40.6% 

ordinarily agreed, 19.8% fairly agreed, 11.1% disagreed while 5.5% of the respondents strongly 

disagreed. Hence, majority of the respondents agreed that the Dangote Company introduces a 

new reward to its staff on innovative environmental performance. 
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Table 4.4.3.2: Frequency of Data 

Dangote Company provides an excellence award to its employees on their 

environmental related performance 

Response Variables Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly Agree 43 19.8 19.9 19.9 

Agree 92 42.4 42.6 62.5 

Fairly Agree 47 21.7 21.8 84.3 

Disagree 25 11.5 11.6 95.8 

Strongly Disagree 9 4.1 4.2 100.0 

Total 216 99.5 100.0  

Missing System 1 .5   

Total 217 100.0   

Source: Survey, 2019 

The table 4.4.3.2 above presents the respondents’ response as employees of Dangote Nigeria 

Plc., on whether the Dangote Company provides an excellence award to its employees on their 

environmental related performance. The 19.8% of the total respondents strongly agreed, 42.4% 

ordinarily agreed, 21.7% fairly agreed, 11.5% disagreed while 4.1% of the respondents strongly 

disagreed. Hence, majority of the respondents agreed that the Dangote Company provides an 

excellence award to its employees on their environmental related performance. 

Table 4.4.3.3: Frequency of Data 

Dangote Company provides a financial reward to its staff on their environmental 

related performance 

Response Variables Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly Agree 62 28.6 28.6 28.6 

Agree 89 41.0 41.0 69.6 

Fairly Agree 32 14.7 14.7 84.3 

Disagree 26 12.0 12.0 96.3 

Strongly Disagree 8 3.7 3.7 100.0 

Total 217 100.0 100.0  

Source: Survey, 2019 

The table 4.4.3.3 above presents the respondents’ response as employees of Dangote Nigeria 

Plc., on whether the Dangote Company provides a financial reward to its staff on their 

environmental related performance. The 28.6% of the total respondents strongly agreed, 41% 

ordinarily agreed, 14.7% fairly agreed, 12% disagreed while 3.7% of the respondents strongly 
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disagreed. Hence, majority of the respondents agreed that the Dangote Company provides a 

financial reward to its staff on their environmental related performance.  

Table 4.4.3.4: Frequency of Data 

Dangote Company provides incentives to its staff towards encouraging an 

environmentally friendly practice 

Response Variables Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly Agree 50 23.0 23.0 23.0 

Agree 101 46.5 46.5 69.6 

Fairly Agree 41 18.9 18.9 88.5 

Disagree 19 8.8 8.8 97.2 

Strongly Disagree 6 2.8 2.8 100.0 

Total 217 100.0 100.0  

Source: Survey, 2019 

The table 4.4.3.4 above presents the respondents’ response as employees of Dangote Nigeria 

Plc., on whether the Dangote Company provides incentives to its staff towards encouraging an 

environmentally friendly practice. The 23% of the total respondents strongly agreed, 46.5% 

ordinarily agreed, 18.9% fairly agreed, 8.8% disagreed while 2.8% of the respondents strongly 

disagreed. Hence, majority of the respondents agreed that the Dangote Company provides 

incentives to its staff towards encouraging an environmentally friendly practice. 

Table 4.4.3.5: Frequency of Data 

Dangote Company staffs are disciplined and responsible for the communities in their 

environment 

Response Variables Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly Agree 58 26.7 26.9 26.9 

Agree 96 44.2 44.4 71.3 

Fairly Agree 35 16.1 16.2 87.5 

Disagree 19 8.8 8.8 96.3 

Strongly Disagree 8 3.7 3.7 100.0 

Total 216 99.5 100.0  

Missing System 1 .5   

Total 217 100.0   

Source: Survey, 2019 

The table 4.4.3.5 above presents the respondents’ response as employees of Dangote Nigeria 

Plc., on whether the Dangote Company staffs are disciplined and responsible for the 
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communities in their environment. The 26.7% of the total respondents strongly agreed, 44.2% 

ordinarily agreed, 16.1% fairly agreed, 8.8% disagreed while 3.7% of the respondents strongly 

disagreed. Hence, majority of the respondents agreed that the Dangote Company staffs are 

disciplined and responsible for the communities in their environment. 

4.4.4 RESEARCH QUESTION 4 

What are the effects of green employee relations on a sustainable competitive edge in 

the Nigerian manufacturing industry? 

The tables of the items used in the questionnaire to addresses this research question are: 

 

Table 4.4.4.1: Frequency of Data 

Dangote Company provides opportunities to its staff towards participating in the 

environmental friendly schemes 

Response Variables Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly Agree 74 34.1 34.1 34.1 

Agree 98 45.2 45.2 79.3 

Fairly Agree 26 12.0 12.0 91.2 

Disagree 13 6.0 6.0 97.2 

Strongly Disagree 6 2.8 2.8 100.0 

Total 217 100.0 100.0  

Source: Survey, 2019 

The table 4.4.4.1 above presents the respondents’ response as employees of Dangote Nigeria 

Plc., on whether the Dangote Company provides opportunities to its staff towards participating 

in the environmental friendly schemes. The 34.1% of the total respondents strongly agreed, 

45.2% ordinarily agreed, 12% fairly agreed, 6% disagreed while 2.8% of the respondents 

strongly disagreed. Hence, majority of the respondents agreed that the Dangote Company 

provides opportunities to its staff towards participating in the environmental friendly schemes. 
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Table 4.4.4.2: Frequency of Data 

Dangote Company provides opportunities to the communities to negotiate with 

management about environmental related issues 

Response Variables Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly Agree 95 43.8 43.8 43.8 

Agree 79 36.4 36.4 80.2 

Fairly Agree 26 12.0 12.0 92.2 

Disagree 15 6.9 6.9 99.1 

Strongly Disagree 2 .9 .9 100.0 

Total 217 100.0 100.0  

Source: Survey, 2019 

The table 4.4.4.2 above presents the respondents’ response as employees of Dangote Nigeria 

Plc., on whether the Dangote Company provides opportunities to the communities to negotiate 

with management about environmental related issues. The 43.8% of the total respondents 

strongly agreed, 36.4% ordinarily agreed, 12% fairly agreed, 6.9% disagreed while 0.9% of the 

respondents strongly disagreed. Hence, majority of the respondents agreed that the Dangote 

Company provides opportunities to the communities to negotiate with management about 

environmental related issues. 

Table 4.4.4.3: Frequency of Data 

Dangote Company employs a joint consultation within the system to control 

environmental related problems 

Response Variables Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly Agree 48 22.1 22.3 22.3 

Agree 110 50.7 51.2 73.5 

Fairly Agree 36 16.6 16.7 90.2 

Disagree 15 6.9 7.0 97.2 

Strongly Disagree 6 2.8 2.8 100.0 

Total 215 99.1 100.0  

Missing System 2 .9   

Total 217 100.0   

Source: Survey, 2019 

The table 4.4.4.3 above presents the respondents’ response as employees of Dangote Nigeria 

Plc., on whether the Dangote Company employs a joint consultation within the system to 

control environmental related problems. The 22.1% of the total respondents strongly agreed, 
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50.7% ordinarily agreed, 16.6% fairly agreed, 6.9% disagreed while 2.8% of the respondents 

strongly disagreed. Hence, majority of the respondents agreed that the Dangote Company 

employs a joint consultation within the system to control environmental related problems. 

Table 4.4.4.4: Frequency of Data 

It is better if Dangote introduces whistle-blowing strategy towards curbing all 

environmentally related misconducts 

Response Variables Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly Agree 55 25.3 25.5 25.5 

Agree 81 37.3 37.5 63.0 

Fairly Agree 40 18.4 18.5 81.5 

Disagree 29 13.4 13.4 94.9 

Strongly Disagree 11 5.1 5.1 100.0 

Total 216 99.5 100.0  

Missing System 1 .5   

Total 217 100.0   

Source: Survey, 2019 

The table 4.4.4.4 above presents the respondents’ response as employees of Dangote Nigeria 

Plc., on whether it is better if Dangote Company introduces the whistle-blowing strategy 

towards curbing all environmentally related misconducts. The 25.3% of the total respondents 

strongly agreed, 37.3% ordinarily agreed, 18.4% fairly agreed, 13.4% disagreed while 5.1% of 

the respondents strongly disagreed. Hence, majority of the respondents agreed that it is better 

if Dangote Company introduces whistle-blowing strategy towards curbing all environmentally 

related misconducts. 

Table 4.4.4.5: Frequency of Data 

Dangote Company maintains a good relationship with the communities in their 

business environment 

Response Variables Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly Agree 60 27.6 27.6 27.6 

Agree 99 45.6 45.6 73.3 

Fairly Agree 30 13.8 13.8 87.1 

Disagree 15 6.9 6.9 94.0 

Strongly Disagree 13 6.0 6.0 100.0 

Total 217 100.0 100.0  

Source: Survey, 2019 
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The table 4.4.4.5 above presents the respondents’ response as employees of Dangote Nigeria 

Plc., on whether the Dangote Company maintains a good relationship with the communities in 

their business environment. The 27.6% of the total respondents strongly agreed, 45.6% 

ordinarily agreed, 13.8% fairly agreed, 6.9% disagreed while 6% of the respondents strongly 

disagreed. Hence, majority of the respondents agreed that the Dangote Company maintains a 

good relationship with the communities in their business environment. 

4.4.5 DEPENDENT VARIABLE: SUSTAINABLE COMPETITIVE EDGE IN THE 

NIGERIAN MANUFACTURING INDUSTRY 

The tables of the items used in the questionnaire to addresses the dependent variable 

are: 

Table 4.4.5.1: Frequency of Data 

Environmentally harm-free recruitment practices will help Dangote to sustain a 

competitive edge in the Nigerian manufacturing industry 

Response Variables Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly Agree 93 42.9 42.9 42.9 

Agree 81 37.3 37.3 80.2 

Fairly Agree 27 12.4 12.4 92.6 

Disagree 16 7.4 7.4 100.0 

Total 217 100.0 100.0  

Source: Survey, 2019 

The table 4.4.5.1 above presents the respondents’ response as employees of Dangote Nigeria 

Plc., on whether the environmentally harm-free recruitment practices will help Dangote to 

sustain a competitive edge in the Nigerian manufacturing industry. The 42.9% of the total 

respondents strongly agreed, 37.3% ordinarily agreed, 12.4% fairly agreed, 7.4% disagreed 

while none of the respondents strongly disagreed. Hence, majority of the respondents agreed 

that the environmentally harm-free recruitment practices will help Dangote to sustain a 

competitive edge in the Nigerian manufacturing industry. 
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Table 4.4.5.2: Frequency of Data 

Environmentally harm-free training and development will help Dangote to sustain a 

competitive edge in the Nigerian manufacturing industry 

Response Variables Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly Agree 100 46.1 46.3 46.3 

Agree 75 34.6 34.7 81.0 

Fairly Agree 26 12.0 12.0 93.1 

Disagree 12 5.5 5.6 98.6 

Strongly Disagree 3 1.4 1.4 100.0 

Total 216 99.5 100.0  

Missing System 1 .5   

Total 217 100.0   

Source: Survey, 2019 

The table 4.4.5.2 above presents the respondents’ response as employees of Dangote Nigeria 

Plc., on whether the environmentally harm-free training and development will help Dangote to 

sustain a competitive edge in the Nigerian manufacturing industry. The 46.1% of the total 

respondents strongly agreed, 34.6% ordinarily agreed, 12% fairly agreed, 5.5% disagreed while 

1.4% of the respondents strongly disagreed. Hence, majority of the respondents agreed that the 

environmentally harm-free training and development will help Dangote to sustain a 

competitive edge in the Nigerian manufacturing industry. 

Table 4.4.5.3: Frequency of Data 

Environmentally harm-free compensation structure will help Dangote to sustain a 

competitive edge in the Nigerian manufacturing industry 

Response Variables Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly Agree 79 36.4 36.6 36.6 

Agree 90 41.5 41.7 78.2 

Fairly Agree 26 12.0 12.0 90.3 

Disagree 15 6.9 6.9 97.2 

Strongly Disagree 6 2.8 2.8 100.0 

Total 216 99.5 100.0  

Missing System 1 .5   

Total 217 100.0   

Source: Survey, 2019 

The table 4.4.5.3 above presents the respondents’ response as employees of Dangote Nigeria 

Plc., on whether the environmentally harm-free compensation structure will help Dangote to 
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sustain a competitive edge in the Nigerian manufacturing industry. The 36.4% of the total 

respondents strongly agreed, 41.5% ordinarily agreed, 12% fairly agreed, 6.9% disagreed while 

2.8% of the respondents strongly disagreed. Hence, majority of the respondents agreed that the 

environmentally harm-free compensation structure will help Dangote to sustain a competitive 

edge in the Nigerian manufacturing industry. 

Table 4.4.5.4: Frequency of Data 

Environmentally harm-free employee relations will help Dangote to sustain a 

competitive edge in the Nigerian manufacturing industry 

Response Variables Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly Agree 68 31.3 31.3 31.3 

Agree 86 39.6 39.6 71.0 

Fairly Agree 37 17.1 17.1 88.0 

Disagree 20 9.2 9.2 97.2 

Strongly Disagree 6 2.8 2.8 100.0 

Total 217 100.0 100.0  

Source: Survey, 2019 

The table 4.4.5.4 above presents the respondents’ response as employees of Dangote Nigeria 

Plc., on whether the environmentally harm-free employee relations will help Dangote to sustain 

a competitive edge in the Nigerian manufacturing industry. The 31.3% of the total respondents 

strongly agreed, 39.6% ordinarily agreed, 17.1% fairly agreed, 9.2% disagreed while 2.8% of 

the respondents strongly disagreed. Hence, majority of the respondents agreed that the 

environmentally harm-free employee relations will help Dangote to sustain a competitive edge 

in the Nigerian manufacturing industry. 
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Table 4.4.5.5: Frequency of Data 

Generally, Dangote engagement in the environmentally harm-free HRM practices will 

result in more opportunities for the company towards securing a competitive edge in 

the market 

Response Variables Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly Agree 106 48.8 48.8 48.8 

Agree 71 32.7 32.7 81.6 

Fairly Agree 26 12.0 12.0 93.5 

Disagree 12 5.5 5.5 99.1 

Strongly Disagree 2 .9 .9 100.0 

Total 217 100.0 100.0  

Source: Survey, 2019 

The table 4.4.5.5 above presents the respondents’ response as employees of Dangote Nigeria 

Plc., on whether the Dangote Company engagement in the environmentally harm-free HRM 

practices will result in more opportunities for the company towards securing a competitive edge 

in the market. The 48.8% of the total respondents strongly agreed, 32.7% ordinarily agreed, 

12% fairly agreed, 5.5% disagreed while 0.9% of the respondents strongly disagreed. Hence, 

majority of the respondents agreed that the Dangote Company engagement in the 

environmentally harm-free HRM practices will result in more opportunities for the company 

towards securing a competitive edge in the market. 

4.5 SECTION D: Analysis of Variables According to the Research Questions Using 

Mean and Standard Deviation of Descriptive Statistics 

This section entails the analysis of the research questions in accordance with the study 

variables or constructs. This was analysed using descriptive statistics specifically means 

and standard deviation. Every mean score above 2.5 on a scale of 5.0 is said to be 

positive, and negative if otherwise. However, this is another method to confirm the 

analysed research questions carried out through frequency distribution and percentage 

counts in the previous section. Therefore, the analytical procedure is interpreted below: 
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5.00 - 4.45  -    Strongly agree 

4.44 - 3.45         - Agree 

3.44 - 2.45         -    Undecided 

2.44 - 1.45         -     Disagree 

1.45 Below         -     Strongly Disagree 

4.5.1 Research Question 1: What are the effects of green recruitment practices on 

the sustainable competitive edge in the Nigerian manufacturing industry? 

Table 4.5.1: Mean and Standard deviations of the respondents view on the research question 

(6 -10). 

S/N Response Variables N Mean Std. 

Deviation 

6 The HR managers in Dangote Company aid an 

environmentally harm-free exercise in the conduct 

of its recruitment practices. 

215 4.1721 .79317 

7 Dangote Company usually considers the corporate 

environmental managerial factors when planning 

recruitment exercise. 

217 3.8894 .98448 

8 Dangote Company computerised its recruitment 

exercise in order to control environmentally harm-

free practices. 

217 3.8894 1.06577 

9 Dangote Company adopts strategies to forecast its 

environment-related activities for deciding its 

recruitment exercise. 

217 3.8802 1.04280 

10 Generally, recruitment practices in Dangote 

Company have been environmentally harmed free. 

216 3.8194 1.12469 

Source: Survey, 2019 

The table 4.5.1 above review the respondents' responses on green recruitment practices and the 

sustainable competitive edge in the Nigerian manufacturing industry, as a result of the 

previously proposed research question one in this study. However, the result of the analysis 

indicates that majority of the respondent as employees of Dangote Nigeria Plc. agreed that 

positive effect exists between green recruitment practices and the sustainable competitive edge 

in the Nigerian manufacturing industry. All the five items under this variable show a very 
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strong mean (i.e. 4.17, 3.89, 3.89, 3.89 and 3.82) and a lesser corresponding value of standard 

deviation (i.e. 0.79, 0.98, 1.066, 1.04 and 1.12) respectively. 

4.5.2 Research Question 2: What are the effects of green training and development 

practices on the sustainable competitive edge in the Nigerian manufacturing 

industry? 

Table 4.5.2: Mean and Standard deviations of the respondents view on the research question 

(11 -15) 

S/N Response Variables N Mean Std. 

Deviation 

11 Dangote Company identifies and analyses 

environmental training need to its staff towards 

developing the required skills and knowledge. 

216 3.9630 .98761 

12 Dangote Company provides training to its staff on 

how to adapt to environmentally friendly practices. 

217 3.6866 1.07301 

13 Dangote Company provides environmental 

awareness training to its staff towards achieving a 

competitive edge in the industry. 

217 4.0461 .98022 

4 Dangote Company provides an opportunity for its 

staff on environmental consciousness. 

216 3.6019 1.06914 

15 Dangote has continuously improved its training and 

development programs on environmentally friendly 

practices. 

217 3.9862 .96455 

Source: Survey, 2019 

The table 4.5.2 above review the respondents' responses on green training and development 

practices and the sustainable competitive edge in the Nigerian manufacturing industry, as a 

result of the previously proposed research question two in this study. However, the result of 

the analysis indicates that majority of the respondent as employees of Dangote Nigeria Plc. 

agreed that positive effect exists between green training and development practices and the 

sustainable competitive edge in the Nigerian manufacturing industry. All the five items under 

this variable shows a very strong mean (i.e. 3.96, 3.69, 4.05, 3.60 and 3.99) and a lesser 

corresponding value of standard deviation (i.e. 0.99, 1.07, 0.98, 1.07 and 0.96) respectively. 
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4.5.3 Research Question 3: What are the effects of green compensation structure on 

a sustainable competitive edge in the Nigerian manufacturing industry? 

Table 4.5.3: Mean and Standard deviations of the respondents view on the research question 

(16 -20) 

S/N Response Variables N Mean Std. 

Deviation 

16 Dangote Company introduces a new reward to its 

staff on innovative environmental performance. 

216 3.6389  1.11613 

17 Dangote Company provides an excellence award to 

its employees on their environmental related 

performance. 

216 3.6250 1.05792 

18 Dangote Company provides a financial reward to 

its staff on their environmental related 

performance. 

217 3.7880 1.09766 

19 Dangote Company provides incentives to its staff 

towards encouraging an environmentally friendly 

practice. 

217 3.7834 .98794 

20 Dangote Company staffs are disciplined and 

responsible for the communities in their 

environment. 

216 3.8194 1.04316 

Source: Survey, 2019 

The table 4.5.3 above review the respondents' responses on green compensation structure and 

the sustainable competitive edge in the Nigerian manufacturing industry, as a result of the 

previously proposed research question three in this study. However, the result of the analysis 

indicates that majority of the respondent as employees of Dangote Nigeria Plc. agreed that 

positive effect exists between green compensation structure and the sustainable competitive 

edge in the Nigerian manufacturing industry. All the five items under this variable show a very 

strong mean (i.e. 3.64, 3.62, 3.79, 3.78 and 3.82) and a lesser corresponding value of standard 

deviation (i.e. 1.12, 1.06, 1.10, 0.99 and 1.04) respectively. 
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4.5.4 Research Question 4: What are the effects of green employee relations on a 

sustainable competitive edge in the Nigerian manufacturing industry? 

Table 4.5.4: Mean and Standard deviations of the respondents view on the research question 

(21-25) 

S/N Response Variables N Mean Std. 

Deviation 

21 Dangote Company provides opportunities to its 

staff towards participating in the environmental 

friendly schemes. 

217 4.0184 .97640 

22 Dangote Company provides opportunities to the 

communities to negotiate with management about 

environmental related issues. 

217 4.1521 .94766 

23 Dangote Company employs a joint consultation 

within the system to control environmental related 

problems. 

215 3.8326 .94714 

24 It is better if Dangote introduces whistle-blowing 

strategy towards curbing all environmentally 

related misconducts. 

216 3.6481 1.14782 

25 Dangote Company maintains a good relationship 

with the communities in their business 

environment. 

217 3.8203 1.09711 

Source: Survey, 2019 

The table 4.5.4 above review the respondents' responses on green employee relations and the 

sustainable competitive edge in the Nigerian manufacturing industry, as a result of the 

previously proposed research question four in this study. However, the result of the analysis 

indicates that majority of the respondent as employees of Dangote Nigeria Plc. agreed that 

positive effect exists between green employee relations and the sustainable competitive edge 

in the Nigerian manufacturing industry. All the five items under this variable show a very 

strong mean (i.e. 4.02, 4.15, 3.83, 3.65 and 3.82) and a lesser corresponding value of standard 

deviation (i.e. 0.98, 0.95, 0.95, 1.15 and 1.09) respectively. 
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4.5.5 Dependent Variable: Sustainable Competitive Edge in the Nigerian 

Manufacturing Industry 

Table 4.5.5: Mean and Standard deviations of the respondents view on the research question 

(26-30) 

 

S/N Response Variables N Mean Std. 

Deviation 

26 Environmentally harm-free recruitment practices 

will help Dangote to sustain a competitive edge in 

the Nigerian manufacturing industry. 

217 4.1567 .90950 

27 Environmentally harm-free training and 

development will help Dangote to sustain a 

competitive edge in the Nigerian manufacturing 

industry. 

216 4.1898 .94799 

28 Environmentally harm-free compensation structure 

will help Dangote to sustain a competitive edge in 

the Nigerian manufacturing industry. 

216 4.0231 1.00899 

29 Environmentally harm-free employee relations will 

help Dangote to sustain a competitive edge in the 

Nigerian manufacturing industry. 

217 3.8756 1.04448 

30 Generally, Dangote engagement in the 

environmentally harm-free HRM practices will 

result in more opportunities for the company 

towards securing a competitive edge in the market. 

217 4.2304 .92916 

Source: Survey, 2019 

The table 4.5.5 above review the respondents' responses on GHRM and the sustainable 

competitive edge in the Nigerian manufacturing industry, as a result of the previously proposed 

objective of this study. However, the result of the analysis indicates that majority of the 

respondent as employees of Dangote Nigeria Plc. agreed that positive effect exists GHRM and 

the sustainable competitive edge in the Nigerian manufacturing industry. All the five items 

under this variable show a very strong mean (i.e. 4.16, 4.19, 4.02, 3.87 and 4.23) and a lesser 

corresponding value of standard deviation (i.e. 0.91, 0.95, 1.01, 1.04 and 0.93) respectively. 
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4.6 SECTION E: Test of Hypotheses 

In this section, the hypotheses statements are tested in order to prove if the findings of 

this research work are statistically significant and unlikely to have occurred by chance 

alone. The results of this process will also lead to a decision on the acceptance or 

rejection of the 4 stated null hypotheses upon which this work is based. The hypotheses 

for this research work will be tested using a non-parametric test such as multiple 

regression analysis to measure the factors that determine the effect of GHRM on the 

sustainable competitive edge in the Nigerian manufacturing industry. 

4.6.1 Test of Hypothesis 1 

H0: Green recruitment practices has no positive and significant effect on the 

sustainable competitive edge in the Nigerian manufacturing industry. 

H1: Green recruitment practices have a positive and significant effect on the 

sustainable competitive edge in the Nigerian manufacturing industry. 

Table 4.6.1: Using Multiple Regression Analysis in Testing Hypothesis 1 

Model Summary 

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

Estimate 

1 .986a .973 .973 .10235 

a. Predictors: (Constant), Green Recruitment Practices 

 

 

ANOVAa 

Model Sum of 

Squares 

df Mean Square F Sig. 

1 

Regression 80.898 1 80.898 7723.223 .000b 

Residual 2.252 215 .010   

Total 83.150 216    

a. Dependent Variable: Sustainable Competitive Edge 

b. Predictors: (Constant), Green Recruitment Practices 

 

 

 

 

 



 72  
 

Coefficientsa 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 

(Constant) .240 .044  5.401 .000 

Green Recruitment 

Practices 
.981 .011 .986 87.882 .000 

a. Dependent Variable: Sustainable Competitive Edge 

The above regression tables reveal the test of hypothesis one while investigating the effect of 

one variable over another, that is, the effect of green recruitment practices on the sustainable 

competitive edge in the Nigerian manufacturing industry. The table reveals that there is a high 

level of fitness at R-value of 0.986a, R2 of 0.973 and F-value of 7723.223. The R2 of 0.973 

connotes that about 97.3% of the variation in the sustainable competitive edge among the 

manufacturing industry in Nigeria can be explained by green recruitment practices while 2.7% 

remains unexplained by the regression model. Also, the R-value of 0.986a in the table indicates 

that a strong and positive relationship exists between the two variables (i.e. green recruitment 

practices and the sustainable competitive edge in the Nigerian manufacturing industry), which 

also helps to authenticate the correlation results of the hypothesis. However, since the F-sig. 

(p-value) of .000 is less than α (0.05), hence, there exists a significant effect between green 

recruitment practices and the sustainable competitive edge in the Nigerian manufacturing 

industry. Therefore, the null hypothesis previously stated that green recruitment practices have 

no positive and significant effect on the sustainable competitive edge in the Nigerian 

manufacturing industry is hereby rejected, while the alternative hypothesis is accepted. 
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4.6.2 Test of Hypothesis 2 

H0: Green training and development practices have no positive and significant effect 

on the sustainable competitive edge in the Nigerian manufacturing industry. 

H1: Green training and development practices have a positive and significant effect 

on the sustainable competitive edge in the Nigerian manufacturing industry. 

Table 4.6.2: Using Multiple Regression Analysis in Testing Hypothesis 2 

Model Summary 

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

Estimate 

1 .986a .973 .973 .10251 

a. Predictors: (Constant), Green Training and Development Practices 

 

ANOVAa 

Model Sum of 

Squares 

df Mean Square F Sig. 

1 

Regression 80.891 1 80.891 7698.447 .000b 

Residual 2.259 215 .011   

Total 83.150 216    

a. Dependent Variable: Sustainable Competitive Edge 

b. Predictors: (Constant), Green Training and Development Practices 

 

Coefficientsa 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 

(Constant) .687 .039  17.393 .000 

Green Training and 

Development Practices 
.884 .010 .986 87.741 .000 

a. Dependent Variable: Sustainable Competitive Edge 

The above regression tables reveal the test of hypothesis two while investigating the effect of 

one variable over another, that is, the effect of green training and development practices on the 

sustainable competitive edge in the Nigerian manufacturing industry. The table reveals that 

there is a high level of fitness at R-value of 0.986a, R2 of 0.973 and F-value of 7698.447. The 

R2 of 0.973 connotes that about 97.3% of the variation in the sustainable competitive edge 

among manufacturing industry in Nigeria can be explained by green training and development 
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practices while 2.7% remains unexplained by the regression model. Also, the R-value of 0.986a 

in the table indicates that a strong and positive relationship exists between the two variables 

(i.e. green training and development practices and the sustainable competitive edge in the 

Nigerian manufacturing industry), which also helps to authenticate the correlation results of 

the hypothesis. However, since the F-sig. (p-value) of .000 is less than α (0.05), hence, there 

exists a significant effect between green training and development practices and the sustainable 

competitive edge in the Nigerian manufacturing industry. Therefore, the null hypothesis 

previously stated that the green training and development practices have no positive and 

significant effect on the sustainable competitive edge in the Nigerian manufacturing industry 

is hereby rejected, while the alternative hypothesis is accepted. 

4.6.3 Test of Hypothesis 3 

H0: Green compensation structure has no positive and significant effect on the 

sustainable competitive edge in the Nigerian manufacturing industry. 

H1: Green compensation structure has a positive and significant effect on the 

sustainable competitive edge in the Nigerian manufacturing industry. 

Table 4.6.3: Using Multiple Regression Analysis in Testing Hypothesis 3 

Model Summary 

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

Estimate 

1 .986a .971 .971 .10537 

a. Predictors: (Constant), Green Compensation Structure 

 

ANOVAa 

Model Sum of 

Squares 

df Mean Square F Sig. 

1 

Regression 80.763 1 80.763 7274.724 .000b 

Residual 2.387 215 .011   

Total 83.150 216    

a. Dependent Variable: Sustainable Competitive Edge 

b. Predictors: (Constant), Green Compensation Structure 
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Coefficientsa 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 

(Constant) .683 .041  16.792 .000 

Green Compensation 

Structure 
.915 .011 .986 85.292 .000 

a. Dependent Variable: Sustainable Competitive Edge 

The above regression tables reveal the test of hypothesis three while investigating the effect of 

one variable over another, that is, the effect of green compensation structure on the sustainable 

competitive edge in the Nigerian manufacturing industry. The table reveals that there is a high 

level of fitness at R-value of 0.986a, R2 of 0.971 and F-value of 7274.724. The R2 of 0.971 

connotes that about 97.1% of the variation in the sustainable competitive edge among the 

manufacturing industry in Nigeria can be explained by green compensation structure while 

2.9% remains unexplained by the regression model. Also, the R-value of 0.986a in the table 

indicates that a strong and positive relationship exists between the two variables (i.e. green 

compensation structure and the sustainable competitive edge in the Nigerian manufacturing 

industry), which also helps to authenticate the correlation results of the hypothesis. However, 

since the F-sig. (p-value) of .000 is less than α (0.05), hence, there exists a significant effect 

between green compensation structure and the sustainable competitive edge in the Nigerian 

manufacturing industry. Therefore, the null hypothesis previously stated that the green 

compensation structure has no positive and significant effect on the sustainable competitive 

edge in the Nigerian manufacturing industry is hereby rejected, while the alternative hypothesis 

is accepted. 
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4.6.4 Test of Hypothesis 4 

H0: Green employee relations has no positive and significant effect on the 

sustainable competitive edge in the Nigerian manufacturing industry. 

H1: Green employee relations has a positive and significant effect on the sustainable 

competitive edge in the Nigerian manufacturing industry. 

Table 4.6.4: Using Multiple Regression Analysis in Testing Hypothesis 4 

Model Summary 

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

Estimate 

1 .985a .970 .969 .10853 

a. Predictors: (Constant), Green Employee Relation 

 

ANOVAa 

Model Sum of 

Squares 

Df Mean Square F Sig. 

1 

Regression 80.618 1 80.618 6844.747 .000b 

Residual 2.532 215 .012   

Total 83.150 216    

a. Dependent Variable: Sustainable Competitive Edge 

b. Predictors: (Constant), Green Employee Relation 

 

Coefficientsa 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 

(Constant) .350 .046  7.628 .000 

Green Employee 

Relation 
.962 .012 .985 82.733 .000 

a. Dependent Variable: Sustainable Competitive Edge 

The above regression tables reveal the test of hypothesis four while investigating the effect of 

one variable over another, that is, the effect of green employee relations on the sustainable 

competitive edge in the Nigerian manufacturing industry. The table reveals that there is a high 

level of fitness at R-value of 0.985a, R2 of 0.970 and F-value of 6844.747. The R2 of 0.970 

connotes that about 97% of the variation in the sustainable competitive edge among the 

manufacturing industry in Nigeria can be explained by green employee relations while 3% 
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remains unexplained by the regression model. Also, the R-value of 0.985a in the table indicates 

that a strong and positive relationship exists between the two variables (i.e. green employee 

relations and the sustainable competitive edge in the Nigerian manufacturing industry), which 

also helps to authenticate the correlation results of the hypothesis. However, since the F-sig. 

(p-value) of .000 is less than α (0.05), hence, there exists a significant effect between green 

employee relations and the sustainable competitive edge in the Nigerian manufacturing 

industry. Therefore, the null hypothesis previously stated that green employee relations have 

no positive and significant effect on the sustainable competitive edge in the Nigerian 

manufacturing industry is hereby rejected, while the alternative hypothesis is accepted. 

4.7 Discussion of Findings 

With regards to the first hypothesis which stated that green recruitment practices have 

no positive and significant effect on the sustainable competitive edge in the Nigerian 

manufacturing industry. The study discovered using multiple regression analysis to 

prove that green recruitment practices have a positive and significant effect on the 

sustainable competitive edge in the Nigerian manufacturing industry. This result is 

similar to the findings of Ullah (2017) which reveals that achieving sustainability in an 

organisation is solely depend on the implementation of GHRM through efficiencies and 

economical utilization of resources. 

Also, the second hypothesis which stated that green training and development practices 

have no positive and significant effect on the sustainable competitive edge in the 

Nigerian manufacturing industry. The study discovered using multiple regression 

analysis to indicate that green training and development practices have a positive and 

significant effect on the sustainable competitive edge in the Nigerian manufacturing 

industry. This result is in line with the findings of Chowdhury, Sanju and Asaduzzaman 

(2017), which also confirmed that application of green HRM practices in the conduct 
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of training and development have tendency to results into minimization of wastage, 

reservation and preservation of natural resources, which has led to a very strong 

correlation between GHRM and sustainability. 

Furthermore, with respect to the third hypothesis which stated that green compensation 

structure has no positive and significant effect on the sustainable competitive edge in 

the Nigerian manufacturing industry. The study discovered using multiple regression 

analysis to found that green compensation structure has a positive and significant effect 

on the sustainable competitive edge in the Nigerian manufacturing industry. This result 

is similar to the findings of Bangwal and Tiwari (2015) which elongates that green 

practices on HRM activities in an organisation help to facilitate and improve the rate of 

employees’ retentions, improved public image, improvement in the sustainable use of 

resources and increased business opportunities. 

Finally, as touching the fourth hypothesis which stated that green employee relations 

have no positive and significant effect on the sustainable competitive edge in the 

Nigerian manufacturing industry. The study discovered using multiple regression 

analysis to reveals that green employee relations have no positive and significant effect 

on the sustainable competitive edge in the Nigerian manufacturing industry. This result 

is similar to the findings of Rashid, Wahid and Saad (2006) which posited that 

engagement of employees in green activities has a positive influence on their private 

life affairs, as well as their behaviour and relationship with people. Such practices on 

green initiatives play a significant role in enthusing, facilitating, and encouraging 

employees for captivating up green practices for greener business. 
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CHAPTER FIVE 

5. CONCLUSION AND RECOMMENDATIONS 

5.1 Overview 

This chapter reveals the summary from the findings as shown in the previous chapter, 

conclusions and the recommendations drawn from these findings. The focus was to 

investigate the effect of GHRM on the sustainable competitive edge in the Nigerian 

manufacturing industry. With reference to some selected Dangote employees under 

four branches in Lagos State, Nigeria. Also, this entails the researchers’ conclusive 

remark as envisage in the study findings discovered from the previous chapter. Also, 

recommendations for the organisation operating in the Nigerian manufacturing 

industry, general stakeholders and future studies are suggested. All of these agenda are 

presented in the subsequent sections below. 

5.2 Summary of Findings 

The findings presented in the previous chapter were based on the research questions 

stated for the study and the results of the hypotheses tested at the end of the data 

analysis. The first research question examined the effects of green recruitment practices 

on the sustainable competitive edge in the Nigerian manufacturing industry. In view of 

this, the study revealed that green recruitment practices have a positive and significant 

effect on the sustainable competitive edge in the Nigerian manufacturing industry. This 

is because the application of new technology into the practice of recruitment system in 

an organisation would help such organisation to save cost on paper works and thus use 

this edge to create a sustainable environment for business growth. Also, the second 

research question investigates the effects of green training and development practices 

on the sustainable competitive edge in the Nigerian manufacturing industry. In 

pursuance of this research question, it was discovered that green training and 
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development practices have a positive and significant effect on the sustainable 

competitive edge in the Nigerian manufacturing industry. This is so because 

engagement of the employees and the employers in green practices would educate the 

parties about environmental management and training that should be given for waste 

and energy reduction and diffuse environmental awareness in the organization. The 

third research question investigates the effects of green compensation structure on a 

sustainable competitive edge in the Nigerian manufacturing industry. In lieu of this 

research question, the study found that the green compensation structure has a positive 

and significant effect on the sustainable competitive edge in the Nigerian manufacturing 

industry. This implies that organisations should be able to set rewards for their 

employees on green skills acquisition and achievements. 

And from the last research question which sought to determine the effects of green 

employee relations on a sustainable competitive edge in the Nigerian manufacturing 

industry. In pursuance of this research question, the study discovered that green 

employee relations have a positive and significant effect on the sustainable competitive 

edge in the Nigerian manufacturing industry. This implies that, for an organisation to 

achieve a sustainable edge in a competitive business environment, such organisation 

need to design labour relations programme towards binding its employees in such a way 

that would facilitate the integration of new employees into a culture of green 

consciousness.  

5.3 Specific Conclusions 

At the end of the various examination and analysis on the discoursed topic, this study 

had thus provided empirical evidence to raise a specific conclusion in accordance with 

the study’s findings. 
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Firstly, based on the outcome of the first hypothesis, this study had thus provided 

empirical evidence to show that green recruitment practices have a positive and 

significant effect on the sustainable competitive edge in the Nigerian manufacturing 

industry. Recruitment practices with environmental consideration can help an 

organisation to enhance more paperless transactions which could cause a problem to 

the environment. And when this habit is successfully curbed, then, the firm could use 

this effect to gain a sustainable position in a competitive market. 

Secondly, predicated on the outcome of the second hypothesis, it can be concluded that 

green training and development practices have a positive and significant effect on the 

sustainable competitive edge in the Nigerian manufacturing industry. This training 

pattern is usually engaged through online communication such as audiovisuals, skype 

lecture and all. It helps the management to provide an opportunity to engage employees 

in environmentally problem-solving skills both on the job and off the job. All the paper 

works designed for the training and development program are converted into softcopies 

which are sharable online and thereby reduces the paper usages and thus reduce 

environmental pollution in order to achieve the organisation pre-determined goal in 

such environment. 

Thirdly, predicated to the outcome of the third hypothesis, one can conclude that the 

green compensation structure has a positive and significant effect on the sustainable 

competitive edge in the Nigerian manufacturing industry. The compensation structure 

such as rewards and remunerations has tremendous benefits in influencing staff 

interests towards organisations goals and objectives. And at the long run, the ability of 

an organisation to buy its employees’ loyalty and commitment would definitely result 

in a competitive edge in such an environment. 
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And finally, the outcome of the last hypothesis brings out the conclusion that green 

employee relations have a positive and significant effect on the sustainable competitive 

edge in the Nigerian manufacturing industry. The contributions of the employees to 

green initiatives would increase the probability of superior green management as it 

aligns employee’s goals, motivations, and perceptions with green management 

practices and systems. 

5.4 General Conclusions and Recommendations 

Based on the conclusions raised in this study as a result of the findings discovered after 

the analysis, GHRM and its components have positive and significant effects on the 

sustainable competitive edge in the Nigerian manufacturing industry. Therefore, the 

following precautions are recommended as recipes towards sustaining a green-friendly 

environment in the Nigerian manufacturing industry.  

It is envisaged in the theory adopted for the study, such as the instrumental theory that 

the basic aim and objective of a business is the maximisation of shareholders wealth. 

On this note, the conclusion drawn from the study discovered the importance of the 

process rather to an end. Therefore, every organisation operating in the Nigerian 

manufacturing industry are recommended to embrace the process of business operation, 

while diverting attention to the environment under which the business operates in such 

a way that would be friendly and harm-free of pollution to the residence. The business 

management in the Nigerian manufacturing industry should endeavour to prioritised 

employees engagement in green activities as a way of measuring and evaluating 

performance in the organisation. Therefore, overemphasis or direct focus on 

performance and profit alone rather for the environment should be avoided. The 

management of organisations in the Nigerian manufacturing industry should also 

motivate their employee while they embrace green practices in their HRM activities. 
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Also, green consciousness in these organisations should be rewarded on a monthly, 

quarterly or yearly basis. Awards and special recognition should be included in such 

reward as a way of motivating others to be green conscious. Also, the HR manager in 

the Nigerian manufacturing industry should endeavour to engage in researches on new 

technology that is applicable to HR practices in the organisation. Such technology, 

however, could help to facilitate fewer paperwork transactions on recruitment 

programs, also on training and development programs. Also, it is recommended in this 

study that every employee across units in the organisation should be allowed to form 

teams in embracing green practices which at the long run could turn to a culture among 

the employees in the organisation, as well as the society at large. 

Also, there is an adage that said: “whenever people failed to do what you expect, they 

will definitely do what you inspect”. Therefore, it is recommended in this study that the 

management of the Nigerian manufacturing industry should design strict rules, policies 

and compliances on green HRM matters that would serve as a watchdog to every 

employee that failed to apply green motives and initiatives to green HRM practices in 

the organisation. The management of the Nigerian manufacturing industry is also 

hereby urge to organise seminar programs in educating both the employees and the 

general public on green HRM matters as a form of corporate social responsibility 

(CSR). Every manufacturing companies operating in the industry should as well set a 

pace of target for themselves in becoming market leadership and sustainability on green 

culture in a competitive environment. This, however, is expected to create open 

competition for the organisations in the industry on green development and leadership. 

Finally, for effective and assurance on market sustainability on green practices, the 

study, therefore, recommends that the organisations in the Nigerian manufacturing 
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industry should try as much as possible to engage in periodic research towards 

investigating its green practices both from employees and society’s perspectives.  

5.5 Recommendations for Further Research 

This research adopts a quantitative means to establish some components measurement 

related to GHRM in the Nigerian manufacturing industry context. Future studies, 

however, are recommended to apply a qualitative means in generating new themes that 

are likely to surpass the previously adopted components for this study which was all 

found to have a positive and significant effect on the predicted outcome such as 

sustainable competitive edge in the Nigerian manufacturing industry. 

Also, the hypothetical statements were adopted to examine an existing theory on 

environmental affairs or corporate social responsibility such as instrumental theory. 

Therefore, future studies are recommended to employ other theories or build new theory 

through a qualitative means which could serve as another contribution to knowledge.  

The data collected from the members of staff of Dangote Nigeria Plc was found positive 

without any traces of negativity in the study. Meanwhile, research seems to be 

meaningless when the study failed to secure new lapses on a focus area. Therefore, 

future researchers are recommended to engage in focus group discussion. Unlike the 

online survey adopted in this study. Focus group discussion is expected to enhance more 

interaction between the researcher and the participants on the likely defections on a 

focus area related to their corporation. This, however, could reduce the numbers of 

participants in the same size from 242 to a reasonable amount of 10, abounded with 

facts and reasons that could surface from such interaction in the focus group discussion. 

Also, where a focus is placed on the internal employees of the organisation on GHRM, 

the future researchers could engage both the internal employees of an organisation and 

the external bodies such as government and the general public or a specific population 
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of the community under which an organisation operates which are considered as 

organisation environment on the discoursed matters. 
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CHAPTER SIX 

6. REFLECTIONS 

6.1 Overview 

The conduct of this research has opened by sight as a researcher to understand why and 

how some methodology tools and statistics are used differently. The adopted research 

quantitative approach has helped me to engage in some procedures that are far different 

from what I have studied by engaging in the real practical steps towards investigating 

the effect of GHRM on the sustainable competitive edge in the Nigerian manufacturing 

industry. However, the adopted process includes: 

 A mini investigation in identifying research gaps in the field of human relation 

management. 

 Building on the existing theories and new context under which the identified 

gaps would be studied. 

 Drawing a specific objective for the study which was aptly transformed into 

research questions and hypotheses. 

 Developing a specific scope and the demographic characteristics of the specific 

people the study captured and their business locations.  

 Engaging in literature argument where the fact, reasons and examples were used 

to developed relevant and reasonable discussions on the discoursed topic. 

 Linkages of about four theories in order to arrive at a specific one that is most 

relevant to the study. 

 Designing the methodological paradigm that best fit the study including it 

approaches, methods, population, the actual sample size and sampling 
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procedure, while a mini-pilot survey was conducted to ascertain the consistency 

and accuracy of the research instrument. 

 A propose to fieldwork through ethical consideration, collection of numerical 

data through an online survey called Survey Monkey and then prepare the data 

for analysis. 

 The study was analysed using different statistical tools such as descriptive 

statistics (i.e. frequency distribution, percentage counts, mean and standard 

deviations) and multiple regression analysis for the hypotheses testing. 

The completion of these preliminary and systematic investigations of quantitative 

research has helped me to determine justifiable findings drawn to supplement my 

conclusions. Therefore, the evidence gathered from these findings and its benefits to 

the general stakeholders such as Dangote Company, its employees, future researchers 

and society at large is the first reflection of this study. Other reflections are explained 

in the subsequent sections below. 

6.2 Personal Development Objectives 

It is always important in research to display some skills based on what I have learnt 

from school. But in most cases, it is also required to read widely in order to understand 

some systematic procedure attached to the conduct of different researches. In this 

research, I have decided to engage in a quantitative study based on the knowledge I 

acquired from Dublin Business School. But at a junction in the process, I had to engage 

in further readings on quantitative research books and articles in order to learn the new 

and trending ways of solving quantitative research problems. At first, matching the 

HRM components such as recruitment, training and development, compensation 

structure and employee relations into the green practices was a big challenge with no 

hope on what the outcome would be. Until I read wide by surfing some literature facts 
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and reasons attached to these components before building and strengthening my 

confidence in proceeding with the research work. These components, however, was 

aptly transformed into research questions and hypotheses that guide the study’s linearity 

from beginning to the end. Also, this study was the application of theory in justifying 

the hypothetical statements designed for this study while comparing the theory’s actual 

assumptions with my study’s findings in order to arrive at an end. This exercise has 

been the major argument of both quantitative and qualitative researchers for years on 

theory building which was practicalised to this study for investigation. 

Also learnt in this research was adoption of an online survey which surfaces as a result 

of new development in technology and was far more advantageous over the traditional 

survey method such as face-to-face questionnaire administration method and others. 

Lastly, the importance and usefulness of different statistical tools through SPSS were 

made known to me in this research. Where I experience the voice of different statistical 

measures for analysis with different purposes and usefulness for specific reasons.  

6.3 Contribution to General Knowledge 

The findings of this study as revealed in the model and hypothesis have both positive 

and significant effect on the theory and practices. For instance, the claims and 

assumptions of the existing instrumental theory adopted for study reveal that: 

 Maximisation of shareholders’ wealth is the only responsibility of the business 

towards the society and within its legal framework and general ethical custom 

of the country. 

 Focuses on achieving the economic objective through social activities. 

 Making certain organisational activities a norm and culture that is practically 

acceptable in an institution, as thus institutionalising. 
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 Using both internal and external forces to create policies and procedures in favor 

of the shareholders, by using these policies to gain resources and other benefits 

from the environment. 

In this study, it was discovered that a focus on shareholders’ wealth maximisation is not 

the only means for achieving a competitive edge in a competitive environment, as 

instrumental theory emphasised. Rather, a consideration on the environmental 

consciousness under which the company operations has a significant effect on the 

business competitive edge. Unlike the strategic goal and performance focus emphasised 

in instrumental theory, this study found a new gap through the context it was studied 

i.e. Nigerian manufacturing industry, that green recruitment, green training and 

development, green compensation structure and green employee relations was found 

with both positive and significant effect on the sustainable competitive edge in a 

competitive environment. 

Also, it is understandable in this study that the primary objective of every firm is to 

maximise its profit, but a need is also required mostly on the process rather than the 

output alone. When the process is faulty, there is every tendency that the output would 

also be affected. Therefore, a business with a strong foundation on its process ranging 

from its day-to-day business operational activities, to a sustainable environmentally 

harm-free HRM practices, then, such business could be said to be feasible towards 

attaining its planned destination, such as business performance and profit maximisation 

emphasised in the instrumental theory. The attainment of this end does not only applied 

to organisation as a whole, rather, it helps the employees also to develop their green 

initiative and general orientation as to initiate this green effect to their personal life 

towards achieving their individual present and future objectives.  



 90  
 

Therefore, the means is GHRM, while the end is the performance and profit 

maximisation. However, both the means and the end, that is, the process and the output, 

are important towards sustaining a competitive business environment. Also, this 

dissertation has paved the way for the Nigerian manufacturing companies on how green 

HRM practices can be prioritised towards achieving business goals and objectives.  
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APPENDIX 

DUBLIN BUSINESS SCHOOL 

QUESTIONNAIRE COVER 

A Dissertation on green human resource management (GHRM) 

practices and its effect on the sustainable competitive edge in the 

Nigerian Manufacturing Industry  

Name:   Oyewale Oyedokun 

School:  Dublin Business School 

Supervised by:  Ray Whelan 

Dear Respondents, I am an MBA in Human Resource Management student at Dublin Business 

School (DBS). Your participation is required for the conduct of this survey. The aim of the 

research is to “investigate GHRM and its effect on the sustainable competitive edge in the 

Nigerian manufacturing industry: A study of Dangote Nigeria Plc.”. This survey consists of 

30 questions and will take approximately 10 minutes to complete. If you do not want to 

continue, you can stop anytime.  

Thanks, 

Oyewale Oyedokun  
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QUESTIONNAIRE 

Instruction: Please tick as appropriate 

SECTION A 

S/N Socio-Demographic Characteristics Categories 

1 What is your gender? 

 

[    ] Male 

[    ] Female 

2 What is your age? [    ] 20-29 years 

[    ] 30-39 years 

[    ] 40-49 years 

[    ] 50 years & above 

3 What is your highest educational qualification? [    ] O-level & below  

[    ] OND/NCE  

[    ] Bachelors’ degree /HND 

[    ] Masters’ degree  

[    ] Others, Please  

     Specify…………………….. 

4 How long have you been working with Dangote 

Nigeria Plc.? 

[    ] 0-4 years 

[    ] 5-9 years  

[    ] 10-14 years 

[    ] 15-19 years 

[    ] 20 years & above  

5 How would you classify your work position in 

your organisation? 

[    ] Senior Staff 

[    ] Management Staff 

[    ] Junior Staff 

[    ] Contract Staff 

 

 

SECTION B 

Employees’ Perceived Green Recruitment Practices 

Consider your perception of green recruitment practices in Dangote Nigeria Plc, to what 

extent do you agree or disagree with the following statements? 5 = Strongly Agree, 4 = 

Agree, 3 = Fairly Agree, 2 = Disagree, 1 = Strongly Disagree. 
 5 4 3 2 1 

6 The HR managers in Dangote Company aid an 

environmentally harm-free exercise in the conduct of its 

recruitment practices. 

     

7 Dangote Company usually considers the corporate 

environmental managerial factors when planning recruitment 

exercise. 

     

8 Dangote Company computerised its recruitment exercise in 

order to control environmentally harm-free practices. 

     

9 Dangote Company adopts strategies to forecast its 

environment-related activities for deciding its recruitment 

exercise.  

     

10 Generally, recruitment practices in Dangote Company have 

been environmentally harmed free. 
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Employees’ Perceived Green Training and Development Practices 

Consider your perception of green training and development practices in Dangote Nigeria 

Plc, to what extent do you agree or disagree with the following statements? 5 = Strongly 

Agree, 4 = Agree, 3 = Fairly Agree, 2 = Disagree, 1 = Strongly Disagree. 
 5 4 3 2 1 

11 Dangote Company identifies and analyses environmental 

training need to its staff towards developing the required skills 

and knowledge.  

     

12 Dangote Company provides training to its staff on how to adapt 

to environmentally friendly practices. 

     

13 Dangote Company provides environmental awareness training 

to its staff towards achieving a competitive edge in the 

industry. 

     

14 Dangote Company provides an opportunity for its staff on 

environmental consciousness. 

     

15 Dangote has continuously improved its training and 

development programs on environmentally friendly practices. 

     

Employees’ Perceived Green Compensation Structure 

Consider your perception of green compensation structure in Dangote Nigeria Plc, to what 

extent do you agree or disagree with the following statements? 5 = Strongly Agree, 4 = 

Agree, 3 = Fairly Agree, 2 = Disagree, 1 = Strongly Disagree. 
 5 4 3 2 1 

16 Dangote Company introduces a new reward to its staff on 

innovative environmental performance. 

     

17 Dangote Company provides an excellence award to its 

employees on their environmental related performance. 

     

18 Dangote Company provides a financial reward to its staff on 

their environmental related performance. 

     

19 Dangote Company provides incentives to its staff towards 

encouraging an environmentally friendly practice. 

     

20 Dangote Company staffs are disciplined and responsible for the 

communities in their environment.  

     

Employees’ Perceived Green Employee Relation 

Consider your perception of green employee relation in Dangote Nigeria Plc, to what extent 

do you agree or disagree with the following statements? 5 = Strongly Agree, 4 = Agree, 3 = 

Fairly Agree, 2 = Disagree, 1 = Strongly Disagree. 
 5 4 3 2 1 

21 Dangote Company provides opportunities to its staff towards 

participating in the environmental friendly schemes. 

     

22 Dangote Company provides opportunities to the communities 

to negotiate with management about environmental related 

issues. 

     

23 Dangote Company employs a joint consultation within the 

system to control environmental related problems. 

     

24 It is better if Dangote introduces whistle-blowing strategy 

towards curbing all environmentally related misconducts. 

     

25 Dangote Company maintains a good relationship with the 

communities in their business environment.  
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Employees’ Perceived Sustainable Competitive Edge in the Nigerian Manufacturing 

Industry 

Consider your perception of sustainable competitive edge in the Nigerian Manufacturing 

Industry, to what extent do you agree or disagree with the following statements? 5 = Strongly 

Agree, 4 = Agree, 3 = Fairly Agree, 2 = Disagree, 1 = Strongly Disagree. 
 5 4 3 2 1 

26 Environmentally harm-free recruitment practices will help 

Dangote to sustain a competitive edge in the Nigerian 

manufacturing industry. 

     

27 Environmentally harm-free training and development will help 

Dangote to sustain a competitive edge in the Nigerian 

manufacturing industry. 

     

28 Environmentally harm-free compensation structure will help 

Dangote to sustain a competitive edge in the Nigerian 

manufacturing industry. 

     

29 Environmentally harm-free employee relations will help 

Dangote to sustain a competitive edge in the Nigerian 

manufacturing industry. 

     

30 Generally, Dangote engagement in the environmentally harm-

free HRM practices will result in more opportunities for the 

company towards securing a competitive edge in the market. 

     

*Thank you very much for your willingness to participate in my research survey. 


