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Abstract: This study assessed the relationship between green human resource management and
organizational social responsibility of chemical and non-metallic industries in Rivers State. A cross
sectional research design was adopted for the study. The study adopted the cross-sectional survey in its
investigation of the variables. Primary data was generated through copies of structured questionnaire.
The population of this study constitutes nine (9) chemical and non-metallic firms listed in the Nigerian
Content and Development Board (NCDMB) Directory. The entire population was adopted as a sample.
However, for the purpose of data generation 36 top managers were used as the study respondents. The
research instrument was validated through supervisor’s vetting and approval while the reliability of the
instrument was achieved by the use of the Cronbach Alpha coefficient with all the items scoring above
0.70. The hypotheses were tested using the Spearman’s Rank Order Correlation Statistics. The tests were
carried out at a 95% confidence interval and a 0.05 level of significance. The findings revealed that there
is a significant relationship between green human resource management and organizational social
responsibility of chemical and non-metallic industries in Rivers State. It was therefore recommended that
measures should be used to push employees to behave more environmentally and strive for green goals in
their work, which is key in accomplishing environmental objectives and for the good of the organization
should be implemented.

Keywords: Green human Resource Management, Green People Procurement, Organization Social
Responsibility

INTRODUCTION
The human capital of organizations in the form of committed and engaged employees is one of
the resources which can provide a competitive advantage for organizations. Similarly, the
success of any organization is highly dependent on how it attracts, recruits, motivates and retains
its workforce. Organizations must mobilize their human resources in pursuing green objectives
in order to achieve proactive corporate environmental sustainability (Daily and Huang, 2001),
thus linking environmental sustainability to the future of human resource management (HRM)
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(Jackson, Schuler and Jiang, 2014). In the current century, a great interest is shown in all the
concerns on the environment in a global perspective to all the fields in business. Disposal of
waste materials and industrial pollution from toxic chemicals are areas of focus that need the
formulation of policies and regulations and its effects to the society. With the current situation,
organizations are on the look to find out techniques and ways to mitigate the ecological
footprints in addition to handling the pressuring economic issues (Renwick, Redman, &
Maguire, 2013).
In addition, the adoption of a management system focused on environmental sustainability is
also believed to provide a competitive advantage for companies (Yang Spencer, Adams and
Yapa, 2013). A growing need therefore exists for businesses to integrate environmental
management into their HRM practices (Paillé, Chen, Boiral and Jin, 2014). Managing corporate
environmental sustainability is a complex task, and can be considered one of the major
challenges faced by organizations (Dubey, Gunasekaran, and Chakrabarty, 2015). It has become
imperative for organizations to not only act responsibly towards the environment, but to behave
in a socially responsible manner while trying to achieve its economic goals (Gupta, Dangayach,
Singh, Meena and Rao, 2018).
Green Human Resource is conceptualized as the use of the respective Human Resource
Management (HRM) policies in promoting the sustainable spending of resources in a business
and with the main aim of encouraging the cause of a sustainable environment (Cheema, Pasha, &
Javed, 2015). The term “green”, added to the traditional idea of HRM, may include activities and
practices that involve the preservation and conservation of the natural environment, avoidance or
minimization of environmental pollution and the generation of gardens and natural places
(Jackson et al., 2011). The basic elements GHRM are preserving and developing knowledge
capital and the application of HR practices that are environmental-friendly. Through an ecofocus drive, the HR function is the epitome of environmental sustainability in a firm via the
alignment of its policies and practices with the trajectory sustainability goals (Jabbour & de
Sousa, 2016). This study is therefore examined the relationship between Green Human Resource
Management and Organizational Social Responsibility.
This study was guided by the following research questions
i.
ii.
iii.

What is the relationship between green people procurement and economic responsibility
in chemical and non-metallic industries in Rivers State?
What is the relationship between green people procurement and ethical responsibility in
chemical and non-metallic industries in Rivers State?
What is the relationship between green people procurement and philanthropic
responsibility in chemical and non-metallic industries in Rivers State?
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Figure 1: Conceptual Framework of Green Human Resource Management and Organizational
Social Responsibility
Source: Desk Research, 2022
LITERATURE REVIEW
Theoretical Foundation
Social Exchange Theory
Social exchange theory was propounded by Blau in 1964. This theory postulates
that social behavior is the result of an exchange process. Social exchange theory views exchange
as a social behaviour that may result in both economic and social outcomes. Social exchange
theorists advocate that social exchange involve sequences of interaction that within a moment
engender commitment, as well as independence amid work environment communal relationship
actors (Cropanzano, & Mitchell, 2005; Maurer, Pierce, & Shore, 2002). The societal
relationships have a propensity to be reciprocally dependent and conditionally leading to a
reciprocal action from the other party. Homans (1961) asserts that social exchange theory
assumes that human behaviour and social interaction is essentially in an exchange of both
tangible and intangible activities.
This theory compares human interactions to the marketplace where the buyer and the seller try to
maximize his gains. Satisfaction is derived when there is a fair return on expenditure. However,
the difference between social and economic exchange is the element of exchange. The positive
values and outcomes like companionship, support and affection are viewed as the reward while
the effort, time, and money invested in the relationship are considered as the cost. The overall
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worth of a particular relationship is calculated by subtracting the costs from the rewards of the
relationship (Lambe et al., 2001 cited in Unaam, Adim and Adubasim, 2018).
Serving these purposes, green HRM related policies and practices can be used as tools to
strengthen outcomes of green HRM and ultimately lead to organizations environmental
performance. Human Resources managers should become familiar with the concept of systems
and the integrated way of thinking. All managers have to plan structural adjustments to guarantee
the survival of the whole system, constantly formulating new interpretations of the business
scenarios in order to find adequate positioning, implementing (when necessary) periods of
adjustment, transformation and redefinition of the organizational structure. In order to promote
sustainable and long-lasting performance, proactive and adaptive behavior should be used upon
systems theory conceptual pillars.
Green Human Resource Management (Green HRM)
Sustainability is now a worldwide issue, and organizations increasingly care about the effect of
the environmental issues on their competitiveness and long-term success (Paille, Chen & Boiral
2014). It has been argued that human resources are central in achieving environmental
management (Daily and Huang 2001). Human resources are important factors in an
organization’s competitive advantage, due to its rarity, value, and exclusiveness (Wright,
Dunford and Snell 2001). In the context of environmental protection, human resource
management (HRM) can facilitate the successful formulation and implementation of
environmental objectives (Jabbour et al. 2013). Therefore, there is an increasing need to integrate
green concepts into HRM. Green means clean and renewable energy to protect the environment
and it can be said that various organizations around the world have adopted green initiatives.
Facing urgent green needs, organizations have devoted increasing attention to green practices
(Liao et al., 2018). There is an ongoing request for ecological modernization and responsible
business practices in the midst of issues surrounding climate change across the globe. The human
resource department is largely responsible for forging the corporate mission statement based on
the environmental awareness and sustainability.
Green Human Resource Management (GHRM) means encouraging employees to promote
sustainability and thereby increasing the awareness and role of employees on issues related to
sustainability. Green HRM is the use of HRM philosophies, policies, and procedures in
promoting sustainable use of resources in business organizations by increasing employees’
awareness and commitments on the sustainability practices, produce eco-friendly goods and
services to keep a healthier environment. Green HRM reflects a firm’s orientation toward
environmental protection and includes a series of specific HRM practices (Mishra, Sarkar and
Kiranmai 2014), which focuses on the fragility of ecosystems and the ecological effects of an
organization’s economic activities (Boiral 2002).
Green People Procurement
Aranganathan (2018) argues that HR Departments in organizations particularly have a major role
to play in transforming organizations into green environments, since they are responsible for
attracting and maintaining a workforce aware of the most serious and current issues including
political, social, and environmental. Green people procurement otherwise known as green
recruitment means paper free recruitment process with minimal environmental impact
www.accexgate.com | papers@accexgate.com

15|page

International Academic Journal of Management & Marketing Annals

(Wehrmeyer & Parker, 2017). It involves the process of hiring candidates who have green
consciousness, conscientiousness, and agreeableness. Organizations are beginning to understand
and recognize that gaining a reputation as a green employer is an effective way to attract new
talent. Organizations can attract and choose candidates who will commit to environmental issues
(Jabbour, Santos and Nagano 2008). According to Obaid & Alias (2015), green selection is the
process of hiring or choosing job applicants who behave with knowledge of and competencies
and skills in organizational environment management systems. Grolleau, Mzoughi & Pekovic
(2012) opined that the skills set of any qualified candidate goes far beyond the basic
organizational performance in their area of performance and into their basic understanding of
critical sustainability concepts such as recycling, conservation, as well as the creation of a more
logical and ‘green’ world. Green people procurement has been viewed as an important
component in Green HRM practices. In addition, in order to attract environmentally concerned
people for job vacancies, the job advertisements of some companies express certain
environmental values in their job adverts (Arulrajah, 2014). Saini & Shukla (2016) maintain that
in green people procurement applications are invited through online medium like e-mail, online
application forms or through the global talent pool. It can be argued that when it comes to
selection, some organizations consider candidates’ environmental concern and interest as
selection criteria. Also when interviewing job candidates or evaluating candidates for selection,
environmentally related questions form part of the interview questions. This is because a clear
message from the advertisement will draw the right person to apply for the vacancy in an
environmental concern working culture. According to Wehrmeyer (1996), most firms conduct
online recruitment with a view to reducing their carbon footprint. E-recruitment involves a
paperless recruitment process with the aim of minimizing the impact on the environment with the
result that environmental protection is given more importance within the organization
(Aranganathan, 2018).
Organizational Social Responsibility
Scholars have noted various definitions of social responsibility, that is, the responsibility that
organizations and businesses have to society (Carroll, 1999; Carroll & Shabana, 2010; Porter &
Kramer, 2006). Early discussions of the responsibility of organizations to society considered this
a social responsibility rather than organizational (corporate) social responsibility (Carroll, 1999).
For example, Bowen (1953) defined social responsibility as: “obligations to pursue those
policies, to make those decisions, or to follow those lines of action which are desirable in terms
of the objectives and values of our society” (p. 6). In this context, business has a responsibility
for the consequences of actions beyond profit-and-loss; in other words, a “social consciousness”
(Bowen, 1953, p. 44). It is interesting to note that 93.5% of business managers surveyed at the
time agreed with this statement (Bowen, 1953; Carroll, 1999).
In the past, organizations have come under increased pressure to pursue socially responsive
behaviour from a variety of stakeholder groups including shareholders, employees, investors,
consumers, and managers (Kapstein, 2001; Berman, Wicks, Kotha, and Jones, 1999; Donaldson
and Preston, 1995). As the threats and opportunities associated with organizational (corporate)
social and environmental responsibilities have become better understood, companies have sought
to generate strategic capital from the acceptance of these responsibilities. Scholars have noted
various definitions of social responsibility, that is, the responsibility that organizations and
businesses have to society (Carroll, 1999; Carroll & Shabana, 2010; Porter & Kramer, 2006).

www.accexgate.com | papers@accexgate.com

16|page

International Academic Journal of Management & Marketing Annals

Early discussions of the responsibility of organizations to society considered this a social
responsibility rather than organizational (corporate) social responsibility (Carroll, 1999).
Economic Responsibility
The economic contribution of organizations is highly priced by governments and communities
alike. All businesses are set up to seek profit. The economic responsibility of business is ‘to
produce goods and services that society desires and to sell them at a profit’ (Carroll 1979, p.
500). By doing so, businesses fulfil their primary responsibility as economic units in society. The
critical question is: To what extent should a business pursue profits? Organizations must commit
to provide activities to maximize earnings to shareholders, to be more profitable, to achieve a
strong competitive position and maintain a high level of efficiency. Economic Responsibilities
are “required by society” and mean producing products and services that not only meet customer
needs but society’s needs as well. A successful organization is one that consistently makes profit,
but its profitability must be in the best interests of society. Economic contribution should extend
far beyond profits and become economic multipliers for society. These economic multipliers
should generate investments and income, create jobs, produce safe products and services, invest
in human capital, establish local business linkages, spread international business standards,
support technology transfer, and build physical and institutional infrastructure.
Ethical Responsibility
Society expects ethical responsibility from organizations. Ethical responsibility involves the
activity of organizations to act in accordance with the needs of society and ethical standards,
behaving in accordance with societal norms embodied in the law. It means doing what is just and
fair while avoiding harm. Business ethics and good governance fall under the ethical
responsibility of organizations and they form an integral part of social responsibility. Business
ethics concerns the moral judgments and behaviour of individuals and groups within
organizations. Stakeholders expect organizations to be accountable for their actions and
transparent in their dealings, in addition to respecting the society’s norms. The organization
should also ensure that it undertakes activities that contribute to the business's success while
simultaneously contributing positively to the welfare of society.
Ethical Responsibilities mean going beyond what is legislated or required by law to support
social standards and values, preventing ethics from being compromised on the altar of business
goals and recognizing that brand-business integrity goes beyond compliance with standards.
Crane & Matten (2004) suggest that ethical responsibilities enjoy a much higher priority in
Europe than in the USA. Here in Africa, ethics seem to have the least influence on the CSR
agenda. All the same, organizations must act in a way that shows integrity and upholds morality
as they perform the role of good citizens in the society.
Philanthropic Responsibility
Longman's Dictionary of Contemporary English defined safety as a state of being free from
danger, harm, or risk, but Hughes and Ferrett (2005) defined it as the protection of people from
physical injury or ill-treatment. They went on to say that "the Longman's Dictionary of
Contemporary English defined safety as the state of being free from danger, harm, or risk,
whereas Hughes and Ferrett (2005) defined it as the protection of humans from physical injury."
They concluded by saying that According to the authors, "the Longman's Dictionary of
Contemporary English defined safety as the state of being free from danger, harm or risk. "
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Social responsibility entails investing in projects and activities that improve the welfare of the
society. Going beyond the profit motives to act as a good corporate citizen and living up to the
societal expectations is what the philanthropic responsibility of organizations embodies. As part
of the society, organizations can devote some of their vast human and financial resources to
address social issues such as sports, health and the environment. Giving back to the community
nurtures strong relationships between the society and the organization. Such good relations are
important to the organization as the society is both the source of inputs such as labour and raw
materials and ultimate market for the organization output. The philanthropic dimension of OSR
demands that businesses and organizations operate as good corporate citizens by giving back to
the community and the environment in which they operate. Although philanthropy was viewed
as a highly desirable and prized component of CSR, it is seen as being less important than the
other three components of CSR (Kakabadse et al., 2005).
Green People Procurement and Organizational Social Responsibility
The relevance of green recruiting and selection has been underlined by green groups. The green
recruiting process is aimed at influencing the quantity and kind of candidates for a certain job,
according to Hussain (2013) in his study of the effects of green recruitment and selection on
environmental sustainability in Spain. A total of 100 respondents from manufacturing companies
were included in the study. According to the findings, efficient green management may be aided
by ensuring that new hires are aware of an organization's green culture and share its
environmental value. Owino and Kwasira's (2016) study on the impact of green human resource
management techniques on environmental sustainability in Menengai oil in Nakuru backs up
these claims, concluding that hiring eco-conscious personnel will help the company achieve its
sustainability goals.
Mohammad (2007) aimed to understand the drivers of Purchasing Social Responsibility (PSR).
This study replicated and empirically expanded the model developed by Carter and Jennings
(2004), and therefore contributes towards the homological validity of the PSR concept. The
method used is derived from the previous study by Carter and Jennings (2004). The present study
extends the application of that method to an Asian environment. The data was obtained from 197
respondents in Thailand.
Therefore, the study hypothesizes thus that:
Ho1 There is no significant relationship between green people procurement and economic
responsibility in chemical and non-metallic industries in Rivers State.
Ho2 There is no significant relationship between green people procurement and ethical
responsibility in chemical and non-metallic industries in Rivers State.
Ho3 There is no significant relationship between green people procurement and philanthropic
responsibility in chemical and non-metallic industries in Rivers State.
METHODOLOGY
A cross sectional research design was adopted for the study. The study adopted the crosssectional survey in its investigation of the variables. Primary data was generated through copies
of structured questionnaire. The population of this study constitutes nine (9) chemical and nonwww.accexgate.com | papers@accexgate.com
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metallic firms listed in the Nigerian Content and Development Board (NCDMB) Directory. The
entire population was adopted as a sample. However, for the purpose of data generation 36 top
managers were used as the study respondents. The research instrument was validated through
supervisor’s vetting and approval while the reliability of the instrument was achieved by the use
of the Cronbach Alpha coefficient with all the items scoring above 0.70. The hypotheses were
tested using the Spearman’s Rank Order Correlation Statistics. The tests were carried out at a
95% confidence interval and a 0.05 level of significance.
DATA ANALYSIS AND RESULTS
Bivariate Level Analyses
The level of significance 0.05 was adopted as a criterion for the probability of accepting the null
hypothesis in (p> 0.05) or rejecting the null hypothesis in (p <0.05).
Ho1: There is no significant relationship between green people procurement and economic
responsibility of Nigerian Barites processing companies in Rivers State.
Table 1: Correlation between green people procurement and economic responsibility
Correlations
Green People
Procurement
Spearman's
rho

Green People
Procurement

Correlation
Coefficient
Sig. (2-tailed)
N
Economic Responsibility
Correlation
Coefficient
Sig. (2-tailed)
N
**. Correlation is significant at the 0.05 level (2-tailed).

Economic
Responsibility

1.000

.965**

.
32
.965**

.000
32
1.000

.000
32

.
32

SPSS output, Version 20 – Field Survey, 2022
Table 1 presents Spearman's rank order correlation run to find out the relationship between green
people procurement and the measure of organizational social responsibility (economic
responsibility) as reported by thirty-two (32) respondents. A strong positive correlation
coefficient value was reported between green people procurement and economic responsibility
which was statistically significant, this suggests that there is significant relationship between the
variables (rho = .965**, p = .000 < 0.05 (alpha value).
Decision: The null hypothesis (H01) is rejected and we state that there is significant relationship
between green people procurement and economic responsibility of Nigerian Barites processing
companies in Rivers State.
Ho2: There is no significant relationship between green people procurement and ethical
responsibility of Nigerian Barites processing companies in Rivers State.
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Table 2: Correlation between green people procurement and ethical responsibility
Correlations
Green People
Procurement
Spearman's
rho

Green People
Procurement

Correlation
Coefficient
Sig. (2-tailed)
N
Ethical Responsibility
Correlation
Coefficient
Sig. (2-tailed)
N
**. Correlation is significant at the 0.05 level (2-tailed).

Ethical
Responsibility
1.000

.919**

.
32
.919**

.000
32
1.000

.000
32

.
32

SPSS output, Version 20 – Field Survey, 2022
Table 2 presents Spearman's rank order correlation run to find out the relationship between green
people procurement and the measure of organizational social responsibility (ethical
responsibility) as reported by thirty-two (32) respondents. A strong positive correlation
coefficient value was reported between green people procurement and ethical responsibility
which was statistically significant, this suggests that there is significant relationship between
green people procurement and ethical responsibility (rho = .919**, p = .000 < 0.05 (alpha value).
Decision: The null hypothesis (H02) is rejected and we state that there is significant relationship
between green people procurement and ethical responsibility of Nigerian Barites processing
companies in Rivers State.
Ho3: There is no significant relationship between green people procurement and philanthropic
responsibility of Nigerian Barites processing companies in Rivers State.
Table 3: Correlation between green people procurement and philanthropic responsibility
Green People
Procurement
Spearman's
rho

Green People
Procurement

Correlation
Coefficient
Sig. (2-tailed)
N
Philanthropic
Correlation
.Responsibility
Coefficient
Sig. (2-tailed)
N
**. Correlation is significant at the 0.05 level (2-tailed).

Philanthropic
Responsibility
1.000

.922**

.
32
.922**

.000
32
1.000

.000
32

.
32

SPSS output, Version 20 – Field Survey, 2021
Table 3 presents Spearman's rank order correlation run to find out the relationship between green
people procurement and the measure of organizational social responsibility (philanthropic
responsibility) as reported by thirty-two (32) respondents. A strong positive correlation
coefficient value was reported between green people procurement and philanthropic
responsibility which was statistically significant, this suggests that there is significant
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relationship between green people procurement and philanthropic responsibility (rho = .922**, p
= .000 < 0.05 (alpha value).
Decision: The null hypothesis (H03) is rejected and we state that there is significant relationship
between green people procurement and philanthropic responsibility of Nigerian Barites
processing companies in Rivers State.
DISCUSSION OF FINDINGS
The study examined the relationship between green human resource management and
organizational social responsibility of the studied Nigerian Barites processing companies in
Rivers State. The result of the tested Ho1 revealed the existence of a significant relationship
between green people procurement and economic responsibility; the output rho = .965**, p =
.000 indicates a strong positive correlation coefficient value between green people procurement
and economic responsibility this empirical result is also corroborated with literature; according to
Obaid and Alias (2015), green selection is the process of hiring or choosing job applicants who
behave with knowledge of and competencies and skills in organizational environment
management systems. The result of the tested Ho2 revealed the existence of a significant
relationship between green people procurement and ethical responsibility; the result of rho =
.919**, p = .000 indicates a strong positive correlation coefficient value between green people
procurement and ethical responsibility this empirical result is supported by the work of
(Arulrajah, 2014), who opined that in order to attract environmentally concerned people for job
vacancies, the job advertisements of some companies express certain environmental values in
their job adverts. Saini & Shukla (2016) maintain that in green people procurement applications
are invited through online medium like e-mail, online application forms or through the global
talent pool. The result of the tested H03 revealed the existence of a significant relationship
between green people procurement and philanthropic responsibility; the output rho = .922**, p =
.000 indicates a strong positive correlation coefficient value between green people procurement
and philanthropic responsibility which agrees with propositions in literature; Deepika and
Karpagam (2016) advocate that of the several green HRM practices, selection practices are
central to ensuring effective environmental management. This is often achieved by making sure
that recruits are made aware of and are familiar with the organization’s aim in maintaining its
environmental values.
CONCLUSION AND RECOMMENDATION
From literature reviewed, green selection is the process of hiring or choosing job applicants who
behave with knowledge of and competencies and skills in organizational environment
management systems. Thus, the skills set of any qualified candidate goes far beyond the basic
organizational performance in their area of performance and into their basic understanding of
critical sustainability concepts such as recycling, conservation, as well as the creation of a more
logical and ‘green’ world.
The study recommends that measures should be used to push employees to behave more
environmentally and strive for green goals in their work.
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