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 Abstract
This research x-rays the effect of green human resource management on employee performance of Ilorin general hospital, Kwara State. Quantitative method was used as a research design; the population size was 470. Taro Yamane (2004) sample size model was adopted and 216 was determined as sample size. Survey method through questionnaire was also used to collect the primary data from all the 216 respondents; convenience sampling techniques was employed in the study. The 216 questionnaires that are finally retrieved were coded for data analysis. Both Standard multiple regression, descriptive and inferential statistics were utilized using simple percentage table to analyze the data.  From the empirical result obtained, it was discovered that Green Training And Green Recruitment and Selection consider in this study is a predictor of employee performance. The result showed that there is a significant relationship between green training and development and employee performance. Also, there was a significant relationship between green recruitment and selection and employee performance. Based on the findings from the study, it was recommended that Ilorin General Hospital should consider endeavor to prioritized employee’s engagement in green activities as a way of measuring and evaluating employee performance in the organization.
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Introduction
The emerging concerns of the global environment have forced many organizational practices to prioritize environmental affairs and business sustainability (Ullah, 2017). Most especially in Nigeria, where many businesses adopt different managerial concepts for practices with less consideration of its effects on the environment (Osuagwu, 2006). Just like marketing, production and accounting, human resource management (HRM) is also a key function in an organization. HRM is an important aspect of management (Mehta & Chugan, 2015). The practice of Green Human Resources Management in the organizations is aged while many take fewer precautions on its impacts on the environment (Agarwal, Garg & Pareek, 2011).
Today’s businesses are paying more attention on implementation of green HRM as it is the growing concern of society as well as all stakeholders. Furthermore, Green Human Resources Management can create a positive image & bring competitive advantages for the organization which will help the organization to survive in the environment that are characterized with volatility.Thus a trend of green human resources management used by businesses emerged and is now one of their prominent strategies (FuiYeng & Yazdanifard, 2015). Moreover, businesses’ concern about green HRM does not imply their implementationwould utterly transform from conventional strategies to completely green HRM only, but to a certain level of environmental protections (Yang, 2017).
The rate at which environmental degradation and depletion of resources through the use of some unrecyclable materials in human resources practice in most of the organisations worldwide are becoming alarming in recent year. It is now very essential for businesses to act towards the environment responsibly and behave socially by achieving their economic goals (Gupta, Dangayach, Singh, Meena, & Rao, 2018). A firm is considered socially responsible when implementing corporate strategies to reduce the adverse effect of its operation on the environment, health, and society's safety (Innocent, Yaw, & Ebenezer, 2021). Although managing a sustainable corporate environment is a complex task that is considered one of the critical challenges organisations faced (Dubey, Gunasekaran, & Chakrabarty, 2015). Green human resources management is very important in pursuing business practice for environmental sustainability to achieve efficiency and reduce waste. Organizations that desired to achieve environmental sensitivity, efficient resources, and social responsibility demonstrate a unique pattern of operation.
A global increase in business challenges and sustainability have forced many businesses across the globe to engage in researches that are fit for identifying the best and most trending strategies available for implementation towards gaining a sustainable competitive market. One of these strategies is green human resource management which involves an organization concern towards their business environment.
Many countries of the world including Nigeria are currently implement Green HRM as a strategy to create sustainable competitive advantage (Innocent, Yaw, & Ebenezer , 2021) through good organizational environmental performances. Therefore this becomes imperative to investigate the effect of green human resources management on organizational performance in Kwara State, Nigeria.
Statement of the Problem
In the Nigeria case, many manufacturing companies’ takes less cognizance of their environment with most of the companies are situated in the residential area (Osuagwu, 2006). On different occasion, residents of such environment have been complained about a bitter expression on the distortions and pollutions that most of these companies have caused to their environment during the course of implementing its recruitment, selection and training exercises (Ihonvbere, 1994).
 In recent years, environmental protection has emerged as one of the most urgent concerns all over the world. Preserving the natural eco-system and its resources for future generations has thus paused as a significant issue on the agenda of policy makers and managers (Howard-Grenville et al., 2014). This issue has produced more pressure and promoted business organizations to develop and apply green management by adopting environmentally friendly practices and procedures (Prasad, 2013). To achieve this development many organizations attempt to create and deploy a formal environment management system. This system has been assured as one of the most valuable keys to achieve sustainable development since 1990s (Chan, 2011).
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.
 In Nigeria of today, GHRM is under researched area, although green organizations are the need of this present era. Hence, it has become important to explore GHRM in Nigeria as there is a research gap in this area. This gap in literature necessitates the research to be conducted. So, the objective of this study is to highlight the importance of greening the human resource management practices and investigate the impact of such green practices such as recruitment, training and development, and reward system on organizational environmental performance in Nigerian healthcare sector
Objectives of the Research
The major objective of this study is to determine the effects of Green Human Resource Management on the performance of manufacturing firms in Kwara State, Nigeria. The specific objectives of the study are to;
i. determine the effect of green recruitment practices on performance of manufacturing firms in Kwara State 
ii. investigate the effect of  green training and development on the performance of manufacturing firms in Kwara State
Research Questions
i. 	What are the effects of green recruitment practices on employee performance? 
ii.	What are the effects of green training and development practices on employee performance?
Research Hypotheses
[bookmark: _Hlk98144679]H01: Green recruitment practices has no positive and significant effect on employee performance. 
[bookmark: _Hlk98144992]H02: Green training and development practices have no positive and significant effect on employee performance.
Literature Review
The GHRM literature draws from inter-disciplinary organizational studies in strategic management, performance management, organizational culture, employee engagement and personnel training and development (Haddock-Millar et al., 2016). GHRM practices strategically create operational processes to support the sustainable performance of the firm (Dumont et al., 2017; El-Kassar & Singh, 2018).Environmentally friendly personnel management practices, better known as Green Human Resource Management, are environmentally sound business development from Human Resources Management by involving human resources as the main driving factor in the organization. Environmental management activities is carried out by implementing Green Human Resource Management practices, environmentally friendly recruitment, green elections, green training and development, green compensation and awards, green performance evaluation, employee-level performance audits, green employee relations and collective bargaining, and green complaint handling (Siyambalapitiya, Zhang, & Liu 2018). 
Green Human Resource Management refers to all activities, practices and policies involved in the development, implementation and maintenance of ongoing systems that aim to turn an organization's employees green or become more environmentally friendly. (Tang, Chen, Jiang, Paillé, & Jia 2018). Krithika, DivyaPriyadharshini and GokulaPriya (2019) viewed green HRM as a set of practices focused on achieving environmental sustainability through recruitment, training, compensation, performance assessment, work relationships, and the ability to attract and retain outstanding employees; while Murugan (2020) asserts Green Human Resource Management as promoting employee environmental practices by interacting with each employee with the aim of raising awareness for environmental sustainability. 
Green Human Resource Management involves addressing the company carbon footprint by cutting down on usage of papers, reducing unwanted travel. Green Human Resource Management is about the holistic application of the concept of sustainability to organization and its workforce (Aravamudhan, 2012). It has been found out in various researches that HR department in many companies are increasingly greening their processes to gain competitive advantage over others.
Green Recruitment and Selection
Green recruitment and selection process are considered one of the crucial parts of human resource management activities that offers prospective organization, an incentive to adopt green human resource management initiatives. The most challenging issues faced by human resource practitioners is how to hire and sustain highly skilled and professional employees in today’s competitive environment. Firms are now market themselves by recruiting well equipped green practitioners that understand green practices and environmental issues (Ehnert 2009). According to Nawangsari and Sutawidjaya (2019), Green Recruitment is a way to get candidates who are in accordance with existing positions in the company through an online process and the recruited candidates can maintain environmental values. 
Green recruitment means the environmental strategy used by firm in its recruitment and selection practices by collaborating the firm’s activity about greening through recruitment efforts and selection criteria, communicating the organizational preference to recruit candidates who have competency and attitudes to participate in corporate environmental management. Bhutto & Auranzeb (2016) asserts that green recruitment is the process to achieve organizational performance by making recruiting and selection process more efficient such as reducing traveling expense through video conferencing, take interviews online. Masri and Jaaron, (2017) are of the view that the process of green recruitment increases their recruiting potential and attract talented employees.The recruitment process is expected to produce candidates who are committed to the environment and willing to contribute to the firm activities. According to Renwick et al, (2016), the dimensions of green recruitment are recruitment candidates’ selection providers and selection criteria.
Green Training and Development
The word “Green Recruiting” is conceived by John Sullivan, Human Resources Consultant and Professor of Management at the San Francisco State University’s College of Business in June, 2007. He quoted “If you want an edge in recruiting, green recruiting is the way forward. Time is ripe for the companies to go in for a kill as many organisations have not taken to it currently” (Gupta & Gupta, 2013). Green recruiting refers to sharing of company’s unswerving commitment towards the cause of environment with the candidates whom they are trying to hire. Environmental training is an effective technique for human resources development (Aragão & Jabbour, 2017). According to Jabbour and Jabbour (2016), Green Training refers to a system of activities that motivates employees to learn environmental protection skills and pay attention to environmental issues, which are key in achieving environmental goals and objectives. Green Training can increase employee awareness and knowledgeabout environmental activities. Green Training can help employees understand more about the importance of protecting the environment, which makes them more sensitive to the environmental control process.  Green training is the development of behavior, attitudes, knowledge and skills in employees that stop the corrosion of environment related skills, attitudes and knowledge (Zoogah, 2011). 
Green training means the process of on-the-job training and continued education intended to achieve corporate environmental management targets and purposes (Daily & Huang, 2001). Green training is a type of training related to relevant environmental topics that enable all employees in an organization to integrate the firm’s performance with environmental issues (Pallie, Chen, Bioral, & Jin, 2014; Muduli, Govindan, Barve, & Geng, 2013). Green training and development methods reduces waste, increases proper utilization of resources, conservation of energy and reduces the causes of environmental degradation and it also provide the opportunity to engage employees in green environmental problem solving (Zoogah 2011). Perron, Cote and Duffy (2006) conducted a study by taking multiple case study approach and they identified the role of Green training and development in promoting business value. 
Green Training is a practice that focuses on development of employee‘s skills, knowledge and attitudes. Green Training educate employees about environmental management and training should be given to the employees in order to educate them about energy, waste reduction, and diffuse environmental awareness in the organization. Green Training helps employees to provide opportunity to engage employees in environmental problem solving.
Employee Performance
Employee performance, according to Aborampah (2016) is the enhancement of the knowledge, skills, and abilities acquired by employees so that they can perform their duties to achieve organizational goals. Deadrick and Gardner (1997) are of the view that it is the output of an employee for performing his job within a certain period of time. Green Human Resource Management is an effective strategies for equipping and propelling employees to improve upon their performance in an organization. According to Aborampah (2016), employees that are well equipped with necessary skills by their organization are able to discharge well and gain competitive advantage in the business environment. 
Theoretical Underpinning: Instrumental Theory
The study’s objective was informed by one theoretical premise: Instrumental theory. 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. Instrumental theory provide insight for further understanding of the relationship between the timing of greening strategies and organizational performance. 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.
Empirical Review
Shuang, Tang and Susan (2017) studied Green human resource management research in emergence: A review and future directions. The growing awareness of and regulations related to environmental sustainability have invoked the concept of green human resource management (GHRM) in the search for effective environmental management (EM) within organizations. GHRM research raises new, increasingly salient questions not yet studied in the broader human resource management (HRM) literature. Despite an expansion in the research linking GHRM with various aspects of EM and overall environmental performance, GHRM’s theoretical foundations, measurement, and the factors that give rise to GHRM (including when and how it influences outcomes) are still under-specified. The review highlights an urgent need for refined conceptualization and measurement of GHRM and develops an integrated model of the antecedents, consequences and contingencies related to GHRM.
Shweta and Shruti (2018) examined green human resource management: A new trend in enhancing green behaviour at workplace. The paper seeks to attempt simplified reflections on the concept of green human resource management (Green HRM) that is a great concept which helps to sustain our environment and if worked on that have a great potential to serve initially the individuals then to the society and largely on the environment along with the business. The paper just focuses to explore the basics of this concept such as the meaning of the green HRM, reasons for moving towards greening, importance of green HRM, greening of HRM functions and requirements and the findings of some green HRM studies done in past by great researchers. 
Sami A. (2021) investigates effect of green human resource practices on employee performance and behavior: A systematic review. The aim of this study is to explore the effect of the Human Resources (HR) practices on the employee performance from different perspectives. The study followed the archival method of the literature review. The results of this review revealed that the overall influence of green HRM practices is positive on the employee's behavior and performance. This study recommends filling the existing gap in the literature and exploring this relationship in light of the relevant internal and external contextual factors.
Methodology
This study adopts quantitative method to assess the effect of Green Human Resources Management (GHRM) on employees’ performance in Ilorin General Hospital, Kwara state. Survey method was considered through a self-administered questionnaire in order to determine the opinions and attitude of target beneficiaries about the effect of Green Human Resources Management (GHRM) on employees’ performance. The 216 questionnaires derived from the population of 470 through Taro Yamane sample size determination model were finally inputted for analysis. Convenience sampling technique was also adopted while Standard multiple regression, descriptive and inferential statistics were instruments used for the analysis. The descriptive statistics involves frequency tables and percentages while the inferential statistics involves regression and analysis of variance (ANOVA).
Data Analysis and Discussion of Findings 
Demographic Information of Respondents
Demographic profile of Ilorin General Hospital in terms of sex, age, marital status, educational background, position and year of service are shown below.
Table 1:  Demographic Profile of Employee of Ilorin General Hospital, Kwara State
	Sex
	Frequency
	%

	Male
	126
	58.3

	Female 
	90
	41.7

	Total 
	216
	100.0

	Age 
	Frequency
	%

	18-28yrs
	39
	17.2

	29-39yrs
	34
	15.7

	40-50yrs
	91
	42.1

	Above 50yrs
	54
	25.0

	Total 
	216
	100

	Marital status
	Frequency
	%

	Single
	163
	75.5

	Married
	30
	13.9

	Divorced
	14
	6.5

	Separated
	9
	4.2

	Total
	216
	100.0

	Educational Background
	Frequency
	%

	NECO/SSCE
	36
	16.7

	NCE/OND
	20
	9.3

	BSC/HND
	68
	31.5

	Masters/PhD
	43
	19.9

	Others
	49
	22.7

	Total
	216
	100.0

	Position 
	Frequency 
	%

	Top management
	67
	31.0

	Middle management
	88
	40.7

	Lower management
	61
	28.2

	Total
	216
	100.0

	Year of Service
	Frequency 
	%

	1-10yrs
	55
	25.5

	11-24yrs
	87
	40.3

	25yrs and above
	74
	34.3

	Total
	216
	100.0


Source: Researchers field survey, 2021
Table 4.1 shown the sex of members of staff of the Ilorin general hospital, male has 126(53.8%) while female has 90(41.7%). This tend to follow the normal male/female staff distribution of many Nigerian organization. Aside from this, men are more active and agile than women in handling hospital issues.
The age of the respondents shows that the participants are mature enough to give reasonable information to the research question. The result reveals that only 39 of the respondents are in the bracket of 18-28 years, representing (17.2%). 34 respondents are between the ages of 29-39 years representing (15.7%). 91 and 54 are between the ages of 40-50 years and above representing (42.1%) and (25.0%) respectively.
From table 2 above, it indicates that 163(75.5%) are single, 30 (13.9%) are married while 14 (6.5%) are Divorced. 9 of the respondents representing (4.2%) are separated.
From the findings, the majority of the respondents had attained academic qualifications commensurate with their job position implying that the organizations are led and managed by professionals. The result shows that 36, 20, 68, 43, and 49 are holders of NECO/SSCE, NCE/OND, BSC/HND, Masters/PhD and Others qualification respectively. Representing (16.7%), (9.3%), (31.5%), (19.9%), (22.7%) respectively
Table 4.1 above shows analysis of year of service of the respondents, 55 respondents representing 25.5% have spent 1-10 years in service, 87 respondents representing 40.3% have spent 11-24 years in service, while 74 respondents representing 34.3% have spent 25years and above in service. The implication of the above analysis is that majority of the respondents have spent 11-24 years in service.
4.2 Test of Hypotheses
4.2.1 Hypothesis one
Ho: Green recruitment practices have no positive and significant effect on employee performance of manufacturing firms in Kwara State.
Table 2: Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.835a
	.698
	.696
	.37618


1. Predictors: (Constant), Green Recruitment practices
1. Dependent Variable: Employee’s performance
Source: Authors’ Computation 2022
R2 value of 0.698 reveals that green recruitment practices independently account for 69.8% of the variation in employee performance of General Hospital Ilorin, thereby accepting the alternative hypothesis and rejecting the null hypothesis.
	


Table 3: ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	
	Regression
	69.940
	1
	69.940
	494.244
	.000b

	
	Residual
	30.283
	214
	.142
	
	

	
	Total
	100.223
	215
	
	
	

	a. Dependent Variable: Employees’ Performance

	b. Predictors: (Constant), Green recruitment practices


Source: Authors’ Computation 2022
The f-statistics of 494.244 shows that the model is statistically significant. It shows that there is a significant relationship between green recruitment practices and employee’s performance.
4.2.2 Hypothesis Two
Ho: Green training and development practices have no positive and significant effect on the performance of manufacturing firms in Kwara State.
Table 4: Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.915a
	.836
	.836
	.27684



1. Predictors: (Constant), Green training and development practices
1. Dependent Variable: Employee’s performance
Source: Authors’ Computation 2022
R2 value of 0.836 reveals that green training and development practices independently account for 83.6% of the variation in employee performance of General Hospital Ilorin, thereby accepting the alternative hypothesis and rejecting the null hypothesis.
	Table 5: ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	83.822
	1
	83.822
	1093.707
	.000b

	
	Residual
	16.401
	214
	.077
	
	

	
	Total
	100.223
	215
	
	
	

	a. Dependent Variable: Employee’s Performance

	b. Predictors: (Constant), Green training and development practices
Source: Authors’ Computation 2022
The f-statistics of 1093.707 shows that the model is statistically significant. It show that there is a significant relationship between green training and development and employee’ performance.




	


Discussion of Findings
The regression result displayed in the table 2 relates to relationship between green recruitment practices and employee performance in General Hospital Ilorin. The value of the R2 (0.698) reveals that green recruitment account for the variation in employees’ performance. This shows that green recruitment practices have positive relationship with the performance of employee in General Hospital Ilorin. The f-statistics in Table 3 shows that the model is statistically significant. The value of adjusted R2 indicates that the model has a good fit. Table 4 shows that the regression result relating to the significant effect between green training practices and employees’ performance. R2 value of 0.836 reveals that green training practices independently accounts for 83.6% variation in employees’ performance. This shows that green training practices has positive effect on employees’ performance. The f-statistics in table 5 shows that the model is statistically significant. The value of adjusted R2 indicates that the model has a good fit.
5.    Conclusion and Recommendations
This research x-rays the effect of green human resource management on employee performance of Ilorin general hospital, Kwara State. From the research findings, it was observed that green recruitment and selection has a positive relationship with employee’s performance. In essence, there is a strong relationship between green recruitment and selection processes and employee performance. It is therefore imperative to consider the information on green recruitment and selection process on an organization in order to constantly improve the performance of employee in an organization. Findings also shows that green training and development also that green training and development has a significant relationship with employee performance.
This study therefore recommends among others that; 
i. HR manager of Ilorin General Hospital must ensure that a large number of quality applicants consider a firm's environmental credentials as one of their primary criteria for selecting a job otherwise it will be highly impossible to get the senior management to support green recruitment initiatives. 
ii. Ilorin General Hospital HR head should significantly increases the knowledge, skills and comprehensive competencies of the employees to achieve the environmental goals of the organisation.
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