Section 2 – P1 (Operations  Engineer)

Interviewer: Do you recognise the importance of environmental sustainability?
Yes!
Interviewer: To what extent do you recognise its importance?  
It’s a tripartite affair, involving both the organisation, the people, and the community. Let me give you an instance. There was an incident that happened in the field, and four people died. It was an environmental issue. There was a rupture on the pipeline and a gas release, and some of our staff died. The spill was uncontrollable, endangering the farmland and resulting in loss of lives. So, if the environment is not safe to work, it affects work and community lives. 
Interviewer: Are your personal values aligned with your organisation's values regarding environmental sustainability?  
Yes, and that is because if my organisation does not provide a safe working environment, it is a threat to my life. 
[bookmark: _Hlk139286578]Interviewer: Do you feel your organisation’s human resource practices (e.g., training, skill-building initiatives, supportive environment, recruitment, etc.) properly addresses environmental sustainability?
Yes, it starts from induction, and there are up to 3-4 times training annually. During recruitment exercises, induction training form part of the induction package.
Interviewer:  What are the challenges?
There is no proper teamwork, as it hinders the efforts of HRM. there is no synergy, which hinders the process because there are no HR personnels that will pass the policy across to the field. Someone needs to be a representative of the HR in the field. Also, from time to time, the HRD ought to visit  the field to have an oversight function of how the policy is being implemented. Also, contractors should align with the organisation's values and ensure compliance. There is no  continuous feedback loop to address issues which will help in continuous improvement.
 
Interviewer: Do you feel your peers/colleagues and managers support environmentally friendly human resource practices (GHRM)?
Yes, in every aspect and my organisation provides everything necessary for safe working. This starts from induction, where policies related to the environment are highlighted. So, both colleagues and systems support it.
Interviewer: How does this  impact you? How does it change how you feel about yourself, your beliefs, or your values about environmental sustainability?
It makes me value safety  in the environment and act accordingly. I become more conscious of environmental safety and think in that direction. when you prioritise safety, you understand its importance. For instance, at home, I do not allow spills because they can lead to accidents, that is the values I receive from work I take home.

Section 2: P2 (Facility Engineer)
Interviewer: Do you believe in the importance of environmental sustainability in your organisation?
Yes, I believe in it.

Interviewer: To what extent?
In fact, it is part of me. And if I go to the plant and want to carry out any activities. I am conscious because if you are involved in any environmental issue, there is a lot of investigation and panels that you do not want to be involved in. You do not want to even be part of those investigations because it is stressful, it causes you emotional pain, and it affects your appraisal and promotion. 
So, it is everybody's responsibility. And that is what the company does too. It gave us the responsibility. The organisation empowers everybody, every staff, even like, as I said, as far as to the grass cutter in the plant, are also empowered. Management has every right to stop any work up to the manager if it will impact the environment, and the HSE department will come and reassess that work before they will give a go-ahead to continue or do not continue. So, we are empowered, and the best employee that prevents any environmental situation is recognised and given an award.

Interviewer: So, regarding environmental sustainability, do you feel your organisation's values are in line with your own values?
The HRD has learning division, collaborate with all other department including HSE for training. They organise annual training. There is also a specific refresher course every six months to be aware of the health safety and environmental policy and the hazard associated with our job and the way to mitigate them. This is done twice a year. Also  new recruits undergo induction on the health and environment training.  

Interviewer: So, do you feel your organisation's human resource practices, like you say, training and awareness, skill-building, supporting the environment, properly address environmental sustainability?

The HRD has learning division, they collaborate with HSE to conduct annual training in this regard. Also, there is a specific refresher course every six months to be aware of the health safety and environmental policy and the hazard associated with our job and the way to mitigate them. This is done twice a year. 
When they are employing staff into HSE department, they incorporate environmental concerns in selections and recruitment, and induction - they collaborate with HSE department to do that. Also  new recruits undergo induction on the health and environment training. So, the HR addresses environmental sustainability through recruitment, induction, trainings, appraisals, and recognising the best employee of the year for environmental compliance.

Interviewer: So, are there any challenges to all these practices that you mentioned?
[bookmark: _Hlk155707959]To some extent, HRM addresses environmental sustainability concerns, it creates basic awareness, the only issue that we have with HRM is that you do not get the in-depth knowledge of the policy and trainings. You must be an operational staff or be a certain level of senior staff to be scheduled for certain training that concerns the environment, but every staff have basic environmental awareness. Also, other staff get to benefit from ‘train the trainer’ programs, maybe because of the cost implications. The training also focuses more on personnel and asset safety than the safety of the environment.
Interviewer: Do you feel there's any gap between environmental sustainability values and how the green human resource management is addressed?
Although, there is appraisal on safety, but it is only for personnel and the asset of the organisation, loss of primary containment should be included, (making sure that the products are enclosed not released to the atmosphere). The task and target are for HSE department staff, it should be cascaded to the operational staff that works in the field. Although we have basic awareness that we need to protect the environment, it is like a culture, but not in our task and targets for appraisal. Personally, I feel if it is in our appraisal, we will be more conscious of that.
Also, environmental sustainability is domiciled with HSE, HRD only support that department. The structure implementation and operations of the organisation did not give the HRM a direct access to deal with environment issues, but they liaise with the HSE to create awareness to protect the environment.
 
Interviewer: What about the challenge in scheduling training that you mentioned, how does it make you feel? Do you do anything about the challenges? Has any employee or anyone complained or escalated that challenge for it to be improved?

Majority of employees in my department have raised the concern of training schedules. So, this year, the head of department has requested the learning plan regarding the training on the environment. I do not know if HR will roll out the plan for next year for us ahead.

Interviewer: So does this challenge change your belief or value you already have for environmental sustainability?

No!

Interviewer: You placed a lot of  emphasis on training, how does it impact your values and belief for environmental sustainability?
It creates awareness, and most of the training is delivered with practical examples of incidents that happened elsewhere and the impacts on the environment. These are practical trainings, not just theories, and seeing a documentary of environmental impact from incidents changes my orientation.

Interviewer: Does it change your attitude towards the environment?
Yes, the effect of environmental crisis on the asset and people    changes my orientation on to do things properly.

Interviewer: So, does it change and impact on your attitude towards the environment?
Yes!

Interviewer: Does it also change your green behaviour?
Yes, of course.

Interviewer: How?
Although it is not part my job description to procure production equipment, but as a maintenance engineer, I must look through the equipment data sheet information to confirm that it is environmentally friendly, and that they can be easily and properly disposed based on our disposal policy. We have a robust system when it comes to safety of personnel and environment and it is on its own, nobody can influence it.

Interviewer: So, do you feel your colleagues and managers support the environmentally friendly human resource practices?
Yes, they do.

Interviewer: How do your peers and colleagues support them?
During awareness campaigns, my colleagues always join, and the managers sometimes sponsor the campaign, so they also participate.

Interviewer: How does it impact you? Does it change how you feel about yourself? Your belief and values.
Seeing my manager being part of awareness campaigns is encouraging, imagine your manager holding cardboard paper during campaigns, you will follow suit.

Interviewer: What are those campaigns and activities?
So, we do tree planting campaigns.
 


Section 2: P3 – (HR and Project Advisor)

Interviewer: Do you believe in the importance of environmental sustainability?
Of course, our world will soon disappear if we do not. It would be foolhardy not to believe that. Anybody that does not think of the environment and the sustainability wants to go somewhere else.

Interviewer: Regarding environmental sustainability, do you feel your organisation's values are in line with yours?
Yes! Because organisations that have gotten away with environmental degradation in the past have tried to restructure and currently obey government regulations, and international communities are watching. So, for any employee coming into the organisation, and the HRD is saying that this is the way to do things regarding the environment, the employee would be foolish not to comply. You will leave the organisation.

Interviewer: So, based on that, you believe that your organisation's human resource properly addresses environmental sustainability?
Yes, they create awareness across the company. The HR personnels disseminate information across departments, collaborating closely with technical teams. There is synergy, mutual learning, and cross-fertilisation of ideas that characterise the organisation's approach, emphasising the importance of inter-departmental training anchored by HR, who, in turn, learns from the ongoing exchange of knowledge.  
Also, we have supportive environments in the form of fora within the organisation. These fora involve thorough quarterly reviews, especially when incidents occur due to negligence in the environment such as killing someone in the community, loss of staff, loss of money to repair damages environment, leading to significant consequences such as financial losses or harm to the community. The HR person, part of the panel interviewing the responsible team, may be involved in briefings to management. They outline the details of the incident, its consequences, and the statutory repercussions, ultimately recommending actions, including potential dismissal. Also, HRD handles change management on environmental sustainability e.g., oil drilling to gas production and hiring knowledgeable staff to achieve the goal.

Interviewer: Are there any  challenges of how GHRM is implemented?
Some technical people are converting their career to HR roles, but they also need to learn management skills. It is a two-way thing because as an engineer, you do not have the skill of managing people. They must learn from people who are trained in public administration and organising trainings.
Again, there is a problem of structure, although it is improving. If you have a structure that does not touch on all the department to build their mindset , it is weak. If you have rules that are not updated based on what is happening,  that is obsolete, the rules will not be effective. The implementation of GHRM must be tailored to capture the mindset of environmental sustainability.  

Interviewer: Do you feel there's a gap between environmental sustainability values and how green HRM is addressed?
Yes, although the gap is being narrowed, but there are still environmental incidents all over. Until we come to a point where there are no  more environmental challenges, the gap will persist. To fully explore GHRM advantage, HR department should be given a portfolio to execute environmental concerns, not just supporting other departments. Making it a stand-alone department that has the authoritative power to apply a mindset of environmental sustainability and apply it across board.

Interviewer: How does it make you feel, the environmental values and how HRM is addressed?
It makes me feel that we are working hand in hand with our HR and they are doing a very good job at educating us.  

Interviewer: Have you ever done anything about the challenges?
Yes, we have enumerated challenges we have encountered in the past and we try to mitigate against them presently and plan for the future. That is what sustainability is all about.

Interviewer: So, those gaps you mentioned, how does it make you feel?
I feel I have been useful to the environment, the oil and gas company, my community, and myself. It is a wide spectrum of usefulness.

Interviewer: Does it impact or change your belief or value for environmental sustainability?
In fact, I am member of the Nigerian Environmental Society. I was not aware of this society, but because I started working for the oil and gas, that gave me the exposure to environmental matters. It has made me feel very important. It has made me environmentally friendly, informed, educated, and conscious. It has made me a better person and a better manager of the environment.
Does it impact/change your (green) behaviours, attitudes and activities?
Yes, even my family knows that you cannot just uproot a tree, but you plant. Car cannot just be smoking without trying to fix it because of greenhouse gas emissions.
Interviewer: So, do you feel your peers, colleagues, managers support environmentally friendly human resource management?
Yes, for the sake of their salary, they must support it because if anything happens and government investigates it, the manager in charge will be sacked.

Interviewer: Finally, how does it impact how you feel about yourself, your beliefs, your environmental sustainability values, and your green actions?
I feel I am environmentally friendly, informed, educated, and conscious. These are keywords that mean different things, but they are all inside of me. Without reading any book, if I am driving past any community and see any spill, I know what to do, and who to call. I know the impairment it can cause, I will not fight, but do something. Imagine the change that will occur globally if people have the same experience as I have had.





Section 2:  P4 (Marine Engineer)

Interviewer: Do you believe in the importance of environmental sustainability as an employee?
Yes, I do, and I do my part to protect the environment because whatever we do, like throwing anything out in the sea, as little as a bar soap in the sea can have consequences. For example, in places I have gone for work, like Angola and Louisiana, you see strict environmental practices in place. Here in my domain where I am working in Nigeria, as we fly over the marine area, you could see oil floating everywhere. It has impact on the aquatic animals and human health.   

Interviewer: Do you feel your organisation's values are in line with yours?
Yes, they communicate through inductions, training, and emails to keep us updated and ensure we follow guidelines, and alert us of any new information in this field.

Interviewer: Do you feel your organisation's HR practices properly address environmental sustainability? 
Yes! They engage us in training, marine environmental drills, recruitment, and induction. When employees are to go offshore, we do monthly induction. Anytime we go offshore, and go home, and returning to onshore, you go back to the office for induction. Each monthly inductions, drills and learning by scenarios is always unique, they are never the same. We learn from incidents that had occurred before. We are told that any pollution that happens we will be held responsible. HRD also brief us on standard practices. 
There are regular inspections that keep us on our toes. These are external inspectors led by the HRD. Also, my organisation used to bring some resource persons yearly for inspection and to take us on hazardous material transportation training. The HR try their best, but no organisation can do 100%. Resources and structure play a role. Operations and implementations have to do with cutting cost. There may be challenges, but we address them as they come. I can give GHRM 80%.
 
Interviewer: Since you rated your GHRM about 80%, Can you identify any challenges  within the remaining 20% ?
It is in rewards system. If you reward employees for environmentally friendly behaviour, they will have competitive spirit and they will be motivated to do more. E.g., when we hold some of the safety talks, they should recognise those who have distinguished themselves in green initiatives, it motivates others to do more. Employees are not being  motivated well in this aspect. Although not being rewarded would not stop me from doing what is right for the environment. It doesn't change my beliefs or behaviour. I remain committed to environmental sustainability.

Interviewer: How does it make you feel, does it change your attitude behaviour and belief?
As a key officer, I am a representative of my organisation within the charterer’s group, I must motivate others to do the right thing, so not rewarding me does not change my belief or cause me to pollute the environment, but when there are unavoidable circumstances, we report the incidence at the right time and through the right channel of communication.

Interviewer: 	Do you feel there is a gap between your ES values and how GHRM is addressed at your organisation?
My values are in line with that of my organisation because even if we are not given enough tools to work with, we are expected to carry out the assignment successfully without any incident.

Interviewer: How does it make you feel?
It makes me know that someone is watching and keeps me on my toes. 

Interviewer: You spoke about non motivation as a challenge, how does that make you feel?
As a key officer, I must live by example, my duty as my company representative is to make others feel they are in the right place, so not rewarding me will not make me to pollute the environment.
Interviewer: How does it impact your green attitudes and behaviours?
I know what to do, it does not influence me negatively. Sometimes, when you cannot help a situation, we report the incident to the office.

Interviewer: As a manager, do you feel your peers and subordinates support environmentally friendly activities?
Yes, they do!

Section 2: P5 (Project Engineer)

Interviewer: Do you believe in the importance of environmental sustainability?
Absolutely!

Interviewer: Can you expand on that? What does environmental sustainability mean to you personally?
Personally, environmental sustainability is crucial. With the rise of social media, news spreads quickly, and we see the environmental crises happening globally. It is very disturbing  to witness events like the recent wildfires in Hawaii or the degradation of the Lake Chad Basin due to environmental changes. These issues impact livelihoods and economies. So, anything we can do to reverse these trends, like planting trees and being mindful of our environment, is important.

Interviewer: In regard to environmental sustainability, do you feel your organisation's values are aligned with yours?
Yes, my values are aligned with that of my organisation in terms of environmental sustainability. For instance, we have invested in biofuel production by acquiring farmlands to plant sugar canes, aiming to reduce carbon emissions. Additionally, the organisation has explored generating power from biomass. These initiatives reflect our commitment to sustainability.

Interviewer: Do you feel your organisation's human resource practices properly address environmental sustainability?
To some extent! 

Interviewer: What are the challenges you have observed with GHRM implementation?
Sometimes, the lack of resources, particularly budgetary constraints, can hinder certain initiatives. When the desired actions require funding that is not allocated or has been depleted, progress can be stalled. Securing additional funds through processes like virement, which involves reallocating funds from other budget categories, can be time-consuming and slow down progress. This creates a gap in implementation.
 

Interviewer: How do these challenges make you feel as an employee?
It can be frustrating when these poses as obstacles in implementing sustainability practices. 

Interviewer: Does it affect your beliefs and values related to the environment?
No, it does not. I continue to participate in sustainability activities because I believe in their importance. Coming from the Delta region, my belief in environmental protection remains steadfast. Ensuring that our actions do not harm the environment is crucial. However, whether we are fulfilling all that needs to be done is a separate question altogether.

Interviewer: Do you feel your peers and managers support environmentally friendly HR practices?
As I progress to becoming a manager within the system, I inevitably become part of a culture where peers typically follow a similar trajectory. Thus, most of my colleagues tend to prioritise environmental sustainability. In my experience, I am yet to encounter anyone who does not prioritise it.


Section 2: P6 (HR Manager)

Interviewer: Do you believe in the importance of environmental sustainability?
Yes, to reverse the  human impact on the environment, I do my little bit by planting trees around my house.

Interviewer: Do you feel your organisation's values align with yours in terms of environmental sustainability?
Yes, from what is obtainable from the office, I tend to practice it at home.

Interviewer: Do  your human resource practices properly address environmental sustainability?
You know, it's easier to deal with a machine than to deal with a human being. With a machine, once you press, it responds. But with people, they have their own plans, making it a bit difficult. So, you need to figure out why they behave the way they do and try to address it. It's challenging because you can't expect everyone to agree and follow the same path. So, it's up to you to handle those who deviate from policy, finding out what's causing it and bridging the gap.

Interviewer: Do you perceive a gap between environmental sustainability values and how they are addressed in HR practices?
Human resource management can be challenging because it involves dealing with people. While achieving 100% compliance is difficult, we work to understand why some employees may not fully comply and take steps to bridge that gap. We have consequence management and rewards system too.

Interviewer: How does this affect you as an employee?
When tasked with ensuring compliance within a human resource framework, the expectation is to achieve full adherence. However, encountering situations where some individuals don't comply requires revisiting the approach. It involves investigating the reasons behind non-compliance, such as cultural misunderstandings, and reassessing strategies. Implementing corrective measures often involves conducting courses, which come at a financial cost. When you have varying levels of compliance, the allocation of resources for training also varies. For instance, if you have 80% compliance, you only need to train 20%, but if compliance drops to 40%, training efforts increase to cover 60%. This imbalance results in more financial resources being directed towards training those with lower compliance rates, consequently affecting the budget. This situation is understandably concerning, as a HR Manager. Continually addressing non-compliance can strain the allocated budget, impacting financial resources for the year. 

Interviewer: Does this affect your beliefs and values regarding environmental sustainability?
I am a HR person, I believe in environmental sustainability, and I want the employees to comply to the cultural values of the organisation.

Interviewer: How does this affect your green attitudes, behaviours, and activities?
It is driven by my belief in these values and the necessity to implement them. I want everyone to align with these beliefs and values, ensuring inclusivity. However, this commitment does not compromise my positive attitude towards the environment.

Interviewer: Do your peers and managers support environmentally friendly HR practices?
Yes, generally, there is support for these practices as everyone recognises their importance.


Section 2: P7 (Project Manager)

Interviewer: Do you believe in the importance of environmental sustainability?

Yes, I do! In fact, I have started a drive to separate the recyclable materials in my community, but a lot of people are complaining that they cannot have two garbage bins.

Interviewer: Regarding environmental sustainability, do you feel your organisation’s values are in line with yours?

Yes, the organisation set objective that is cascaded down to individuals who develop their objectives according to the organisation. There is a KPI set from the Environmental Health Safety and Quality (EHSQ) and passed to HCM to implement. EHSQ liaise with HCM to have a constant that every year you must carry out an environmentally friendly activity.  

Interviewer: Do you feel your organisation’s human resource practices properly address environmental sustainability?
Yes, and I will give them 80 per cent. I believe it is crucial to keep driving this initiative forward. Often, when it comes to GHRM, there is room for improvement. This conversation has sparked ideas in my mind, and I plan to introduce them to my HCM team during our upcoming EHSQ meeting. We will prioritise discussions on environmental initiatives. Learning is not limited to significant milestones; it is an ongoing process. So, we will continue to explore and develop these ideas further.
Interviewer: What are the challenges of GHRM implementation in your organisation?
Well, to claim there are no challenges would be dishonest. There are indeed obstacles. Many people perceive GHRM differently, and a large portion lack understanding of its essence. In our system, where education levels vary, this knowledge gap is glaring. The organisation's presentation of these concepts also affects how effectively we can spread awareness. As an ambassador of this knowledge, it is imperative that we lead by example and demonstrate these principles in our actions. People learn best through observation, so showcasing our commitment is crucial for fostering understanding and driving change.


Interviewer: How does it make you feel?
It leaves me feeling somewhat disheartened because it reflects a lack of awareness that already exists. Although, when someone challenges environmental initiatives, I do not perceive it as a personal attack; rather, it is a challenge stemming from their own ignorance. No matter how much we discuss it within the organisation, once they step outside, it is as if they revert to their old habits. They may talk the talk, but when it comes to working the work, they retreat to the comfort of their own lives, asserting their autonomy over their personal choices.
Interviewer: Do you do anything about the challenges?
What I typically do is, when I notice things that negatively impact the environment, even something as small as a plastic bottle, I make sure not to just discard it anywhere, as it can contribute to environmental issues.

Interviewer: Have you encountered resistance to change regarding this?
Well, within the organisation, there is generally no resistance. But outside the organisation, that is where the challenge lies.
 
Interviewer: Does it impact/change how you feel about yourself?
I feel not too happy, because it is a mental deficiency that already exists here. No matter how the organisation emphasises it.

Interviewer: Does it impact/change your belief/values for environmental sustainability?
 My belief in the importance of environmental sustainability remains unchanged.

Interviewer: Does it impact/change your attitudes towards environmental sustainability?
  No, I still believe green is the way to go.

Interviewer: Does it impact/change your behaviours/actions for environmental sustainability?
No, I continue to advocate for and practice environmentally friendly behaviours.

Interviewer: Do you feel your peers/colleagues and managers support environmentally friendly human resource practices?
I think a few of them supports that. Personally, I might have embraced these practices, but not everyone is willing to do so. Some individuals, particularly those confined within the confines of our workplace, are resistant to change. Some dismiss environmental efforts as futile or a waste of time, preferring to prioritise other concerns. This resistance highlights the significant amount of work yet to be done, both at the organisational level and individually. Surprisingly, even educated individuals pose challenges to this process, underscoring the breadth of the task ahead.

Interviewer: How does it impact you?
From an organisational standpoint, I believe the initiative should be driven at an individual level. Perhaps the government, through the Ministry of Environment or NOSDRA, could launch short adverts on TV, the internet, Instagram, or Facebook. Many people are constantly engaged with their phones, so these platforms would effectively convey the message. It is like deviating from one's religious beliefs; it is an intrinsic choice. For me, it is about fostering a green mindset, and if a thousand individuals like me adopt the same approach, our shared environment would undoubtedly be safer, cleaner, and better. That is my conviction; it is a personal commitment. I do not require external motivation to understand that sustainability is paramount.




Section 2: P8 (Production Supervisor)

Interviewer: Do you recognise the importance of environmental sustainability?
Yes, I do, because if the environment is hazardous, peaceful habitation becomes uncertain. Environmental sustainability is crucial for our happiness and prolonged inhabitation.

Interviewer: Are your personal values aligned with your organisation's values regarding environmental sustainability?
Very well. In essence, what we do here tends to spill into our personal lives. We take the habits home from work, and it influences my actions outside of the workplace. So, it has a positive impact, motivating me to continue those habits even outside the workplace.

Interviewer: How well do you believe your organisation's human resource practices address environmental sustainability? Can you identify any challenges in this regard?

In terms of performance evaluation, this includes your ability to take care of your station against hazards, handling issues and providing solutions that concerns your station, these are evaluated during appraisal positively or negatively.   In terms of training,   HR conduct online training and webinars to inform us of the environmental events from time to time. During recruitment, you  are made aware of the happenings in the environment  that you are coming into, how to take care of it and the facility in a positive way. Induction  is done for every visitor. Anytime we have visitor in our facility, they are told about the station, and if there are coming again, they will still conduct another induction because thing might have changed.    
What are the challenges?
Even when individuals successfully achieve the environmental objectives, the reward system does not consider everyone involved due to the number of employees that they need to reward. HRD  tend to use their discretion to reward because they can't reward everybody because of cost consideration, which sometimes does not go down well with many people. Employees tend to grumble that I did well and was not recognised or rewarded.  

Interviewer: Do you perceive any gaps between your personal environmental sustainability values and the way your organisation's HRM address GHRM?
For me, the organisation makes strong efforts to implement environmental policies.
Interviewer: You mentioned that employees do grumble when they are not rewarded even after meeting environmental targets, in your perspective, does peers/colleagues and managers support environmentally friendly HRM practices?
Everybody support environmental objectives because the type of work we do, you do not want to make mistakes, even when you do, it must be minimal, not to the point of affecting the environment negatively. If anything happens, you will be queried.

Interviewer:  How does this impact your green attitude and behaviour?
Positive. The environment is a part of the cycle of life that we all need to stay alive.


Section 2: P9 ( Onshore Exploration Manager)	 

Interviewer: Do you believe in the importance of environmental sustainability?
Of course, very strongly. I believe environmental sustainability is crucial for the well-being of our planet and future generations.

Interviewer: Regarding environmental sustainability, do you feel your organisation’s values are in line with yours?
Yes, I believe my organisation's values align well with my own regarding environmental sustainability. But it can be improved. The cultural change needs to be a continuous engagement, and reminders. This is what controls what I believe regarding the environment safety.   

Interviewer: You mentioned training and awareness campaigns. Do you believe these adequately address environmental sustainability? 
No, they are not enough. 

Interviewer: What are the challenges?
There are other aspects that require improvement. For instance, integrating green appraisal into performance management systems. Individually, each aspect should be thoroughly addressed. For instance, when evaluating performance, there should be a comprehensive review, ensuring environmental considerations carry significant weight. Personnel need to be encouraged to integrate environmental consciousness into their activities. There is room for improvement in this regard.

Interviewer: Do you feel there is a gap between your environmental sustainability values and how GHRM is addressed at your organisation?
Yes, there's often a time gap between one's values and the speed at which environmental issues are tackled within human resource management. Timeliness is critical because delaying environmental actions can lead to significant environmental impact. Sometimes, there's a tendency to overlook immediate concerns, assuming they are manageable. However, once an environmental issue arises, it should be promptly addressed to prevent further complications.
Interviewer: As a personnel that has worked in the industry for a long time, how does it make you feel?
Regardless of whether you are directly impacted or not, the repercussions are profound. It is not just about individuals; it is about the environment. When incidents occur, it is disheartening to witness the harm inflicted on both people and the environment. It is truly regrettable and disappointing to see such situations unfold.

Interviewer: Is there any action taken regarding these challenges? Have you personally contributed or voiced your concerns?
Yes, sometimes we attempt to address them. We may send emails or messages or make quick phone calls to inquire about these issues. We even follow up on them, contacting the relevant authorities to ensure resolution. For instance, there was a recent major fire incident in our operating environment. We strive to stay informed about the progress and measures taken to address such issues. So yes, we do act, albeit not always successfully.

Interviewer: Does it impact/change how you feel about yourself?
Yes,  positively, because in doing so, of course, lessons are learnt as a take home for improvement in the organisation.
 
Interviewer: On a personal level, how has it impacted your attitude, behaviour, and activities related to the environment?  
Certainly. For instance, it positively influences my job functions and descriptions. Lessons learned from past issues are integrated into future project planning, enhancing our environmental considerations on the job.

Interviewer: Regarding your colleagues and managers, do you feel they support environmentally friendly HR practices?
Yes, they do, but like anything, there is always room for improvement. However, there is a strong awareness of the importance of environmental issues, which transcends individual roles and directly impacts our job functions.

Interviewer:   How does environmental sustainability and green human resource management impact you? How do you feel about yourself and your green behaviours?
It provides me with valuable opportunities for learning and effective communication, translating theoretical knowledge into practical application. The various educational and training initiatives are instrumental. However, there is a distinction between receiving education and training and implementing and utilising it. When confronted with real environmental challenges, the lessons and knowledge gained from training become invaluable assets.





Section 2: P10 (HSE Coordinator)

Interviewer: Do you believe in the importance of environmental sustainability?
Absolutely, it is not just because I am a HSE official, and not just on the environment, I believe in everything sustainability. Anything that is not sustainable is finished.

Interviewer: Regarding environmental sustainability, do you feel your organisation’s values are in line with yours?
Absolutely, they do align. Despite being human, we all share certain expectations. Being realistic, when we assess the performance indicators, the company is performing well. I have confidence in the program.

Interviewer: Do you feel your organisation’s human resource practices properly address environmental sustainability?
Absolutely. We conduct assessments, in collaboration with HSE and HR, to identify personnel's training needs, particularly in safety and environmental aspects. Based on these assessments, HR organises relevant training programs. We also have a comprehensive induction package not only for recruits but also for visitors to our facilities. This induction familiarises them with the environment, expectations, and protocols. Contractors and visitors to our gas plant receive specialised inductions based on the nature and duration of their visit, encompassing health, safety, and environmental guidelines.
Interviewer: What are the challenges of GHRM implementation?
There is always a conflict in skill building. Every department has its own objectives, and it always conflicts. Collaboration is crucial in implementing this program effectively. While implementing our own program, it is important to recognise potential conflicts with the plans of other teams, like the HSE team collaborating with HR in skill building.

Interviewer: Do you do anything about that (the challenges)?
As an HSE officer, encountering conflicts is inevitable. However, I approach them positively, understanding that they arise from differing interests. Managing conflicts is part of ensuring the company's success. It is about collective effort towards our common goals. Identifying any gaps or challenges is essential. We gather the relevant stakeholders to discuss and align our efforts towards improving the company and meeting its targets.

Interviewer: Does it impact/change how you feel about yourself?
In our pursuit of our goals, clashes with different interests are bound to arise. It is essential to acknowledge this reality. However, rather than feeling negative about it, I approach conflicts with a positive mindset. I believe in managing them effectively. Often, I find humour helps to ease tension and pave the way for resolution. Ultimately, it is not just my company; it belongs to all of us. Therefore, it is imperative that we work together to ensure its success and meet our targets.

Interviewer: Does it impact/change your belief/values for environmental sustainability?
It helps me to believe stronger that it needs to be done.

Interviewer: Does it impact/change your (green) attitudes, ?
No, it makes me do better.

Interviewer: Does it impact/change your (green) attitudes and behaviours?
It encourages me to adopt even more green behaviours in my personal and professional life.

Interviewer: Do you feel your peers/colleagues and managers support environmentally friendly human resource practices (GHRM)?
They do, especially when you explain it to them clearly. Although there is often a bias towards HSE but when you provide explanations and offer incentives or programs to encourage participation, they are willing to collaborate and engage more actively.

Interviewer: How does that impact you, and your value for the organisation?  
The organisation sets goals, and our role is to aid in their improvement and achievement. Moreover, as they set higher targets for themselves, we believe in the company's potential for continuous improvement, and we are committed to supporting them in reaching those goals.


Section 2: P11 (Field HSE Representative)

Interviewer: Do you believe in the importance of environmental sustainability?
I have a PhD in disaster risk management, which should make it evident. I am deeply interested in environmental sustainability, globally. In my facility, we consider not only our immediate environment but also its global impact. Events here can have far-reaching consequences, affecting not just our region but even the sub-region. For instance, a spill in our area can travel along coastlines, impacting fish populations and ultimately affecting communities downstream. This illustrates the interconnectedness of environmental issues and the importance of understanding their broader implications. It is crucial for environmental efforts to recognise these far-reaching effects, as actions taken locally can have global consequences, such as contributing to ozone layer depletion and overall climate change. Therefore, it is essential for us to prioritise environmental preservation efforts to mitigate these impacts.

Interviewer: In regard to environmental sustainability, do you feel your organisation’s values are in line with yours?
Yes, they align closely with my beliefs, even exceeding them in certain aspects. As a Nigerian, I recognise the long-term impact on our local environment, regardless of the organisation's global footprint. As a Nigerian working in an international organisation, I recognise that while the organisation can relocate, Nigeria remains constant.

Interviewer: Do you feel your organisation’s human resource practices properly address environmental sustainability?
HR practices within the organisation integrate environmental sustainability policies through a structured onboarding process and ongoing training initiatives. When employees are hired, they undergo comprehensive onboarding training, often in Milan, covering the company's processes and expectations. Additionally, employees receive regular environmental training based on gap analysis, ensuring alignment with their job roles. Apart from training, the company runs campaigns, such as an energy efficiency awareness program, to cultivate a culture of responsible energy consumption. This includes encouraging individuals to be mindful of energy use and optimising equipment efficiency.
There is a performance appraisal tied to environmental sustainability. Depending on your job group, you receive annual targets or Key Performance Indicators (KPIs). For roles in HSE, production, and asset maintenance, tasks related to empowerment and sustainability are included. During the annual appraisal process, your line manager discusses your objectives with you. The company evaluates your performance in areas related to environmental sustainability through reporting, maintenance, or other relevant activities.  

Interviewer: What are the challenges?
It is challenging to maintain smooth relationships with everyone because you are essentially asking them to prioritise environmental concerns over other aspects like health and productivity. Some might view these repeated reminders as intrusive. Often, there is a misconception that health and safety and environment measures or GHRM as you call it disrupt operations. 
However, the goal is to ensure that work can continue smoothly while prioritising safety. This mindset is crucial for effective risk management and business sustainability. Unfortunately, not everyone shares this perspective, but it is essential for minimising downtime and ensuring the safety of all involved.
Continuous improvement is essential, and conducting gap analyses is crucial for identifying areas for enhancement. Performance reviews play a significant role in this process. For instance, if you plan 100 trainings but only achieve 60% due to various reasons, it is important to assess why. Budget constraints could be a factor, as departments operate within set budgets. If the approved budget for training falls short of what was initially projected, it affects implementation. These challenges, whether operational or administrative, need to be addressed systematically.

Interviewer: Do you do anything about the challenges?
Within the HR budget, we nominate individuals for trainings relevant to our responsibilities. These trainings are integrated into the company's broader training program. Statutory trainings are essential for various activities within the company. They are scheduled throughout the year, ensuring compliance and skill development across different job groups. Additionally, we conduct internal trainings on topics such as waste management and environmental aspects, designed by the HSE department. These trainings are disseminated to both staff and contractors through meetings and forums, enhancing awareness without requiring external resources. Our department also develops complementary programs internally to support HR initiatives.
Personally, I understand that each person has their own key performance indicators (KPIs) to meet. While I advocate for environmental initiatives, I also recognise the importance of productivity and business continuity. It is about finding a balance between safety and operational efficiency. 

Interviewer: Does it impact/change how you feel about yourself?
Not really.

Interviewer: Does it impact/change your belief/values for environmental sustainability?
No, my beliefs remain firm.  

Interviewer: Does it impact/change your (green) attitudes?
No, my attitude toward environmental sustainability is steadfast.

Interviewer: Does it impact/change your (green) behaviours?
No, I continue to engage in environmentally friendly practices.

Interviewer: Does it impact/change your activities for ES?
No, I actively participate in activities that promote environmental sustainability.

Interviewer: Do you feel your peers/colleagues and managers support environmentally friendly human resource practices (GHRM)?
While there is general support, it varies among individuals. Some prioritise environmental initiatives, while others may not show the same level of commitment. what I am trying to convey is that when HR sets guidelines, everyone falls in line. But the real question is whether these guidelines become an integral part of people's behaviour. Are they merely complying to keep their jobs, or is there a genuine adoption of these practices? I recently conducted a study on risk perception and safety culture among Nigerian oil and gas workers. The aim was to assess if the safety culture at work translates to behaviour at home. It is not just about wearing seat belts on company premises; it is about how individuals behave outside of work. Do they continue these safety measures at home? Do they have fire extinguishers and practice waste segregation? Understanding this behaviour beyond the workplace gate is crucial.

Interviewer: How does it impact you?
For me, it is essential to balance production needs with environmental concerns. Finding this balance ensures both safety and business continuity.

 
Section 2: P12 (Corporate Strategy and Planning)
Interviewer: Do you believe in the importance of environmental sustainability?
Yes, I do. With the global temperature rising and falling indiscriminately since the pre-industrial era and noticeable environmental changes like ozone layer depletion, it is evident that we need to prioritise sustainability for the sake of future generations.

Interviewer: Do you feel your organisation's values align with yours regarding environmental sustainability?
Of course, but when considering divergent timelines, it is crucial to acknowledge that by 2030, every country has set ambitious goals. However, if we examine the reality, the US and China, as the heaviest polluters, need to prioritise transitioning away from coal, which still constitutes 25% of the world's energy source. Before placing stringent expectations on less industrialised countries like Nigeria or those in Africa, it is imperative that these major polluters take significant steps towards reducing their reliance on coal.

Interviewer: Do you think your organisation's human resource practices adequately address environmental sustainability?
Yes, I believe so. Our HR practices encompass various aspects like training, skill-building, and fostering a supportive environment, all of which contribute to promoting environmental sustainability within the organisation.
The integration of environmental sustainability into our HRM practices is evident, especially through the appraisal process. Knowing that environmental stewardship is a component of our performance evaluation, there is a heightened awareness to ensure we are not causing harm to the environment. During inspections or in the course of our duties, if there is anything that might potentially impact the environment, the consciousness that it directly influences my appraisal is a significant motivator. HR, being responsible for the appraisal process, assigns weight to how well staff members contribute to environmental preservation, health, and safety. This indirect impact ensures that each employee understands the importance of their role in maintaining environmental sustainability within the organisation.



Interviewer: What challenges do you face in addressing environmental sustainability?
One major challenge lies in measuring the effectiveness of our sustainability efforts. The lack of accurate performance measurement is a significant gap. There is the issue of individual practices and how to accurately assess and incorporate them into our performance evaluations. There are numerous metrics to gauge performance, making it challenging to address every aspect. 
Secondly, financial measures often overshadow environmental metrics, despite their importance.

Again, HSE set environmental goals, not the HR, which may constitute some form of conflict in driving GHRM.

Interviewer: Do you perceive a gap between your organisation's environmental sustainability values and how it's addressed through HR practices?
From my perspective, our leadership, including our Managing Director, is deeply committed to environmental sustainability. We have clear directives and policies in place that reflect this commitment, minimising the perceived gap between our values and HR practices. Although, in many instances, the variance between what is advocated and what is practiced may arise due to unforeseen circumstances during operations. Certain events or challenges may occur that impact the ability to meet environmental goals by the end of the year. It is essential to recognise that these discrepancies may stem from operational challenges or unexpected situations rather than intentional efforts to deviate from stated environmental commitments. 

Interviewer: How do these challenges make you feel?
Personally, these challenges do not alter my beliefs or values regarding the environment.  

Interviewer: Do organisational values influence your participation in environmental activities?
Certainly. Our organisation promotes various initiatives such as clean-up drives and awareness campaigns, which I actively participate in, aligning with our shared values of environmental responsibility.

Interviewer: Do your peers and managers support environmentally friendly HR practices?
Yes, overall, there is support for green HR practices among my colleagues and managers. However, there are occasional perceptions of pressure from certain HSE staff viewed as strict enforcers, especially when it comes to meeting targets and objectives.

Interviewer: How does this perception impact you?
While I understand the need to meet organisational targets, sometimes the strict enforcement of environmental practices can be perceived as excessive pressure. As someone heavily involved in strategising and monitoring performance, I often find myself balancing these expectations while striving to uphold our environmental commitments.


Section 2: P13 (Senior Geologist)
Interviewer: Do you believe in the importance of environmental sustainability?
Yes, I do as an individual.

Interviewer: Regarding environmental sustainability, do you feel your organisation’s values are in line with yours?
No, not entirely. While the organisation acknowledges the importance of sustainability, I do not see a full alignment with my personal values. The reason I said that is that there is no synergy between what I believe and the company’s value.

Interviewer: Do you feel your organisation’s human resource practices properly address environmental sustainability?
No, I do not think they do. 

Interviewer: What are the challenges?
The main challenge lies in the organisation's failure to prioritise environmental training and awareness among employees. There is also a lack of continuity in sustainability initiatives, leading to a disconnect between policy and practice. There is a lack of emphasis on environmental training and awareness among staff, which is essential for integrating sustainability into our daily operations. There is also no tangible rewards and motivation for employees to be conscious of this.

Interviewer: How does it impact your self-perception?
Sad! it is a neglected aspect. The organisation should improve on environmental sustainability.

Interviewer: Are there any kind of actions you feel that could be taken to address these challenges
My organisation should understand that all the staff should be carried along.

Interviewer: Does it impact/change your belief/values for environmental sustainability?
It does not change my personal beliefs, but it could have enhanced what I believed if this is prioritised.

Interviewer: Does it impact/change your attitudes   towards environmental sustainability?
Yes, in a negative way, if there is no reward system or consciousness, why do I have to make any efforts, I can do want I want to do. It does not really matter to me. 

Interviewer: Does it impact/change your behaviours for environmental sustainability?
Yes, the disconnect between values and practices influences my behaviours, as I am less motivated to engage in sustainable practices when there is a lack of organisational support.

Interviewer: Does it impact/change your activities for environmental sustainability?
We do not have programs where we come together and talk about the environment. Although there is a global environmental day, where they display the board, after that, there is no continuity within the organisation.

Interviewer: Do you feel your peers/colleagues and managers support environmentally friendly human resource practices?
While everyone will claim they support sustainability initiatives, but for the actual implementation and support for green HR practices, I will just say ‘I wonder how’.  

Interviewer: How does it impact you?
We make a lot of noise about the environment, however the lack of consistent support for green HR practices affects my motivation to actively participate in sustainability initiatives, as I question the effectiveness of our efforts.

Section 2: P14 (Pipeline Engineer)

Interviewer: Do you believe in the importance of environmental sustainability?

Yes. Environmental sustainability is crucial for the well-being of our planet and future generations.

Interviewer: Regarding environmental sustainability, do you feel your organisation’s values are in line with yours?
Yes, I believe my organisation places a high value on environmental sustainability, which aligns with my personal values.

Interviewer: Do you feel your organisation’s human resource practices (e.g., training, skill-building initiatives, supportive environment, recruitment, etc.) properly address environmental sustainability?
Yes, I believe our HR practices effectively integrate environmental sustainability through various initiatives such as training, skill-building programs, and fostering a supportive environment.

Interviewer: Do you feel there is a gap between your ES values and how GHRM is addressed at your organisation?
No, I do not perceive a significant gap between my environmental sustainability values and how GHRM is addressed at my organisation.

Interviewer: Do you feel your peers/colleagues and managers support environmentally friendly human resource practices (GHRM)?
Yes, I believe my peers, colleagues, and managers are supportive of environmentally friendly HR practices and actively contribute to such initiatives.

Interviewer: How does that impact you?

Positively of course.


Section 2: P15 (HSE Manager)

Interviewer: Do you believe in the importance of environmental sustainability?
Absolutely.  

Interviewer: Regarding environmental sustainability, do you feel your organisation’s values are in line with yours?
Yes, it is, but there is room for improvement in creating awareness at the managerial level.
 

Interviewer: Do you feel your organisation’s human resource practices properly address environmental sustainability?
Yes, it is.

Interviewer: What are the challenges?
There is a need for improvement in the environmental knowledge level of employees. There is always cost considerations when it comes to training.
Interviewer: Do you do anything about that (the challenges)?
Yes, there are several ways we can address these challenges, including raising awareness among employees, especially the HR managers. Also, providing enough resources for training because it is a third-party training, not in-house.

Interviewer: Does it impact/change how you feel about yourself?
No, it does not change my commitment to environmental sustainability. I remain dedicated to making a positive impact.

Interviewer: Does it impact/change your belief/values for environmental sustainability?
No, my belief in environmental sustainability remains strong.  

Interviewer: Does it impact/change your (green) attitudes, and behaviours?
No, it does not change my attitudes towards environmental sustainability.  
Interviewer: Does it impact/change your activities for environmental sustainability?
No, my behaviours towards environmental sustainability remain unchanged. I continue to actively participate in green activities such as the tree planting campaign.

Interviewer: Do you feel your peers/colleagues and managers support environmentally friendly human resource practices?
Yes, my colleagues and managers fully support environmentally friendly HR practices.

Interviewer: How does it impact you?
I am very positive about environmental sustainability because we need to prepare for the generation to come, it is a big challenge, but it is not something that cannot be achieved.



Section 2: P16 (Environmental Supervisor)
Interviewer: Do you believe in the importance of environmental sustainability?
Absolutely, without a doubt. I have been deeply engaged in environmental sustainability for many years, even pursuing it in my master’s degree and my PhD focuses on environmental policy development and sustainability.

Interviewer: In regard to environmental sustainability, do you feel your organisation’s values are in line with yours?
Overall, yes. While no organisation is perfect, mine is world-class and actively working towards greater sustainability. There's a lot to learn and drive towards sustainability goals.

Interviewer: Do you feel your organisation’s human resource practices properly address environmental sustainability?
The HR department is pivotal in ensuring that our recruitment aligns with our environmental goals. They evaluate candidates not just on their technical abilities but also on their commitment to environmental and social responsibility. This includes understanding the impact of our business on the environment and how it contributes to the vision of a better Nigeria. Additionally, we conduct extensive training programs, especially focusing on ESG awareness, environmental management, and competency building to ensure our employees are well-equipped to contribute to sustainability.
Our training programs cover a range of environmental management topics, with a specific focus on ESG. We conduct awareness campaigns and competency-building initiatives to instil a deep understanding of how our actions as individuals and as an organisation impact the environment. This ensures that our employees are not only technically proficient but also conscious of the broader implications of their work on sustainability goals.
Interviewer: What are the challenges?
The main challenge lies in deepening awareness among employees. Many are not fully engaged with the concept yet, I did not even know what you meant by GHRM initially, even the HR professionals may not know about the concept itself. Obviously, it is a new concept for us, so there's work to be done in that area. However, knowingly, or unknowingly, some organisations in the industry have started practising GHRM.

Interviewer: Do you feel there is a gap between your environmental sustainability values and how human resource management is addressed at your organisation?
Yes, there is a gap, particularly in terms of awareness and engagement among employees.

Interviewer: How does it make you feel?
Personally, what matters to me is how everyone manages their expectations and interacts with their colleagues. Respect and understanding among team members are paramount. It is crucial that everyone is clear about their role within the organisation and works together towards achieving the organisational environmental targets, which should take precedence over personal agendas.  

Interviewer: Do you do anything about the challenges?
To create more awareness, I gave a lecture recently in a professional event in my organisation telling them that the environment serves as our life support system. It is imperative that we collectively strive to preserve it, as its well-being directly impacts ours. When the environment suffers, so do we. Therefore, it is crucial to safeguard it with all our efforts and resources, ensuring it remains safe for our existence.

Interviewer: Does it impact/change how you feel about yourself?
Not at all.  

Interviewer: Does it impact/change your belief/values for environmental sustainability?
Not at all.  

Interviewer: Does it impact/change your attitudes towards environmental sustainability?
For me, the lack of sustainability awareness reinforces the importance of advocating for environmental sustainability within the organisation.

Interviewer: Does it impact/change your behaviours/actions for environmental sustainability?
Yes, it motivates me to actively participate in initiatives that promote environmental sustainability.

Interviewer: Do you feel your peers/colleagues and managers support environmentally friendly human resource practices?
The GHRM concept is new, employees do not know much about it, but they support environmentally friendly activities.

Interviewer: How does it impact you, change how your feel about yourself, your belief/values for environmental sustainability, attitudes, behaviours, and actions?
It strengthens my commitment to advocating for environmental sustainability and drives me to act within my sphere of influence.

 
Section 2: P17 (HR Professional)

Interviewer: Do you believe in the importance of environmental sustainability?
Of course, without taking care of the environment, we too, we cannot survive. It is what we put in the environment that we get out of it. So yes, I want the environment to be safe. I want it to be a place where I can comfortably live. Where it is conducive for me to express myself, express my work, a place where people can thrive. Not a place that is polluted, not a place that is in danger. And so, we all must contribute to a greener world.

Interviewer: Do you feel your organisation’s values align with your belief in environmental sustainability?
Definitely. If my values did not align with the organisation's, I would struggle to work there comfortably.

Interviewer: Do you think your organisation's human resource practices effectively address environmental sustainability?
Yes! policies, benefits and  compensation are all built into GHRM. When seeking individuals, we aim to attract and recruit the right people—those with the requisite skills aligned with our organisational goals. Beyond this, our commitment extends to nurturing talent, as seen in our training programs for fresh graduates, ensuring they are prepared to contribute effectively to our organisational objectives. In the recruitment process, our focus is on finding individuals with specific experiences, particularly in roles like safety engineer or project engineer, where delivering on a "goal zero" target is paramount. We emphasise not only compliance but also the embodiment of a culture where safety is ingrained in how one approaches work. The job descriptions and person specifications are meticulously crafted to reflect these criteria, ensuring alignment with our safety and sustainability goals. As employees embark on their roles, we embed these foundational principles into their tasks and targets. The fundamental goals of compliance, safety, and sustainability become integral to their job responsibilities. Performance management is the mechanism to measure adherence to environmental procedures and guidelines, ensuring that the goals set for them align with the safety culture we strive to cultivate. In essence, our approach is not just about achieving project goals; it is about how those goals are achieved.

Interviewer: What are challenges with GHRM?
The challenge lies in the line manager's interpretation of policy and effective management, as managers fail to interpret environmental policy correctly, issues  arise, leading to struggles with implementation and complaints.

Interviewer: Do you perceive a gap between your environmental sustainability values and how HRM is addressed in your organisation?
Yes, ensuring alignment between personal values and organisational practices can be a challenge.

Interviewer: How does that affect you?
It motivates me to actively integrate environmental sustainability into my lifestyle and work.

Interviewer: Do you take action to address these challenges?
Yes, policies must not be ambiguous, should be clear, easy to administer, and transparent to both managers and staff. This ensures mutual understanding and prevents confusion. Also, regular upskilling of new line managers is crucial for effective process delivery.

Interviewer: Does this gap impact your self-perception or your commitment to environmental sustainability?
It impacts me positively as I understand the importance of maintaining a clean environment, so sustainability is crucial to me. I integrate it into my lifestyle, and it significantly impacts my work. It is like going into battle knowing you are equipped.

Interviewer: Do your colleagues and managers support environmentally friendly HR practices?
Yes, they do.  

 
Section 2: P17 (HR Professional)

Interviewer: Do you believe in the importance of environmental sustainability?
Of course, without taking care of the environment, we too, we cannot survive. It is what we put in the environment that we get out of it. So yes, I want the environment to be safe. I want it to be a place where I can comfortably live. Where it is conducive for me to express myself, express my work, a place where people can thrive. Not a place that is polluted, not a place that is in danger. And so, we all must contribute to a greener world.

Interviewer: Do you feel your organisation’s values align with your belief in environmental sustainability?
Definitely. If my values did not align with the organisation's, I would struggle to work there comfortably.

Interviewer: Do you think your organisation's human resource practices effectively address environmental sustainability?
Yes! policies, benefits and  compensation are all built into GHRM. When seeking individuals, we aim to attract and recruit the right people—those with the requisite skills aligned with our organisational goals. Beyond this, our commitment extends to nurturing talent, as seen in our training programs for fresh graduates, ensuring they are prepared to contribute effectively to our organisational objectives. In the recruitment process, our focus is on finding individuals with specific experiences, particularly in roles like safety engineer or project engineer, where delivering on a "goal zero" target is paramount. We emphasise not only compliance but also the embodiment of a culture where safety is ingrained in how one approaches work. The job descriptions and person specifications are meticulously crafted to reflect these criteria, ensuring alignment with our safety and sustainability goals. As employees embark on their roles, we embed these foundational principles into their tasks and targets. The fundamental goals of compliance, safety, and sustainability become integral to their job responsibilities. Performance management is the mechanism to measure adherence to environmental procedures and guidelines, ensuring that the goals set for them align with the safety culture we strive to cultivate. In essence, our approach is not just about achieving project goals; it is about how those goals are achieved.

Interviewer: What are challenges with GHRM?
The challenge lies in the line manager's interpretation of policy and effective management, as managers fail to interpret environmental policy correctly, issues  arise, leading to struggles with implementation and complaints.

Interviewer: Do you perceive a gap between your environmental sustainability values and how HRM is addressed in your organisation?
Yes, ensuring alignment between personal values and organisational practices can be a challenge.

Interviewer: How does that affect you?
It motivates me to actively integrate environmental sustainability into my lifestyle and work.

Interviewer: Do you take action to address these challenges?
Yes, policies must not be ambiguous, should be clear, easy to administer, and transparent to both managers and staff. This ensures mutual understanding and prevents confusion. Also, regular upskilling of new line managers is crucial for effective process delivery.

Interviewer: Does this gap impact your self-perception or your commitment to environmental sustainability?
It impacts me positively as I understand the importance of maintaining a clean environment, so sustainability is crucial to me. I integrate it into my lifestyle, and it significantly impacts my work. It is like going into battle knowing you are equipped.

Interviewer: Do your colleagues and managers support environmentally friendly HR practices?
Yes, they do.  

 
Section 2: P19 (HSE Advisor)

Interviewer: Do you believe environmental sustainability is important?
Yes! Environmental education is my field.

Interviewer: Do you think your organisation's values align with yours regarding environmental sustainability?
Yes, I feel so. I am confident in sharing my views and my perspectives with my managers to potentially integrate them further.

Interviewer: Do you think your organisation's HR practices effectively address environmental sustainability?
Environmental sustainability is embedded in our recruitment and induction plan, detailed in the induction manual. Additionally, we conduct specific training campaigns focusing on environmental sustainability. We have incentives and recognition programs for staff who actively contribute to initiatives like afforestation or spend time at the biodiversity park, aligning with our commitment to environmental sustainability.

What are the challenges of GHRM ?
It is the responsibility of the HSE to develop the elements of job description indicating strong compliance with health, safety, and environment regulations and handed over to the HR for recruitment and induction process. However, the challenges lie in monitoring for compliance and feedback, post recruitment, which does not exist.

Interviewer: Do you do anything about that (the challenges)?
We need to integrate environmental sustainability into employees' task targets, measuring and monitoring their contributions. By incorporating specific metrics related to environmental activities, such as walkabouts and site engagements, we can incentivise and recognise employees who actively contribute to our environmental sustainability goals.

Interviewer: Do you feel there is a gap between your ES values and how GHRM is addressed at your organisation?
The element of health and safety are more pronounced in HSE frameworks compared to the environment. There is a perceived gap between policy and implementation. This gap indicates a need for further refinement and improvement in specific areas to ensure a more robust and consistent execution of our environmental sustainability initiatives.

Interviewer: Does this gap affect your self-perception or beliefs about the environment?
It does in a way because there are more things we can do in that regard.

Interviewer: Are there initiatives within your organisation that promote environmentally friendly practices?
Yes, there are various initiatives. We are currently working on a solarisation project where we aim to procure electric cars and focusing on incorporating green energy and energy conservation measures into our facilities. We are also emphasising the importance of energy management and utilising daylighting and sensory facilities in our projects. For instance, installing sensor taps is one of the strategies we are adopting to promote sustainability in our designs.
Interviewer: How do these initiatives influence your perception of yourself and the organisation?
Well, it is encouraging to know that the organisation is thinking green. And there is a development of a new role, normally developed by the HR. We now have a manager for carbon abatement, which involves ways of reducing greenhouse gases, improving, reporting, and managing all the issues related to carbon abatement projects. I think that is a big plus for HR team.
 

Section 2: P20 (Pipeline and Facility Engineer)

Interviewer: Do you believe in the importance of environmental sustainability?
Yes, I do, especially considering my background and personal beliefs.

Interviewer: Do you think your organisation's values align with yours regarding environmental sustainability?
Largely, yes. I struggle to differentiate the operating standard of my organisation as an indigenous company from the international oil companies.  

Interviewer: Do you think your organisation's HR practices effectively address environmental sustainability?
Yes, to an extent, HR are effective in this regard.

Interviewer: What are the challenges?
My organisation values environmental sustainability and HR collaborate with HSE to drive it. However, there are gaps, especially in the closure of identified safe, unsafe and near-miss incidences, these are practices, and standards. There is a mindset for compliance from employees, but there are implementation issues, bureaucratic delays, and lack of follow-up. It is more like an absence of the environmental culture, which contribute to these gaps, highlighting areas for improvement. When introducing new ideas, effective communication through various channels is crucial such as jingles, cascade sessions, emails, newsletters and gaining trust from employees is also essential. HR needs to be perceived as a trustworthy partner in driving environmental sustainability. Recognition and reward systems play a role, emphasising the importance of acknowledging collective efforts rather than singling out individuals.HR needs to be seen by employees as their best friend.

Interviewer: Does this affect your attitudes or behaviours towards the environment?
It is a common struggle, sometimes attributed to what we call the "Nigerian factor," but it doesn't  affect my attitudes or perceptions. My drive for green compliance is inherent because of my professional background that aligns with this agenda.
My mindset remains unchanged, and I continue to uphold my beliefs.

Interviewer: Are there any environmental sustainability activities or initiatives you participate in within the organisation?
Personally, not much, it is my personal belief in the environment that drives me, but the company does promote work-life balance, which indirectly supports environmental initiatives. 

Interviewer: Do you feel your colleagues support environmentally friendly initiatives?
The environment and the location you find yourself, influences your attitude. Sometimes it drives your character. So, when you have been in an organisation that values green environment like ours, for quite some time, you will support the initiatives.  

Interviewer: How does this influence you?
It is more about adaptation and influence from surroundings rather than direct organisational practices.


Section 2: P21 (HSE Drilling Supervisor)

Interviewer: Do you believe in the importance of environmental sustainability?
Yes, I do.

Interviewer: Do you think your organisation's values align with yours regarding environmental sustainability?
Sure!

Interviewer: Do you feel your organisation's human resource practices adequately address environmental sustainability?
Yes, there are addressed adequately. 

Interviewer: What are the challenges?
The company has a structure where not every member of the staff is a direct employees of the company. Outside the direct employees of the company, those   categorised as contractors,  service staff, and casual staff   do not feel valued or recognised by the company. They tend not to have the same culture or value system, leading to friction and reluctance to adhere to company policies and procedures. This discrepancy affects recognition and rewards system and creates internal issues within the organisation. Some of them are not even recognised or rewarded at all.

Interviewer: How does this affect you as a HSE professional, and do you do anything about these challenges?
In my own capacity, I can only do what I can, especially in the field where I relate to everyone including contractors and visitors. Maintaining HSE policy ensures safety and environmental improvement for all. We aim to encourage and reward commitment through KPI monitoring. However, influencing change in the office setup is challenging; as a manager, I can only suggest ideas to higher management. Implementation often requires approval from Milan headquarters. So, the key is to motivate staff outside the office environment to keep them engaged.


Interviewer: Does it impact your attitude or behaviours towards the environment?
Not at all.

Interviewer: Are there any activities the organisation encourages you to join for supporting a green environment?
Yes, there are annual green projects and other programs to improve environmental knowledge.

Interviewer: Do your peers, colleagues, and managers support environmentally friendly initiatives?
Yes, they do.

Interviewer: Do the impact on your green attitudes and behaviours?
Of course, positively.


Section 2: P22 (Reservoir Engineer)

Interviewer: Do you believe in the importance of environmental sustainability?
Absolutely, I do.

Interviewer: Do you feel your organisation's green values are in line with yours?
Yes, I think so. In fact, if you look at a lot of the multinational companies around the world, there is a huge drive to start diversifying portfolios to support new energy systems with renewables and non-fossil energy platforms. A lot of the oil and gas companies in Nigeria have sister companies globally. So, if you have, like 5 major international companies in Nigeria, their policies are often driven by their corporate head offices. These policies are directly implemented across all their locations worldwide. Again, there are alternative funding projects - those where companies seek funds to develop projects outside joint ventures. The way most of them are designed, you seek funds from international banks. However, 80% or more of international banks will not engage if you lack green policies. Sustainable policies must be in place. In Nigeria, the oil and gas industry, relevant professional bodies and trade union are actively working towards sustainable practices. This involves sustaining the environment and the industry itself. I believe strongly in what we are doing. 90 per cent of the environmental issues is from sabotage, no organisation, whether indigenous or international want to spill, these are bad for business.

Interviewer: You have spoken about sabotage, how can GHRM be used to address this?
A lot of it is political. So, do you understand the regional politics when it comes to oil and gas production in the Niger Delta? Bunkers and all those people are making money from this.   Bunkers are people who tap into existing flow lines, because of no adequate security.  The only thing to do, in my opinion, is to utilise technology to help detect when these things are occurring, so it be can quickly adjusted. So, in terms of stopping it, in terms of going to arrest the people that are responsible, that is up to the government.

Interviewer: Do you feel your organisation’s human resource practices  properly addresses environmental sustainability?
Not entirely. While there is progress, there is still room for improvement, especially in empowering employees to contribute more effectively.

Interviewer: What are the challenges?
HR managers lack backgrounds as engineers, geologists, or field operations specialists, and their decisions on who to reward for various actions may not be directly tied to the nuances of different business segments.
While HR can create overarching policies that delegate reward decisions to various leadership positions, these policies often lack specificity, addressing overall performance rather than honing  on environmental considerations.
The industry should go beyond a mere business partnership in environmental impact areas. By providing HR personnel with firsthand experiences in the field, they can better appreciate the challenges and implications of operations on the environment. This does not necessarily mean HR professionals need to work as engineers or field specialists, but rather, they should have exposure to the frontline experiences that illuminate how operations impact the environment. By gaining this firsthand understanding, HR professionals can more effectively integrate elements into their governance structures that influence and encourage behaviours aligned with environmental sustainability. This approach ensures that decisions related to HR practices are not only driven by performance metrics but also reflect a comprehensive understanding of the environmental impact of business operations.
There are structural and cultural barriers within the industry, especially regarding third-party funded projects and international bank requirements for sustainability policies.

Interviewer: Do you feel there is a gap between your environmental sustainability values and how they are addressed in the organisation?
Yes, there is a gap, particularly in addressing environmental challenges effectively within the Nigerian context.

Interviewer: How does it make you feel?
It is concerning, but I focus on what I can do within my capacity to make a positive impact.

Interviewer: Do you do anything about these challenges?
I try to motivate employees within my sphere of influence, but broader changes require management intervention.

Interviewer: Does it impact your attitude or behaviours towards the environment?
No, I remain committed to environmental sustainability despite the challenges.

Interviewer: Do your peers, colleagues, and managers support environmentally friendly initiatives?
Yes, they do, and there are opportunities for employees to be recognised for innovative ideas in sustainability.

Interviewer: How does it impact you?
It motivates me to continue contributing to environmental sustainability efforts within my organisation and industry.



Section 2: P23 (Training Manager, HR)

Interviewer: Do you believe environmental sustainability is important?
Yes,  I do, and I develop myself accordingly.

Interviewer: Do you feel your organisation's values align with yours regarding environmental sustainability?
Absolutely. Our organisation values sustainability and they are pursuing that vigorously. It also has a dedicated department for the environment. 

Interviewer: Do you feel your organisation’s human resource practices  properly addresses environmental sustainability?
Yes, there are deliberate campaigns training programs implemented to instil a heightened consciousness among employees regarding environmental protection. These training efforts extend beyond mere recommendations, with some programs being compulsory and conducted annually. The focus of these sessions revolves around sustainability issues, creating a foundation for understanding and action. The intention is to cultivate a workforce that not only comprehends but actively contributes to protecting the environment. However, that has stopped now, what is done is through published newsletters.

What are the challenges?
There is a department that drives environmental policies. There is a missing gap in integrating environmental policies into HR functions, to see that it is part of HRD responsibilities, so that employees can see that it is in their best interest. Right now, in my organisation, and in the industry, employees view it as HSE process. Yes, there is environmental policy, how do you monitor compliance with those policies, I think that is where there is gap. How do you integrate sustainability policy for employees buy-in?
While there has been some progress in acknowledging and incorporating sustainability into training, there remains a pressing need to significantly amplify efforts in this regard. The predominant focus of training and development within HRD has historically been more on finance, legalities, and technical programs, with minimal attention directed towards sustainability issues. Even within allocated budgets for annual training programs, sustainability aspects often receive a disproportionately small share, perhaps only a fraction, such as one-tenth or less. My personal experience reflects this gap in emphasis on sustainability. Training initiatives should encompass a more comprehensive understanding of sustainability issues, emphasising the importance of addressing environmental concerns. 
Furthermore, the evaluation of staff through appraisals should extend beyond conventional metrics to include an assessment of their involvement in sustainability initiatives. This holistic approach is crucial for fostering a workplace culture that actively engages with and addresses sustainability challenges.

Interviewer: How does it  make you feel?
For me, talking with you is an eye opener because before now, one may not have thought about the importance of integrating the environmental objectives to HR functions. It is to drive it further so that everyone comes to appreciate it and HRD is the best department to drive that process, and part of it is to put it as a line item in the annual appraisal exercise. Also, it is not enough to have a one week of sustainability exercise, it is too long a period. I think HRD can create an initiative of pushing out a weekly awareness. Although there is a HSE dashboard to track incidence, so HRD can replicate to monitor environmental sustainability. In the oil and gas industry, it might seem that sustainability is for only those in the production department, but sustainability is for everyone, both in the office and in the field.

Interviewer: Do you feel that your peers, managers, and colleagues support environmentally friendly practices?
Yes, but more deliberate efforts are needed to bring awareness to the staff.  

Interviewer: You spoke a lot more about training as GHRM approach, do you think that is enough to  drive awareness and compliance for environmental sustainability?
Training is good, but it is just a starting point. How do you monitor compliance based on knowledge gained from training. There needs to be constant engagement with employees in this regards. We could borrow a leaf with what most HSE are doing to be able to engage with all the employees, whether in the office or field. HSED could collaborate with HRD because sustainability is very important. Not even waiting for annual appraisal exercise.




Section 2: P24 (Human & Organisational Performance  Process Advisor)

Interviewer: Do you believe in the importance of environmental sustainability?
Of course.

Interviewer: Regarding environmental sustainability, do you feel your organisation’s values are in line with yours?
Definitely. I see where the organisation invests its resources, and sustainability is a priority.

Interviewer: Do you feel your organisation’s human resource practices adequately address environmental sustainability?
Yes, they do. Performance metrics are tied to greenhouse gas emission reduction goals, which affects everyone’s performance and compensation. Everything in that metrics is very important.

Interviewer: What are the challenges you perceive?
While there are performance incentives tied to sustainability goals, there is no direct reward for individual efforts.  

Interviewer: Do you feel there is a gap between your environmental sustainability values and how HR practices are implemented in your organisation?
Not necessarily. While individual efforts are not directly rewarded, the organisation prioritises sustainability, which aligns with my values.

Interviewer: How does this situation make you feel?
It is a mixed feeling. While I understand the organisational approach, I do see room for more individual recognition.

Interviewer: Do you take any actions to address these challenges?
Personally, I focus on meeting the performance metrics related to sustainability goals and advocate for more individual recognition within the organisation.

Interviewer: Does this gap impact your self-perception or your beliefs/values regarding environmental sustainability?
These challenges do not change my personal values, but it does make me more aware of the need for individual recognition in sustainability efforts.

Interviewer: Does it affect your attitudes towards environmental sustainability?
Not fundamentally, but it does highlight the importance of recognising individual contributions in achieving sustainability goals.

Interviewer: Does it impact your behaviour and  participation in environmental sustainability activities?
Yes, it motivates me to actively engage in activities that contribute to meeting our sustainability targets.

Interviewer: Do you feel your peers, colleagues, and managers support environmentally friendly HR practices?
Yes, the organisation provides ample opportunities for training and skill-building in environmental sustainability, but everybody is not at the same level.

Interviewer: How does this support impact you?
You can see that I am not an environmental or HRM expert, but I have been able to relate with what you are saying, that means that I am aware of the environmental issues and policies. So, there is a supportive environment where individuals can enhance their skills and contribute to sustainability efforts effectively.


Section 2: P25 (Manager, HR Administration)

Interviewer: Do you believe in the importance of environmental sustainability?
Absolutely. I have  always had a deep appreciation for nature and the need for us to live in a sustainable way. We must recognise the interconnectedness of all aspects of the environment and our responsibility as humans to care for it.

Interviewer: Do you feel your organisation's values align with your beliefs about environmental sustainability?
Yes, I believe they do to some extent, but I cannot say if they are taking all the necessary actions I would if I oversaw the company. Looking at our annual report, I believe we are doing enough, although ‘enough’ is relative.

Interviewer: Do you think your organisation's human resource practices adequately address environmental sustainability?
HR plays a supportive role in environmental sustainability within our organisation. While a dedicated HSE department handles environmental issues, HRD ensures its policies align with environmental goals. HRD supports the implementation of environmental policies to ensure a cohesive and sustainable approach. They set up all metrics and engagements about the environment.
HRD is doing a lot, but a lot does not mean enough. Also, there are opportunities for employees to walk the talk. For instance, there is a disconnect in terms of what the company encourages us to do and what is done outside the walls of the organisation. 

Interviewer: What are the challenges  in this regard?
Our organisation redefines work to align with company objectives, fostering a sustainable work-life balance, but there is room for improvement, especially in raising awareness and practicing what we preach about environmental responsibility.
There seems to be a challenge, especially since HSED tend to drive sustainability efforts more than HRD. It is an industry-wide issue, not just within our organisation.
Another challenge is the disparity between the environmental awareness encouraged within our company and the practices outside our office walls. It is difficult to influence behaviours beyond our workplace, particularly in a society where environmental concerns may not be a priority for everyone.

GHRM also faces resistance, when viewed as separate from traditional HR. Creating awareness, treating it as an evolution of HR, and incorporating it into leadership development programs will help eliminate misconceptions that GHRM is invalidating the traditional HRM. Involving all levels of leadership, not just top management, ensures a more effective implementation of GHRM within the organisation.

Interviewer: You have mentioned that HSE literally drives all environmental policies up to training, how does that make you feel?
It does not make me feel anyhow. I am very realistic about the challenges of pushing this principle. We are a very conservative society, GHRM is in its natural growth rate, and it will take time for it to take root.  If you want to push it harder, you may have unnecessary conflict with the stakeholders. Do I think we need to make GHRM a HRM 100 per cent responsibility, the truth is that I do not see justification for that. The awareness is still very low, when the awareness level is high, then HRD can play a bigger role in its implementation.

Interviewer: Do you think your colleagues and managers support environmentally friendly HR practices?
I have not conducted any formal surveys, but I believe we have progressive employees who would likely support such initiatives.  


Interviewer: As a HR professional, and based on the support available within the organisation, how is employees’ attitude towards environmental sustainability
Employees are open to supporting environmental activities not particularly GHRM. Employees participate in activities sponsored by the organisation via NGOs. The organisation encourages employees to fund initiatives that helps the environment such as employee volunteer environmental program.

 


Section 2: P26 (Procurement Engineer)

Interviewer: Do you believe in the importance of environmental sustainability?
Yes. Environmental sustainability is crucial because it directly impacts our ecosystem. For instance, where I live, environmental degradation from things like oil spills affects agriculture and even basic needs like water access.

Interviewer: Do you feel your organisation’s green values are in line with yours?
It is essential for my organisation's values to align with environmental sustainability. We need individuals who deeply believe in green practices, from recruitment to policy implementation.

Interviewer: Do you feel your organisation’s human resource practices properly address environmental sustainability?
No, they are not doing enough of what is required. The organisation is obviously trading one thing for another, most times, they look at what it will cost them to train both onshore and offshore for employees as regards sustainability awareness in the organisation, so they look at cost and this has gone a long way to take off environmental awareness. They should consider employees awareness of environmental sustainability.  There is what we call environmental control monitoring (ECM) this is a measure put up by the Nigerian Upstream Petroleum Regulatory Commission (NUPRC) to checkmate the activities offshore to prevent unsafe discharges in the sea, and this regulatory standard has not been complied with for a long time. Even when the regulatory bodies want to ensure that ECM regulations are adhered to, but because they are indigenous organisation, they feel they are the owner of the land, things exchange hands, and they are not adhered to. So, overtime, this has become a practice, in terms of training, awareness, skills on the environment have been lacking. Maybe those in the international oil companies could adhere more strictly and have upper hand in making sure that their employees have the right training, but the indigenous exploration and production oil companies do not.

 

Interviewer: Why do you think this challenge is so glaring when compared to the IOCs
It is the same value and cost of producing a barrel of oil for     both the indigenous and IOCs, but it is just because of the mindset and this ownership mentality that “this is my country, I can find my way around”. It is a very wrong culture mindset. Maybe someone in the regulatory agency could be a relative, so we could find a way around things. Most of the indigenous oil and gas company behind the scenes may be owned by one of those sitting in the helm of affairs in the country.

How does these challenges make you feel?
The lack of motivation and skills among colleagues hinder progress. Without a culture of sustainability, many adopt a "do not care" attitude. To be honest, it affects me as an individual, I just feel that I am not getting what is required. There will be a lot of disparity, because if I encounter my peers in the IOCs, I will not be able to measure up with them. I look at the organisation as substandard, and as people who do not value the employees and the resources they have in terms of workforce. They are not visionary because if they have vision, they will invest in sustainability because they are not going to remain indigenous forever. If they had visions, they would aim to expand to other countries. There is no good leadership.

Interviewer: Do you feel there is a gap between your environmental sustainability values and how HR is addressed at your organisation?
Definitely. Without proper enforcement and a cultural shift towards sustainability, there's a disconnect between values and actions.

Interviewer: How does it make you feel?
It is frustrating. Without collective action, the impact we can make is limited.

Interviewer: Do you do anything about that?
I advocate for change and push for policies that promote sustainability within the organisation, but as always it meets resistance within the organisation.

Interviewer: Does it impact/change how you feel about yourself?
It can be disheartening, but it also motivates me to continue advocating for change.

Interviewer: Does it impact/change your belief/values for environmental sustainability?
No, my belief in environmental sustainability remains steadfast.

Interviewer: Does it impact/change your attitudes towards environmental sustainability?
It reinforces the importance of maintaining a proactive attitude towards environmental sustainability.

Interviewer: Does it impact/change your behaviours for environmental sustainability?
It encourages me to actively engage in behaviours that support environmental sustainability.

Interviewer: Does it impact/change your activities for environmental sustainability?
Yes, I actively participate in initiatives that promote environmental sustainability within and outside of the organisation.

Interviewer: Do you feel your peers/colleagues and managers support environmentally friendly HR practices?
While some colleagues and managers support green practices, others lack motivation or awareness.

Interviewer: How does it impact you?
It can be challenging, but it motivates me to continue advocating for sustainability and leading by example.

Section 2: P27 (Electrical  Engineer)

Interviewer: Do you believe in the importance of environmental sustainability?
Yes. It is a global practice, and I am fully on board with it.  want to go green personally in anything I am doing. 

Interviewer: Do you feel your organisation's green values are in line with yours?
Yes, they are. It is a core part of our organisational values.

Interviewer: Do you feel your organisation's human resource practices properly address environmental sustainability? Are there any challenges?
Indirectly, HRD does not drive environmental initiatives. It is through the engineering or operations department, and if they need funding, they pass it to HRD to drive. They do quite a lot of  monthly training for safety and environmental concerns. We have anonymous feedback forms and whistle blowing. As an oil servicing company, we also comply to the environmental policies of the charterer company. In recruitment, HRD has a checklist for the requirements, especially an operations staff. The engineers will conduct the interview.

Interviewer: What are the challenges?
However, I believe that for HR managers to succeed in this aspect, they need to have the basic knowledge of what happens in the field to drive the right information to employees especially those that work in the field. For instance, if they understand the engineering side, they can drive these initiatives effectively. They also need to undertake a certified training of environmental sustainability to drive the right information to the personnel. There is no performance management tied to the environmental measures.

Interviewer: What do you do about this discrepancy?
I am just a project manager. I do not interface with the senior management team. I can just spot or observe this. To be honest, the management know about this lapse, at the end of the day, every organisation has a goal and what they want to achieve. I might see something, but it is not in my place to implement it.

Interviewer: Does it impact on your green attitude and behaviour or change the way you feel about yourself?
It does not. One of the core value of the organisation is environmental sustainability. The organisation expects everyone to have that consciousness. It is something that is not tied to your neck to comply. We may not comply with this, and the management will not know about it, but as professionals, we know that this is the right thing to do.  Of course, there are people that are still learning or trying to catch up. In Nigeria, it takes time for people to adapt to changes. I am not demotivated by other people that are not complying.

Interviewer: Do you feel your peers/colleagues and managers support environmentally friendly human resource practices (GHRM)?
Yes, we view ourselves as a supportive family within the organisation, and for the organisation to grow, we encourage each other. Sometimes, some people can be difficult, but it is not a problem.  
 
Interviewer: How does it impact you?  
I  add value to the organisation and learn as well. It is a field where I gain knowledge in this aspect. 



Section 2: P28 (Petroleum Engineer)

Interviewer: Do you believe in the importance of environmental sustainability?
Of course I do.

Interviewer: Do you feel your organisation’s green values are in line with yours?
Yes, it is.

Interviewer: Do you feel your organisation’s human resource practices properly address environmental sustainability. You mentioned training, is that sufficient?
Yes, it is, and for every new employee, there is an induction session covering various aspects, not just safety. The environmental aspect is managed by the HSE department, alongside QHS (Quality, Health, Safety) and other departments. Each department, including Supply Chain, Logistics, and Facility, conducts its own induction. Quality, health, safety, and environment are emphasised in my company's onboarding process.

Interviewer: What are the challenges?
There are some areas that need improvement. Often, individuals selected for training lack interest due to the fear of being evaluated afterward. There is this perception that if they don't perform well, they might lose their jobs. The HR team has tried to address this mindset by emphasising that assessments are not meant to terminate employment. However, this perception persists, creating reluctance among some employees to participate fully. For instance, recently, we had a quality assurance appraisal, where achieving an 80% pass mark was necessary. While the process allowed for multiple attempts and provided resources like videos to prepare, some employees still felt anxious about participating. They worry about their performance being judged, especially in training sessions that require in-person attendance. This fear of assessment has been a recurring challenge for both employees and the HR team.
Also, due to our organisational structure, it is challenging to provide feedback and ensure it reaches the right channels. It is challenging to foster open communication. There is a lengthy chain of command, from top managers to supervisors, making it difficult to address certain issues or make requests. Situations like these often require covering up or indirect support to be considered.
Again, people lack awareness of environmental sustainability initiatives. So, HR professionals that ought to  spearhead this project, need to consider creating a more open platform for discussion. Engage with professionals, either within their  team or externally, who are working on related topics. Platforms like LinkedIn and Facebook could facilitate these discussions effectively. Sharing notes, presentations, and videos openly can help spread awareness and foster a culture of environmental sustainability within the organisation.

Interviewer: How does it make you feel?
It is frustrating because communication is consistently a challenge. Also, you must persuade individuals to attend training for their personal growth. Even if they leave the company tomorrow, they can apply what they have learned elsewhere. But it is an ongoing struggle. You have to keep reminding adults, just as you do with children, to stay aware in this regard.  

Interviewer: Do you do anything about that (the challenges)?
I escalate when I see something unsafe or not in line with proper practices, especially if it is being repeated despite awareness efforts. This proactive approach is crucial, as we have experienced cases like fire outbreaks due to overlooked safety measures, which could have been prevented.  

Interviewer: Does it impact/change how you feel about yourself?
Personally, to an extent and negatively.

Interviewer: Does it impact/change your belief/values for environmental sustainability?
No, before, most of my training on environmental sustainability was theoretical and paper based. Now, I find myself in situations where I need to apply this knowledge in real-time, and  hands-on activities during live operations. When I come across opportunities to ensure safe operations, I directly communicate with the Health, Safety, and Environment (HSE) department. Instead of going through HRD, which is a bottleneck I go straight to HSE because they handle these operations. Sometimes, during our pep talks, concerns are raised, and it is fulfilling to know that I played a role in addressing some of those concerns. It adds value not only to myself but also to the environment I work in.

Interviewer: Does it impact/change your attitudes and behaviour towards ES?
Not at all. For instance, there was a case where we have a sumo system that is supposed to function automatically with actuators. When the water level reaches a certain point, it should shut down on its own. However, the maintenance team reported that the system was faulty. It is their responsibility to check and turn off the water periodically. When I arrived, I noticed that the water was overflowing, causing a massive spill throughout the facility. Our reservoir system is significant, distributing water to the entire facility. With my background as a petroleum engineer with training in mechanical maintenance, I took it upon myself to open the control system and shut off the server to address the issue. While I am not a mechanical or electrical engineer, my experience in mechanical operations and subsea offshore operations equipped me to handle the situation effectively.  

Interviewer: Do you feel your peers/colleagues and managers support environmentally friendly human resource practices (GHRM)?
Yes, my direct manager and colleagues do.  

Interviewer: How does it impact you?
It makes me feel I am where I should be. If there is any challenge, I can easily discuss it and seek advice, getting the best expert opinion as well.
 
Section 2: P29 (Maintenance Engineer)

Interviewer: Do you believe in the importance of environmental sustainability? 
Yes, I do as an individual. I have heard about the recent heat wave in parts of Europe; and in Nigeria, the weather is ruthlessly hot, even though it has started raining. So of course, the environment should be paid attention to, it is all about pollutions here, flaring there, and all of that. I wish something could really be done to change all that, as soon as possible. 

Interviewer:  In regard to environmental sustainability, do you feel your organisation’s values are in line with yours?
Environmentally friendliness, safe and  efficient operations, is one of my core values, and my organisation values that as well.  

Interviewer: Do you feel your organisation’s human resource practices (e.g., training, skill-building initiatives, supportive environment, recruitment, etc.) properly addresses environmental sustainability?
Yes, they do.

Interviewer: What are the challenges?
For one, the challenges, like I said, I do not know if I should bring it up, but the salary structure for some grades of staff demoralises workers. You know, when it comes to initiatives related to the environment or other support areas, they feel demoralised to the point where they do not give their all. Even if there is a need to pay attention to the environment, the employees don't care, and do it as they wish because they feel they are not getting what they deserve.
Again, there is no management support. You need the management supports for you to be able to run some of these initiative in terms of approving funds.
And I think about the problem with engagements, especially from the government, environmental societies, and knowledgeable individuals. The awareness is a bit low, or many people are not actually following up. Maybe it is not as significant a topic as it should be, but many people are absent-minded when it comes to this green initiative. Yeah. So those are the challenges I see so far.

Interviewer: Do you feel there is a gap between your ES values and how GHRM is addressed at your organisation?
I really feel there is a big gap. It is one thing to enact policies, it is another to implement them. These policies are not monitored closely. They are not being watched or recorded, not observed, or corrected if needed. So, I think there is a big gap in that respect, and it can actually be breached.

Interviewer: How does it make you feel? 
If there is a gap with respect to something I find really important as this -  environmental challenges affects both the rich and the poor.  So, it is really a big deal for me.  

Interviewer: Do you do anything about that (the challenges)?
In terms of reporting, yes. I have recommended better ways or better policies that can be environmentally friendly HR initiatives. Good thing is that the HR head is open-minded. She listens. So, I have been able to recommend practices that I feel have been implemented elsewhere, not just from me, but these have been worked on over time. With respect to, for example, recycling of waste. We now have waste segregation. It was not usually there, but there is a waste segregation now. So, we can segregate paper, and then it can be recycled, and in terms of sewage or whatever that can be in its own proper container now.  

Interviewer: Does it (the gap) impact/change how you feel about yourself?
I do not think so.

Interviewer:  Does it impact/change your belief/values for environmental sustainability? 
Yes, negatively. There are instances, like when a car emits excessive smoke due to faults, or when we mobilise for a job with equipment that poses hazards to both occupants and the environment. Despite knowing the risks, urgent situations sometimes force us to overlook these issues, which is concerning.

Interviewer: Does it impact/change your (green) attitudes, behaviour, and activities?  
I would say yes and negatively, I recall a field experience.  It is standard procedure that we have pressure-controlled equipment, which ensures well controlled fluids, but these equipment are known to be faulty, and we still use it like that. Most times, you see spills everywhere, and these are dangerous to the environment.  

Interviewer: Do you feel your peers/colleagues and managers support environmentally friendly human resource practices (GHRM)?
Sometimes, colleagues behave callously. You want to stare at them, thinking they understand what is going on, some of them, do not. It is like an absent-minded attitude. They do not just get it. Like, “that is how I want to be kind of attitude”.
Interviewer: How does it impact you?  
It makes me proud of myself, you know? Maybe I have a better understanding. That is what I think sometimes. I know how things should be better structured, and then probably they do not care. So, I see myself attuned to the environment, in a way.


Section 2: P30 (Piping Engineer)

Interviewer: Do you believe in the importance of environmental sustainability?
Absolutely, it is crucial.

Interviewer:  Do you feel your organisation’s green values are in line with yours?
100 per cent

Interviewer: Do you feel your organisation’s human resource practices properly address environmental sustainability?
Yes, they do, particularly in terms of training and awareness.

Interviewer: What are the challenges?
If there are challenges, I am not aware of any. 

Interviewer: Do you feel there is a gap between your environmental sustainability values and how HR is addressed at your organisation?
Not necessarily.
 

Interviewer: Not knowing about challenges is equally a challenge, do you do anything about it?
Not really.

Interviewer: Do you feel your peers/colleagues and managers support environmentally friendly HR practices?
Yes, generally there is a good support.

Interviewer: How does it impact you?
It reinforces my belief in the importance of such practices and encourages collaboration.

Interviewer: Does it influence how you feel about yourself, your beliefs/values for environmental sustainability, your attitudes, behaviours, and actions?
Yes, it strengthens my commitment to environmental sustainability and boosts my motivation to contribute positively.




 









