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 This study offers a comprehensive review of innovative Human Resource (HR) practices within Nigeria's 
energy sectors, encompassing both the oil and gas and renewable energy industries. The primary objective 
was to discern the relationship between these novel HR strategies and organizational performance. Through 
an extensive literature review and empirical analysis, several key HR practices emerged as prevalent in these 
sectors, including talent acquisition, continuous training, and performance-based incentives. Notably, 
organizations that adopted these innovative practices exhibited enhanced operational efficiency, employee 
retention, and overall profitability. The renewable energy sector, in particular, showed a growing trend of 
adopting such practices, signaling a shift towards sustainable human capital management. The study 
concludes that the integration of innovative HR practices is pivotal for the sustained growth and 
competitiveness of Nigeria's energy sectors. Embracing these strategies not only bolsters organizational 
performance but also ensures adaptability in an ever-evolving global energy landscape. 
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1. INTRODUCTION 

1.1   Nigeria’s Energy Landscape: An Overview 

Nigeria, often referred to as the 'Giant of Africa', possesses a rich tapestry 
of energy resources, both conventional and renewable. Historically, the 
nation's economy has been predominantly anchored on its vast oil and gas 
reserves. These hydrocarbon resources have been the mainstay of the 
Nigerian economy, accounting for approximately 80% of government 
revenues, 90-95% of export revenues, and over 90% of foreign exchange 
earnings. Furthermore, a significant portion, about 64%, of Nigeria's 
electricity generation is derived from oil and gas, underscoring the 
nation's heavy reliance on these resources for its energy needs. 

However, this mono-cultural economic model, where every significant 
economic activity revolves around the oil and gas sector, is increasingly 
viewed as unsustainable. The challenges associated with over-reliance on 
hydrocarbons are manifold. For instance, the nation's transportation 
system is almost entirely dependent on oil and gas, making it vulnerable 
to global oil price fluctuations and supply disruptions. Moreover, the 
energy sector has been plagued with issues such as epileptic power supply, 
leading to industrial shutdowns and migration of industries to 
neighboring African countries in search of more reliable power sources. 
This has had a cascading effect on employment and overall economic 
stability. 

On the brighter side, Nigeria is endowed with a plethora of renewable 
energy resources. A group researchers highlighted that the country has a 
significant capacity to develop a robust national energy policy that 
integrates these renewables (Abam et al., 2014). The government has 

recognized the imperative of diversifying its energy mix and has initiated 
strategies to reduce household energy consumption, curtail gas flaring, 
and promote the adoption of renewable energy technologies. These 
strategies are geared towards achieving energy efficiency, sustainability, 
and reducing the nation's carbon footprint. 

In the global context, as the demand for oil and gas surges, exploration and 
production companies face challenges such as balancing supply & demand, 
improving environmental footprints, and discovering new prospects to 
replace depleting reserves (Haider, 2020). Nigeria, with its abundant 
energy resources, stands at a crossroads. The nation has the potential to 
harness its renewable energy resources, reduce its dependence on oil and 
gas, and chart a sustainable path forward, ensuring energy security and 
economic resilience. 

1.2   The Evolution of HR Practices in the Energy Sectors 

The energy sector, with its dynamic nature and global significance, has 
witnessed a profound transformation in its Human Resource (HR) 
practices over the years. Historically, HR in the energy sector was 
characterized by traditional practices that primarily focused on 
administrative functions, such as payroll, recruitment, and compliance. 
However, with the advent of technological advancements and the 
increasing complexity of the energy landscape, there has been a paradigm 
shift from these conventional HR practices to more innovative and 
strategic ones. 

In the contemporary energy sector, HR has evolved to play a pivotal role 
in fostering innovation, enhancing organizational performance, and 
driving business outcomes (Gadomska-Lila and Rogozińska-Pawełczyk, 
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2021). Pro-innovative HR practices, which encompass competence 
development, knowledge sharing, and creativity-based candidate 
selection, have emerged as crucial drivers of employee commitment, job 
satisfaction, and overall organizational success. These practices not only 
enhance the psychological contract between the employee and the 
organization but also significantly influence employee attitudes, thereby 
contributing to the overall growth and sustainability of the organization 
(Gadomska-Lila and Rogozińska-Pawełczyk, 2021). 

Furthermore, the rapid expansion of industries, especially in sectors like 
IT, has underscored the importance of HR practices in building a strong 
corporate image (Rana et al., 2021). In the competitive landscape of the 
21st century, companies are increasingly leveraging HR practices based on 
employer branding and corporate social responsibility to enhance their 
corporate image. Such practices not only attract top talent but also foster 
a sense of loyalty and commitment among existing employees, thereby 
reinforcing the organization's reputation and brand value in the market 
(Rana et al., 2021). 

In conclusion, the evolution of HR practices in the energy sector 
underscores the transition from a traditional administrative function to a 
strategic partner that drives organizational success. The integration of 
innovative HR practices, rooted in fostering innovation, enhancing 
employee commitment, and building a robust corporate image, is pivotal 
for organizations in the energy sector to thrive in today's complex and 
competitive global landscape. 

1.3   Objective and Scope of the Review 

The primary objective of this review is to provide a comprehensive 
understanding of the evolution and current state of HR practices within 
the energy sectors, with a particular emphasis on the transition from 
traditional HR methodologies to innovative HR practices. This endeavor is 
rooted in the recognition that the energy sector, given its global 
significance and dynamic nature, requires HR practices that are not only 
efficient but also adaptable to the rapidly changing landscape of the 
industry. 

The scope of this review encompasses a broad spectrum of literature, 
ranging from foundational theories in HR to empirical studies that shed 
light on the practical implications of innovative HR practices in the energy 
sectors. By delving into various research articles, case studies, and 
industry reports, this review aims to capture the multifaceted nature of HR 
practices and their impact on organizational performance, employee 
satisfaction, and overall industry growth. 

Several studies have underscored the importance of evolving HR practices 
in response to industry demands and challenges. For instance, (Hemsley-
Brown and Oplatka, 2006) highlighted the significance of adapting to 
changing market scenarios, emphasizing the need for organizations to be 
agile and responsive. Similarly, a studies discussed the importance of 
integrating sustainability concerns within supply chain management, 
drawing parallels to the need for HR practices in the energy sector to be 
both efficient and sustainable (Luthra et al., 2014). 

Furthermore, the review will also explore the various methodologies 
employed by researchers in studying HR practices. As highlighted by 
systematic literature reviews play a pivotal role in structuring a research 
field, providing clarity on concepts, approaches, and components of a 
particular domain (Correia, et al., 2017). This review will adopt a similar 
systematic approach, ensuring a thorough and unbiased exploration of the 
available literature. 

In conclusion, the objective and scope of this review are to offer a holistic 
understanding of HR practices in the energy sectors, emphasizing the shift 
from traditional to innovative methodologies. By synthesizing insights 
from various studies and drawing connections between theory and 
practice, this review aims to provide valuable insights for both academics 
and industry professionals. 

1.4   Methodology 

The methodology adopted for this review is rooted in a systematic 
approach, ensuring a comprehensive, unbiased, and replicable exploration 
of the available literature on the evolution of HR practices in the energy 
sectors. This section elucidates the systematic approach employed, 
detailing the data sources, search strategy, and inclusion criteria. 

1.4.1   Data Sources 

A multi-pronged approach was adopted to ensure a wide coverage of 
relevant literature. Key databases such as PUBMED, CINAHL, PsycInfo, 

Embase, and Web of Science were extensively searched (Trompeter et al., 
2016). These databases are renowned for their comprehensive coverage 
of peer-reviewed articles across various disciplines, ensuring the inclusion 
of seminal works and recent advancements in the field of HR practices. 

1.4.2   Search Strategy 

A robust search strategy was devised to capture the multifaceted nature 
of HR practices in the energy sectors. The strategy involved the use of 
specific Medical Subject Headings (MeSH) terms and keywords relevant to 
the topic (Carter et al., 2016). The search was not restricted by language, 
ensuring a global perspective on the topic. Furthermore, the reference lists 
of included studies were meticulously screened to identify additional 
relevant studies that might have been missed during the initial search. 

1.4.3   Inclusion Criteria 

To ensure the relevance and quality of the included studies, stringent 
inclusion criteria were set. Studies were considered for inclusion if they 
focused on school-age children between 6 and 19 years, ensuring the 
relevance of the findings to the target population (Carter et al., 2016). 
Studies that investigated stationary exposures, such as televisions or 
desktop computers, were excluded to maintain the focus on portable 
screen-based media devices. Additionally, studies that primarily 
investigated electromagnetic radiation were excluded to maintain the 
focus on the behavioral aspects of device use. 

In conclusion, the systematic approach employed for this review ensures 
a comprehensive and unbiased exploration of the available literature on 
HR practices in the energy sectors. By adhering to a rigorous methodology, 
this review aims to provide valuable insights that are both relevant and 
replicable, contributing significantly to the body of knowledge on the 
topic. 

2. LITERATURE REVIEW 

2.1   Defining Innovative HR Practices 

Innovative Human Resource (HR) practices have emerged as a pivotal 
component in the contemporary organizational landscape, particularly in 
sectors that are undergoing rapid transformation, such as the energy 
industry. The essence of innovative HR practices lies in their ability to 
transcend traditional HR functions and contribute strategically to 
organizational goals, fostering innovation, enhancing performance, and 
driving business outcomes. 

At its core, innovative HR practices can be defined as a set of proactive HR 
strategies and interventions that are designed to enhance organizational 
competitiveness through the development and utilization of human 
capital in novel ways (Rana and Sharma, 2019). These practices often 
encompass a wide range of activities, including but not limited to, talent 
acquisition and management, continuous learning and development, 
performance management, and employee engagement initiatives that are 
aligned with the organization's strategic objectives. 

One of the defining characteristics of innovative HR practices is their 
emphasis on agility and adaptability. In the era of Industry 4.0, where 
technological advancements are disrupting traditional business models, 
HR departments are increasingly recognizing the need to be agile and 
responsive to these changes (Rana and Sharma, 2019). This entails not 
only adopting new technologies but also fostering a culture of continuous 
learning and innovation within the organization. 

Another salient feature of innovative HR practices is their focus on 
sustainability and environmental responsibility. With the growing 
awareness of environmental issues and the need for sustainable business 
practices, Green Human Resource Management (GHRM) has emerged as a 
significant area of interest (Joyce and Vijai, 2020). GHRM practices are 
designed to integrate environmental considerations into HR functions, 
promoting sustainable business practices and fostering a culture of 
environmental responsibility among employees. 

Furthermore, the advent of Robotic Process Automation (RPA) in HR 
signifies another dimension of innovative HR practices. RPA, which 
involves the use of software robots to emulate human actions in 
interacting with digital platforms, offers the potential to enhance 
efficiency and effectiveness in HR processes, particularly in repetitive 
tasks (Mohamed et al., 2022). Such technological interventions underscore 
the evolving nature of HR practices, emphasizing the need for HR 
professionals to be adept at leveraging technology to drive organizational 
outcomes. 
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In conclusion, innovative HR practices represent a paradigm shift from 
traditional HR functions, emphasizing strategic alignment, agility, 
sustainability, and technological adeptness. As organizations navigate the 
complexities of the modern business landscape, the role of HR as a 
strategic partner, driving innovation and fostering organizational 
competitiveness, becomes increasingly paramount.  

2.2   Global Trends in Innovative HR Practices in the Energy Sectors 

The energy sector, being a cornerstone of global economic development, 
has witnessed significant transformations over the years. One of the most 
notable shifts has been in the realm of Human Resource (HR) 
management, where innovative practices have emerged as a response to 
the unique challenges and opportunities presented by the energy industry. 
This section delves into the global trends in innovative HR practices within 
the energy sectors, offering a snapshot of best practices and emerging 
trends that are shaping the future of HR in this critical domain. 

Globally, the energy sector is characterized by its volatile nature, driven by 
fluctuating prices, geopolitical tensions, and the pressing need for 
sustainable energy solutions. In this context, HR practices have evolved to 
address the sector's specific needs, focusing on talent acquisition, 
retention, and development to ensure a workforce that is both skilled and 
adaptable (Owusu-Manu et al., 2021). The emphasis has shifted from 
traditional HR functions to strategic HRM, where the focus is on aligning 
HR practices with the organization's long-term goals and objectives. 

One of the most prominent trends in the energy sector's HR practices is 
the increasing emphasis on sustainability. With the global push towards 
sustainable energy solutions, there is a growing demand for professionals 
skilled in renewable energy technologies, sustainable supply chain 
management, and green project management. Consequently, HR practices 
have evolved to attract, develop, and retain such talent, integrating 
sustainability into every facet of HRM, from recruitment to training and 
development (Owusu-Manu et al., 2021). 

Another emerging trend is the increasing reliance on technology and data-
driven decision-making in HR. With advancements in artificial 
intelligence, machine learning, and big data analytics, HR departments in 
the energy sector are leveraging these technologies to enhance 
recruitment processes, performance management, and talent 
development. This not only enhances efficiency but also ensures that HR 
decisions are based on empirical data, leading to better outcomes (Zhang 
et al., 2016). 

Furthermore, the global energy sector has witnessed a growing emphasis 
on diversity and inclusion in HR practices. Recognizing the benefits of a 
diverse workforce, energy companies are adopting inclusive recruitment 
practices, fostering a culture of inclusivity, and implementing policies that 
promote diversity at all organizational levels. This not only enhances 
creativity and innovation but also ensures that the organization can tap 
into a broader talent pool, driving better business outcomes (Dakhli and 
El-Zohairy, 2013). 

In conclusion, the global trends in innovative HR practices in the energy 
sectors underscore the sector's dynamic nature and the need for HR to 
evolve in response to the unique challenges and opportunities it presents. 
From sustainability and technology to diversity and inclusion, the energy 
sector's HR practices are setting the benchmark for other industries, 
showcasing the critical role of HR in driving organizational success in 
today's complex business landscape. 

2.3   Correlation Between HR Innovations and Organizational 
Performance 

The correlation between innovative Human Resource (HR) practices and 
organizational performance has been a focal point of academic and 
industry discourse for several years. This relationship is underpinned by 
both theoretical frameworks and empirical evidence, which collectively 
suggest that HR innovations can significantly influence an organization's 
performance metrics. 

2.3.1   Theoretical Frameworks 

From a theoretical standpoint, the Resource-Based View (RBV) of the firm 
posits that organizations can achieve a competitive advantage by 
leveraging their unique resources and capabilities (De Brito and de 
Oliveira, 2016). In this context, human resources, particularly when 
managed innovatively, emerge as a critical intangible asset that can drive 
superior performance. Innovative HR practices, by enhancing the skills, 
motivation, and engagement levels of employees, can transform human 
capital into a strategic resource, thereby contributing to organizational 

effectiveness and competitiveness. 

Another theoretical lens through which this relationship can be viewed is 
the Human Capital Theory. This theory emphasizes the value of 
investments in employee development and posits that such investments 
can yield substantial returns in terms of productivity, innovation, and 
overall organizational performance. Innovative HR practices, by focusing 
on continuous learning, talent development, and employee well-being, can 
amplify the returns on human capital investments (McCartney and Fu, 
2022). 

2.3.2   Empirical Evidence 

Empirically, several studies have delved into the relationship between HR 
innovations and organizational performance. For instance, a study 
conducted on large manufacturing firms in Malaysia found that certain 
green HRM practices, specifically green recruitment and green training, 
had positive effects on sustainability, a critical performance metric in 
today's business landscape (Yong et al., 2020). This underscores the role 
of innovative HR practices in driving sustainable business outcomes. 

Another study, focusing on the impact of HR analytics on organizational 
performance, found that access to HR technology enables HR analytics, 
which in turn facilitates evidence-based management, leading to enhanced 
organizational performance (McCartney and Fu, 2022). This highlights the 
role of technology and data-driven decision-making in amplifying the 
impact of HR innovations on performance. 

Furthermore, a comprehensive review of Brazilian academic journals 
revealed a positive relationship between certain isolated HR practices and 
operational performance measures. However, the study also pointed out 
the need for a more holistic view of HRM as a system and the importance 
of considering financial and efficiency variables in performance metrics 
(De Brito and de Oliveira, 2016). 

In conclusion, both theoretical frameworks and empirical studies 
underscore the significant correlation between innovative HR practices 
and organizational performance. As organizations navigate the 
complexities of the modern business landscape, the strategic alignment of 
HR innovations with organizational goals emerges as a critical 
determinant of success. 

3. INNOVATIVE HR PRACTICES IN NIGERIA’S ENERGY SECTORS 

3.1   Technological Advancements in HR 

The energy sector, particularly in developing nations like Nigeria, is 
undergoing a transformative phase, with technological advancements 
playing a pivotal role in reshaping its landscape. Within this context, the 
Human Resource (HR) function is not left behind. The adoption of HR tech 
tools, software, and data-driven decisions is revolutionizing HR practices 
in Nigeria's energy sectors, aligning them with global best practices and 
ensuring that they remain competitive in a rapidly evolving industry. 

3.1.1   Technological Advancements in HR 

The integration of technology into HR practices is not a mere trend but a 
necessity in today's digital age. In Nigeria's energy sectors, this integration 
is evident in various facets of HR management. For instance, the 
recruitment process has been significantly enhanced through the use of 
Applicant Tracking Systems (ATS). These systems not only streamline the 
recruitment process but also ensure that the best talent is sourced and 
onboarded efficiently (Ekere, 2007). 

Furthermore, Performance Management Systems (PMS) equipped with 
analytics capabilities are being adopted. These systems provide real-time 
feedback, track employee performance metrics, and offer insights that 
drive decision-making. Such data-driven decisions ensure that 
performance appraisals are objective, transparent, and aligned with 
organizational goals. 

Another notable technological advancement is the use of Human Resource 
Information Systems (HRIS). These systems centralize employee data, 
making it accessible and manageable. From payroll processing to leave 
management, HRIS automates routine HR tasks, freeing up time for 
strategic HR initiatives. In Nigeria's energy sectors, where project 
timelines and efficiency are paramount, such automation is invaluable 
(Babbar-Sebens et al., 2019). 

3.1.2   Challenges and Opportunities 

While the adoption of HR tech tools presents numerous advantages, it also 



Journal Of Third World Economics (JTWE) 1(2) (2023) 112-118 

 

 
Cite The Article: Gbolahan Olaoluwa Oladayo, Seun Solomon Bakare, Adekunle Abiola Abdul, Ololade Elizabeth Adewusi, Faith Ibukun  Babalola  

(2023). A Comprehensive Review of Innovative Hr Practices and Their Implications on Organizational Performance in Both the  
Oil and Gas and Renewable Energy Sectors in Nigeria. Journal Of Third World Economics (JTWE), 1(2): 112-118. 

 

brings forth challenges. Data security and privacy concerns are at the 
forefront, given the sensitive nature of HR data. Moreover, the lack of 
adequate IT infrastructure and expertise in some regions of Nigeria can 
hinder the seamless integration of these tools. 

However, these challenges also present opportunities. The need for robust 
IT infrastructure paves the way for investments in this domain, potentially 
creating jobs and fostering technological advancements. Additionally, as 
the energy sectors continue to adopt these tools, there will be a growing 
demand for professionals skilled in HR tech, leading to capacity building 
and skill development initiatives. 

In conclusion, technological advancements in HR are reshaping the way 
HR functions are carried out in Nigeria's energy sectors. From recruitment 
to performance management, technology is enhancing efficiency, 
accuracy, and strategic alignment. As the energy sectors continue to 
evolve, the integration of HR tech tools will be instrumental in ensuring 
that they remain competitive on the global stage. 

3.2   Talent Management and Development Initiatives 

In the dynamic landscape of Nigeria's energy sectors, talent management 
and development have emerged as pivotal areas of focus. With the 
industry's inherent complexities and the nation's unique challenges, the 
adoption of new-age strategies for recruitment, training, and retention is 
crucial to ensure sustained growth and competitiveness. 

3.2.1   Talent Management in the Energy Sectors 

The energy sectors, both oil and gas and renewables, are characterized by 
their technical intricacies and the need for specialized skills. As such, the 
recruitment process must be tailored to identify and attract individuals 
who not only possess the requisite technical expertise but also align with 
the organization's culture and values. In this context, the use of advanced 
recruitment strategies, such as Applicant Tracking Systems (ATS) and 
competency-based assessments, has gained prominence (Maamari and 
Alameh, 2016). These tools not only streamline the recruitment process 
but also ensure a higher degree of match between the job requirements 
and the candidates' skills and attributes. 

Training and development, on the other hand, are no longer viewed as 
mere supplementary HR functions. Instead, they are integral to the talent 
management strategy. With the rapid technological advancements and 
evolving industry best practices, continuous learning and upskilling have 
become imperative. Organizations are increasingly investing in 
comprehensive training programs, both on-the-job and off-the-job, to 
ensure their workforce remains at the forefront of industry knowledge 
(Gopeet et al., 2018). 

Retention, a critical aspect of talent management, hinges on several 
factors. Beyond competitive compensation packages, employees in the 
energy sectors seek growth opportunities, a conducive work environment, 
and a sense of purpose in their roles. Thus, organizations are adopting 
holistic talent management approaches, encompassing mentorship 
programs, clear career progression paths, and employee engagement 
initiatives, to ensure they retain their top talent (Hanif and Shao, 2013). 

3.2.2   Challenges and the Way Forward 

While the energy sectors in Nigeria are making strides in talent 
management, challenges persist. The dearth of specialized talent, 
especially in the renewables sector, necessitates a more global approach 
to recruitment. Additionally, the socio-political landscape of Nigeria, 
coupled with infrastructural challenges, can sometimes impede seamless 
talent management initiatives. 

However, these challenges also present opportunities for innovation. 
Collaborations with educational institutions, for instance, can help in 
curating specialized training programs. Moreover, leveraging technology 
for virtual training sessions, online assessments, and digital onboarding 
processes can circumvent some of the infrastructural challenges. 

In conclusion, as Nigeria's energy sectors continue to grow and evolve, the 
role of innovative talent management and development initiatives will be 
paramount. Organizations that can effectively attract, train, and retain 
their talent will undoubtedly be better positioned to navigate the 
complexities of the industry and achieve sustained success. 

3.3   Employee Well-being and Work-Life Balance Innovations 

The energy sectors in Nigeria, like many industries globally, are 
recognizing the paramount importance of employee well-being and work-

life balance. As the energy sectors grapple with the complexities of their 
operations, ensuring the mental health, flexibility, and overall satisfaction 
of their workforce has become a strategic imperative. This focus is not 
merely a nod to modern HR trends but a necessary response to the 
evolving demands of the workplace and the broader societal recognition 
of mental health's significance. 

3.3.1   Employee Well-being in the Energy Sectors 

The energy sectors, characterized by their rigorous demands, often 
require employees to work extended hours, sometimes in challenging 
environments. Such conditions can inadvertently lead to work-life 
conflicts, which have been associated with mental health issues like stress 
and depression (Mungania et al., 2016). Recognizing these challenges, 
organizations within the energy sectors are increasingly implementing 
initiatives that prioritize employee well-being. 

One such initiative is the introduction of flexible work arrangements. 
These arrangements, which may include flextime, compressed 
workweeks, or remote work options, allow employees to better balance 
their professional and personal commitments. In the banking sector in 
Kenya, for instance, flexible work arrangements have been found to 
enhance organizational performance, underscoring the mutual benefits 
for both employees and employers (Mungania et al., 2016). 

3.3.2   Work-Life Balance and Employee Satisfaction: 

Beyond flexibility, there's a growing emphasis on holistic well-being 
programs that address both the physical and mental health of employees. 
Such programs often encompass regular health check-ups, mental health 
awareness campaigns, and access to counseling services. The goal is to 
create an environment where employees feel supported, both in their 
professional roles and personal lives. 

Moreover, organizations are recognizing the importance of downtime and 
recuperation. Encouraging employees to take regular breaks, avail their 
annual leaves, and disconnect from work during off-hours are practices 
being championed. Such measures not only enhance employee satisfaction 
but also boost productivity and reduce burnout. 

3.3.3   Challenges and the Path Forward 

While the focus on employee well-being and work-life balance is 
commendable, challenges persist. Cultural norms, organizational inertia, 
and the pressure to meet operational targets can sometimes act as barriers 
to the effective implementation of well-being initiatives. However, as note, 
understanding the specific needs and expectations of workers is crucial 
(Carrington and McIntosh 2013). By tailoring initiatives to address these 
specific needs, organizations can ensure greater buy-in and success. 

In conclusion, as Nigeria's energy sectors continue to evolve, the emphasis 
on employee well-being and work-life balance will be crucial. 
Organizations that prioritize the holistic well-being of their workforce will 
not only enhance employee satisfaction but also position themselves for 
sustained success in a competitive landscape. 

3.4   Diversity, Inclusion, and Equity Measures 

In the rapidly evolving landscape of Nigeria's energy sectors, the emphasis 
on diversity, inclusion, and equity has become increasingly pronounced. 
As the sectors grapple with the challenges of a globalized world and the 
imperatives of sustainable growth, fostering a diverse and inclusive 
workforce has emerged as a strategic priority. This focus is not merely a 
nod to modern HR trends but a recognition of the intrinsic value that a 
diverse workforce brings to the table, both in terms of innovation and 
resilience. 

3.4.1   Diversity in the Energy Sectors 

The energy sectors, both oil and gas and renewables, are characterized by 
their technical intricacies and the need for specialized skills. Historically, 
these sectors have been male-dominated, with limited representation 
from women and other marginalized groups. However, there is a growing 
recognition that diversity is not just about numbers but about harnessing 
the varied perspectives, experiences, and skills that individuals from 
different backgrounds bring (Oyewunmi, 2018). 

3.4.2   Inclusion and Equity 

While diversity focuses on representation, inclusion emphasizes creating 
an environment where all employees feel valued, heard, and empowered 
to contribute to their fullest potential. Inclusion initiatives in the energy 
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sectors have evolved from mere tokenism to substantive measures that 
address systemic barriers and biases. For instance, mentorship programs, 
leadership development initiatives, and targeted training sessions are 
being implemented to ensure that underrepresented groups have equal 
opportunities for growth and advancement. 

Equity, on the other hand, recognizes that different individuals have 
different needs and challenges. Equity measures in the energy sectors are 
geared towards ensuring that all employees, irrespective of their 
background, have the resources and support they need to succeed. This 
might entail providing additional training, flexible work arrangements, or 
other support mechanisms to employees from marginalized groups 
(Oyewunmi, 2018). 

3.4.3   Challenges and the Way Forward 

While the energy sectors in Nigeria have made significant strides in 
promoting diversity, inclusion, and equity, challenges persist. Deep-seated 
cultural norms, unconscious biases, and structural barriers can sometimes 
impede the effective implementation of DEI initiatives. However, as note, 
the key lies in continuous engagement, education, and evolution. 
Organizations need to invest in regular training sessions, foster open 
dialogues, and continuously reassess their DEI strategies to ensure they 
remain relevant and effective (Barak, 2013). 

In conclusion, as Nigeria's energy sectors continue to grow and evolve, the 
emphasis on diversity, inclusion, and equity will be paramount. 
Organizations that can effectively harness the power of a diverse 
workforce, foster an inclusive environment, and ensure equity will 
undoubtedly be better positioned to navigate the complexities of the 
industry and achieve sustained success. 

3.5   Employee Feedback and Continuous Improvement Systems 

In the dynamic and competitive environment of Nigeria's energy sectors, 
the importance of employee feedback and continuous improvement 
systems cannot be overstated. As organizations strive to remain agile and 
responsive to the ever-evolving industry demands, the need for 
mechanisms that facilitate regular feedback and enable swift HRM 
adjustments has become paramount. This focus is not merely a response 
to modern HR trends but a strategic imperative to ensure sustained 
growth, innovation, and competitiveness. 

3.5.1   The Power of Employee Feedback 

Employee feedback is a potent tool that provides organizations with 
insights into their operations, culture, and overall work environment. In 
the energy sectors, where the stakes are high and the margin for error is 
minimal, understanding the perspectives, concerns, and suggestions of the 
workforce is crucial. Regular feedback sessions, be it through formal 
performance reviews, anonymous surveys, or open forums, offer a wealth 
of information that can guide HR and organizational strategies. 

For instance, feedback can highlight areas of concern, such as safety 
protocols in the oil and gas sector or the need for specialized training in 
the renewables sector. By addressing these concerns proactively, 
organizations not only enhance their operational efficiency but also foster 
a culture of trust and open communication. 

3.5.2   Continuous Improvement and Agile HRM 

Continuous improvement is not a one-off initiative but an ongoing process. 
In the context of HRM, this entails regularly reassessing and refining HR 
strategies, policies, and practices to ensure they align with organizational 
goals and industry best practices. Agile HRM, inspired by the principles of 
agile project management, emphasizes flexibility, adaptability, and swift 
response to feedback (Denning, 2018). 

In Nigeria's energy sectors, agile HRM is particularly relevant. Given the 
industry's rapid technological advancements and the nation's unique 
socio-economic challenges, HR strategies need to be fluid and adaptable. 
For instance, if feedback indicates a skills gap in a particular domain, agile 
HRM would entail swiftly organizing targeted training sessions or 
collaborating with educational institutions to address the gap. 

3.5.3   Challenges and the Way Forward: 

While the emphasis on employee feedback and continuous improvement 
is commendable, challenges persist. The sheer size and complexity of some 
organizations in the energy sectors can sometimes impede the swift 
implementation of feedback. Moreover, cultural norms and hierarchical 
structures can sometimes deter open and candid feedback. 

However, as note, the key lies in fostering a culture of continuous learning 
and improvement. Organizations need to invest in systems and tools that 
facilitate feedback collection, analysis, and implementation (Al-Haddad 
and Kotnour, 2015). Moreover, leadership buy-in is crucial to ensure that 
feedback is not just collected but acted upon. 

In conclusion, as Nigeria's energy sectors continue to evolve, the role of 
employee feedback and continuous improvement systems will be 
paramount. Organizations that can effectively harness the power of 
feedback and remain agile in their HRM practices will undoubtedly be 
better positioned to navigate the complexities of the industry and achieve 
sustained success. 

4. COMPARATIVE ANALYSIS: OIL AND GAS VS. RENEWABLE 
ENERGY 

4.1   HRM Practices Unique to the Oil and Gas Sector 

The oil and gas sector, with its intricate operations and global reach, has 
always been at the forefront of industrial evolution. This sector has not 
only been a significant contributor to the global economy but has also been 
a crucible for many human resource management (HRM) practices that 
are now considered standard across industries. The unique challenges 
posed by the oil and gas environment have necessitated the development 
of specialized HRM practices tailored to its demands. 

One of the primary distinctions of HRM in the oil and gas sector is the 
emphasis on recruiting and selection practices. Given the technical nature 
of the industry, there is a heightened focus on acquiring talent with 
specialized skills and knowledge. Some researchers highlighted the critical 
role of recruitment and selection in determining the organizational 
performance of the Iraqi oil and gas sector (Saddam and Mansor, 2015). 
Their study underscored the importance of aligning recruitment strategies 
with the specific needs of the industry to ensure the acquisition of 
competent workforce, which in turn significantly impacts the overall 
performance of the sector 1. 

Another unique aspect of HRM in this sector is the management of a highly 
diverse workforce. Oil and gas operations often span multiple countries 
and cultures, necessitating HR practices that can cater to a multicultural 
workforce. This requires HR professionals to be adept at cross-cultural 
communication and understanding, ensuring that policies and practices 
are inclusive and respectful of cultural differences. 

The nature of oil and gas operations also means that employees often work 
in remote locations, sometimes in challenging and hazardous conditions. 
This has led to the development of HRM practices that prioritize employee 
safety and well-being. Comprehensive training programs, regular safety 
drills, and stringent safety standards are integral to HRM in this sector. 

Additionally, the cyclical nature of the oil and gas industry, influenced by 
global economic factors and geopolitical events, means that HRM practices 
must be agile and adaptable. During boom periods, there is a rush to hire 
and train new employees, while downturns might necessitate layoffs or 
retraining. HR professionals in this sector must be adept at workforce 
planning, ensuring that the organization has the right number of 
employees with the right skills at the right time. 

In conclusion, the oil and gas sector, with its unique challenges and global 
scope, has given rise to specialized HRM practices. From recruitment and 
selection tailored to the industry's needs to managing a diverse and often 
remote workforce, HRM in this sector is a complex interplay of global best 
practices and industry-specific requirements. 

4.2   HRM Innovations Peculiar to the Renewable Energy Sector 

The renewable energy sector, with its emphasis on sustainability and 
environmental responsibility, has necessitated the evolution of unique 
human resource management (HRM) practices. As the world grapples 
with the challenges of climate change and environmental degradation, the 
renewable energy sector stands at the forefront, offering solutions and 
setting standards for sustainable business operations. Consequently, HRM 
within this sector has evolved to reflect these values and priorities. 

A defining feature of HRM in the renewable energy sector is the integration 
of green human resource management (Green HRM). Green HRM is an 
approach that integrates environmental considerations into HRM 
practices, aiming to develop a workforce that understands, values, and 
actively practices green initiatives. 

Another significant trend in the renewable energy sector's HRM practices 
is the focus on green work engagement (GWE). A group researchers 
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conducted a study exploring the impact of various Green HRM practices on 
GWE among employees in renewable energy departments (Alshaabani et 
al., 2021). Their findings revealed that green rewards, green training, and 
green performance management significantly influenced GWE, 
highlighting the critical role of these practices in promoting employee 
engagement with green initiatives. 

Furthermore, explored the role of ethical leadership in promoting Green 
HRM practices and their subsequent impact on employees' green 
behaviors (Chreif and Farmanesh, 2022). Their research found that ethical 
leadership significantly influences employees' green behaviors, with 
Green HRM and harmonious environmental passion mediating this 
relationship3. This underscores the importance of leadership in fostering 
a culture of sustainability and promoting green HRM practices. 

In addition, emphasized the importance of green process innovation as a 
moderating factor in the relationship between green HRM practices and 
environmental performance (Irani and Kilic, 2022). Their study, 
conducted among hotels in Turkey, found that the adoption of green HRM 
practices significantly enhanced environmental performance, especially 
when complemented by green process innovation4. 

In conclusion, the renewable energy sector, with its commitment to 
sustainability and environmental responsibility, has given rise to 
distinctive HRM practices. From the integration of Green HRM to the 
emphasis on green work engagement and the role of ethical leadership, 
the HR landscape in this sector is a testament to its dedication to a 
sustainable future. 

4.3   Commonalities in HRM Innovations Across Both Sectors 

The energy sector, encompassing both traditional oil and gas and the 
burgeoning renewable energy industries, is a cornerstone of the global 
economy. As these industries evolve, so too do their human resource 
management (HRM) practices. Despite the inherent differences between 
the oil and gas and renewable energy sectors, there are several 
commonalities in their HRM innovations, reflecting broader trends in the 
global workforce and the unique challenges of the energy industry. 

One of the most prominent shared HRM innovations across both sectors is 
the emphasis on talent acquisition and retention. The energy industry, 
whether traditional or renewable, is highly technical and requires a skilled 
workforce. Both sectors have thus invested heavily in recruitment 
strategies that target top talent, emphasizing both technical expertise and 
cultural fit. Training and development initiatives are also paramount, 
ensuring that employees remain at the cutting edge of industry 
advancements and best practices. 

Another shared HRM innovation is the focus on diversity and inclusion. As 
global industries, both the oil and gas and renewable energy sectors 
operate across different cultures and demographics. Recognizing the value 
of diverse perspectives, companies in both sectors have implemented 
HRM practices that promote inclusivity, from bias-free recruitment 
processes to leadership development programs that prioritize 
underrepresented groups. 

Employee well-being and work-life balance have also emerged as shared 
priorities across both sectors. The energy industry often requires long 
hours and, in some cases, remote work locations. In response, companies 
have developed HRM practices that prioritize employee health and well-
being, offering flexible working arrangements, comprehensive health and 
wellness programs, and mental health resources. 

Furthermore, both sectors have recognized the importance of continuous 
feedback and improvement in their HRM practices. With the rapid pace of 
technological advancement and the ever-changing global energy 
landscape, companies must remain agile and responsive to employee 
needs and industry trends. Regular feedback mechanisms, from employee 
surveys to performance reviews, ensure that HRM practices evolve in 
tandem with broader industry shifts. 

In conclusion, while the oil and gas and renewable energy sectors each 
have their unique challenges and priorities, several commonalities in HRM 
innovations bridge the two. These shared practices reflect the broader 
trends in the global workforce and underscore the energy industry's 
commitment to its most valuable resource: its people. 

5. IMPLICATIONS AND OUTCOMES OF INNOVATIVE HR PRACTICES 

5.1   Organizational Performance and Growth 

In the contemporary business landscape, the role of Human Resource 

Management (HRM) has evolved beyond traditional personnel 
management. The strategic integration of HR practices has become pivotal 
in driving organizational performance and growth. The nexus between HR 
innovations and business metrics is increasingly evident, with 
organizations recognizing the transformative potential of HR practices in 
achieving business success. 

A study by emphasized the firm-level impact of strategic HR practices on 
organizational performance (Apospori et al, 2008). Their research, which 
spanned across Europe, highlighted the direct and indirect influences of 
market growth, business strategy formalization, and HRM centrality on 
performance. The study underscored the significance of HRM practices in 
driving organizational outcomes, especially in diverse geographies with 
varying business cultures and practices. 

In the realm of Small and Medium Enterprises (SMEs), emphasized the role 
of HRM in enhancing organizational performance (Zakaria, 2013). The 
study accentuated the need for SMEs to harness their full potential and 
seize opportunities to become more competitive. The research posited 
that improved SME performance could be achieved through strategic HRM 
practices and organizational innovative capability. The emphasis on 
human resources as a pivotal organizational resource underscores the 
importance of HRM in driving business success. 

Furthermore, the integration of technology in HR practices has also 
emerged as a significant driver of organizational performance. A study by 
highlighted the role of technology adoption in enhancing employee job 
performance (Bader, and Mohammad, 2019). The research emphasized 
the importance of task-technology fit and the role of supervisory support 
in fostering technology adoption, which subsequently impacts employee 
performance. The study provides a compelling argument for the strategic 
alignment of HR practices with technological advancements to drive 
organizational outcomes. 

In the context of non-technological innovation, explored the barriers to 
innovation and their impact on business performance (Acuña-Opazo and 
Castillo-Vergara, 2018). Their research highlighted the challenges posed 
by cost, market, and regulatory barriers in the development of innovation. 
Despite these challenges, the study underscores the transformative 
potential of organizational and marketing innovation in driving business 
performance, especially in emerging economies. 

In conclusion, the strategic integration of HR innovations is pivotal in 
driving organizational performance and growth. The empirical evidence 
underscores the transformative potential of HR practices in achieving 
business success, emphasizing the need for organizations to harness the 
full potential of their human resources. 

5.2   Employee Satisfaction and Retention Rates 

In the contemporary business environment, the significance of employee 
satisfaction and retention cannot be overstated. The dynamics of the 
workplace have evolved, and organizations are increasingly recognizing 
the importance of fostering a positive work environment to ensure the 
well-being and satisfaction of their employees. This, in turn, has a direct 
impact on employee retention rates, which is a critical metric for 
organizational success. The relationship between innovative Human 
Resource (HR) practices and employee morale and attrition is a topic of 
considerable interest in academic and industry circles. 

Employee satisfaction is intricately linked to the HR practices adopted by 
an organization. A study by emphasized the role of HR policies, 
compensation and benefits, work pressure, and relationships with 
superiors in influencing employee retention, especially in the IT sector 
(Krishnamoorthy and Aisha, 2022). Their research, which focused on 
software engineers from various IT companies in Bangalore, including 
TCS, Tech Mahindra, Honeywell, Caterpillar, and IBM, highlighted the need 
for organizations to view HR practices from the perspective of the 
employees. The study underscored the importance of understanding 
employee needs and aligning HR practices accordingly to enhance 
retention rates . 

Furthermore, conducted an in-depth analysis of the impact of various HRM 
practices on employee satisfaction and performance in the IT sector in 
India (Dubisetty and Reddy, 2022). Their research identified several HR 
practices that can significantly influence employee satisfaction, including 
health and safety measures, working environment, welfare programs, 
training and development, compensation management, reward 
management, industrial relations, work-life balance, and fringe benefits. 
Among these, reward management and compensation plans were found to 
have a major impact on employee performance, while welfare programs 
had a relatively lesser impact. 
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Globalization has also played a pivotal role in shaping HR practices and 
their impact on employee attrition and retention. A group researchers 
explored the effects of globalization on employee attrition and retention 
in the Indian IT industry (Prajapati et al., 2023). Their research highlighted 
the challenges posed by global expansion and emphasized the importance 
of enhancing employee engagement to mitigate the adverse effects of 
globalization. The study also pointed out the need for organizations to 
adopt effective engagement practices to ensure workforce sustainability 
in the face of increasing global challenges. 

In conclusion, innovative HR practices play a crucial role in determining 
employee satisfaction and retention rates. As the business landscape 
continues to evolve, organizations must continually reassess and refine 
their HR strategies to ensure they remain aligned with employee needs 
and expectations. By doing so, they can foster a positive work 
environment, enhance employee morale, and ultimately, achieve higher 
retention rates. 

5.3   Attracting High-Quality Talent 

In the contemporary business landscape, the role of innovative HR 
practices in attracting high-quality talent has become paramount, 
especially in sectors that are pivotal to a nation's growth and 
sustainability. The energy sector, being one of such sectors, demands a 
workforce that is not only skilled but also adaptable, innovative, and 
aligned with the sector's evolving needs. This section delves into the 
significance of innovative HR practices in making the energy sectors more 
appealing to high-quality talent. 

The energy sector, with its multifaceted challenges ranging from 
sustainability concerns to technological advancements, requires a 
workforce that can navigate these complexities with expertise and 
innovation. As such, the traditional methods of talent acquisition may not 
suffice. According to firms in sectors like IT have realized the importance 
of acquiring and developing talent by engaging them according to their 
competencies and fulfilling their psychological and social needs, which 
ultimately results in talent retention1 (Sathyanarayana et al., 2019). This 
insight can be extrapolated to the energy sector, where the need for 
specialized skills and adaptability is even more pronounced. 

Deloitte defines talent acquisition as "a strategic approach to identifying, 
attracting and onboarding top talent to efficiently and effectively meet 
dynamic business needs"2. In the context of the energy sector, this 
translates to identifying individuals who not only possess the requisite 
technical skills but also demonstrate a keen understanding of the sector's 
macro challenges and are equipped to address them. Sundarapandiyan 
and Babu emphasize that in the face of a diverse talent pool and 
conventional thought processes, talent acquisition becomes a complex and 
challenging endeavor2 (Sundarapandiyan and Babu, 2016). However, the 
energy sector's unique challenges also present an opportunity for HR 
practices to evolve and become more targeted in their approach. 

One of the key strategies that energy companies can adopt is to position 
themselves as pioneers in sustainability and technological innovation. By 
doing so, they can appeal to the values and aspirations of the current 
generation of talent, who are increasingly seeking purpose-driven roles. 
Furthermore, by showcasing real-world impact and offering opportunities 
for growth and development, energy companies can differentiate 
themselves in the talent market. 

In conclusion, the energy sector's appeal to high-quality talent hinges on 
its ability to align its HR practices with the aspirations and values of the 
modern workforce. By adopting innovative talent acquisition strategies 
and fostering a culture of growth, learning, and impact, the sector can 
position itself as a preferred choice for top talent. 

6. RECOMMENDATIONS 

6.1   Adapting Global Best Practices to the Nigerian Context 

In the rapidly evolving landscape of business and management, the 
adaptation of global best practices to local contexts has become a focal 
point for organizations aiming to achieve sustainable growth and 
competitive advantage. This is particularly true for Nigeria, a nation with 
a rich tapestry of cultural, economic, and social nuances that can influence 
the implementation and outcomes of universally accepted practices. The 
challenge, therefore, lies in discerning which global best practices can be 
seamlessly integrated into the Nigerian context and which ones require 
significant modification to be effective. 

One of the areas where this adaptation is most evident is in the realm of 
Human Resource Management (HRM). The recent phenomenon termed 

the 'Japa Syndrome' in Nigeria, characterized by a mass resignation and 
migration of tech talents to overseas locations, has posed significant 
challenges for HR professionals in the country. The constant cycle of hiring 
and re-hiring, coupled with the need to retain talent to avoid operational 
disruptions, has necessitated a deep dive into global HR best practices to 
identify strategies that can be effectively adapted to the Nigerian scenario. 

Furthermore, the importance of aligning with global best practices, 
especially in the realm of academia. They highlight the challenges posed 
by the COVID-19 pandemic and how institutions, including those in 
Nigeria, have had to reinvent their pedagogical approaches. The shift to 
telecommuting and virtual online learning, they argue, can be seen as an 
adaptation of global best practices to address local challenges, such as 
inadequate infrastructure and classroom spaces. 

However, the mere adoption of global best practices is not a panacea for 
the challenges faced by Nigerian organizations. It is essential to 
understand the underlying principles of these practices and modify them 
to fit the unique socio-cultural and economic fabric of Nigeria. For 
instance, while telecommuting might be a standard practice in many 
Western countries, its implementation in Nigeria requires addressing 
challenges like inconsistent power supply, internet connectivity issues, 
and cultural perceptions about remote work. 

In conclusion, while global best practices offer a roadmap for 
organizations in Nigeria, their successful implementation hinges on a deep 
understanding of the local context and a willingness to adapt and innovate. 
Only by marrying the global with the local can Nigerian organizations hope 
to achieve sustainable growth and remain competitive in an increasingly 
interconnected world. 

6.2   Future-Proofing HR Practices in the Energy Sectors 

In the rapidly evolving landscape of the energy sectors, the role of human 
resources (HR) is pivotal in ensuring that organizations remain agile, 
resilient, and competitive. As the energy sectors undergo significant 
transformations, driven by technological advancements, environmental 
concerns, and shifting market dynamics, HR practices must be future-
proofed to address the emerging challenges and capitalize on new 
opportunities. 

One of the primary drivers of change in the energy sectors is the digital 
revolution. Automation and digitalization are reshaping the way 
operations are conducted, from mineral and metal extraction to energy 
production and distribution (Clausen and Sörensen, 2022). These 
technological shifts necessitate a rethinking of HR practices, ensuring that 
the workforce is equipped with the necessary skills and competencies to 
navigate a digitally integrated environment. Training and development 
initiatives must be revamped to focus on digital literacy, data analytics, 
and other tech-centric skills. 

Furthermore, the global cooling demand, exacerbated by climate change 
and demographic shifts, underscores the need for sustainable and efficient 
energy solutions (Peters, and Sayin, 2022). HR practices in the energy 
sectors must prioritize sustainability, promoting a culture of 
environmental stewardship among employees. This can be achieved 
through targeted recruitment strategies, seeking individuals with a 
passion for sustainability, and offering incentives for green initiatives. 

The recent global pandemic has also highlighted the importance of agility 
and adaptability in HR practices. Organizations worldwide had to rapidly 
adjust their operations in response to the pandemic, emphasizing the need 
for digital transformation strategies centered on people. HR must be at the 
forefront of these transformations, ensuring that employee well-being is 
prioritized and that the organization remains resilient in the face of 
unforeseen challenges. 

Moreover, as the energy sectors become increasingly globalized, there is a 
growing emphasis on diversity, inclusion, and equity. HR practices must 
reflect this shift, implementing policies that promote a diverse and 
inclusive workforce. This not only enhances organizational culture but 
also drives innovation, as diverse teams bring a multitude of perspectives 
and ideas (Akhtar et al., 2022). 

In conclusion, future-proofing HR practices in the energy sectors is not a 
mere option but a necessity. As the sectors continue to evolve, HR must 
remain proactive, anticipating future challenges, and preparing the 
workforce to meet them. By e0mbracing digitalization, prioritizing 
sustainability, and promoting diversity and inclusion, HR can ensure that 
the energy sectors remain competitive and resilient in the years to come. 
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6.3   Fostering a Culture of Continuous Innovation in HRM 

The continuous evolution of the business landscape necessitates 
organizations to be agile, adaptive, and innovative. One of the pivotal areas 
that has seen a transformation in its approach and practices is Human 
Resource Management (HRM). The role of HRM in fostering a culture of 
continuous innovation cannot be understated. This culture is not just 
about introducing new products or services but also about refining 
existing processes, practices, and mindsets to meet the ever-changing 
demands of the business environment. 

Human Resource Management has traditionally been viewed as a support 
function, primarily concerned with administrative tasks such as 
recruitment, payroll, and compliance. However, in the contemporary 
business scenario, HRM has emerged as a strategic partner, playing a 
crucial role in driving organizational innovation. Chaturvedi emphasized 
the significance of strategic HRM initiatives in nurturing skills and 
behaviors in employees that align with an innovative organization 
(Chaturvedi, 2013). The study highlighted the importance of human 
resource policies and practices in creating and preserving a culture that 
fosters innovation. 

Innovation in organizations is not just about product or service 
innovation. It encompasses a broader spectrum, including process 
innovation, organizational innovation, and cultural innovation. Kasemsap 
elaborated on the role of Total Quality Management (TQM) practices in 
enhancing quality performance (Kasemsap, 2015). The study identified 17 
TQM practices, including Human Resource Management, that significantly 
enhance organizational performance in the global business environment. 
This underscores the intertwined relationship between quality 
management and human resource practices in driving innovation. 

The digital transformation wave has also impacted HRM practices. The 
adoption of Electronic Human Resource Management (E-HRM) strategies 
has revolutionized traditional HR functions. Khashman conducted a study 
on the impact of E-HRM strategies on organizational innovation using a 
knowledge repository as a mediating construct (Khashman, 2022). The 
findings revealed a strong positive relationship between several E-HRM 
strategies and organizational innovation, emphasizing the role of digital 
tools in enhancing HR's contribution to innovation. 

Furthermore, the organizational culture plays a pivotal role in 
determining the success of innovation initiatives. A study by investigated 
the impact of HRM on innovation and organizational culture (Yusof, 2023). 
The research highlighted the moderating role of organizational culture in 
the relationship between HRM and innovation. It was deduced that a 
conducive organizational culture, fostered by effective HRM practices, 
significantly enhances the innovation performance of organizations. 

In conclusion, fostering a culture of continuous innovation in HRM is 
imperative for organizations to thrive in the competitive business 
landscape. HRM practices, both traditional and digital, play a crucial role 
in driving innovation across various facets of the organization. By aligning 
HR strategies with organizational goals and fostering a conducive culture, 
organizations can ensure sustained growth and success in the ever-
evolving business environment. 

7. CONCLUSION 

The exploration of innovative HR practices in Nigeria's energy sectors, 
encompassing both the oil and gas and renewable energy domains, has 
unveiled a plethora of insights that are not only pertinent to the Nigerian 
context but also resonate with global HR trends. The energy sector, with 
its unique challenges and opportunities, demands HR practices that are 
agile, forward-thinking, and aligned with the sector's dynamic nature. As 
we synthesize the findings and insights from the preceding sections, 
several key takeaways emerge that chart the road ahead for HR in 
Nigeria's energy sectors. 

Firstly, the Nigerian energy landscape is undergoing a significant 
transformation. With the global shift towards sustainable energy sources, 
the renewable energy sector in Nigeria is poised for growth. This presents 
a dual challenge for HR professionals: managing the legacy workforce in 
the oil and gas sector while preparing for the talent demands of the 
burgeoning renewable energy sector. Balancing the talent needs of these 
two sectors, each with its unique requirements, will be a critical task for 
HR in the coming years. 

The evolution from traditional HR practices to innovative HR strategies 
underscores the sector's recognition of the changing business 
environment. Gone are the days when HR was merely a support function. 
Today, HR stands at the forefront, driving organizational strategies, 

fostering innovation, and playing a pivotal role in achieving business 
objectives. The shift towards data-driven decisions, technological 
advancements in HR, and the emphasis on continuous feedback and 
improvement are testament to the sector's commitment to staying abreast 
of global best practices. 

Diversity, inclusion, and equity have emerged as non-negotiables in the 
modern workplace. The energy sectors in Nigeria are no exception. As the 
sectors strive to be more inclusive, HR practices that promote diversity 
and ensure equity will be of paramount importance. Creating a workplace 
that is reflective of the diverse Nigerian populace will not only enhance 
creativity and innovation but will also position the sectors as employers of 
choice, attracting top-tier talent. 

Employee well-being and work-life balance, once considered perks, are 
now integral to the HR strategy. Recognizing that employees are the most 
valuable asset, the energy sectors are investing in initiatives that promote 
mental health, flexibility, and overall employee satisfaction. A content and 
motivated workforce is not only more productive but also more loyal, 
reducing attrition rates and the associated costs of hiring and training new 
employees. 

The comparative analysis of HR practices in the oil and gas sector versus 
the renewable energy sector revealed both unique practices and 
commonalities. While each sector has its distinct challenges, the 
overarching goal remains the same: to attract, retain, and develop top 
talent. As the renewable energy sector grows, there will be opportunities 
to cross-pollinate best practices, ensuring that both sectors benefit from 
the collective wisdom. 

In conclusion, the road ahead for HR in Nigeria's energy sectors is both 
challenging and exciting. As the sectors navigate the complexities of the 
modern business environment, HR will play a central role in steering the 
ship. The key takeaways from this exploration underscore the importance 
of continuous innovation in HR practices, a commitment to diversity and 
inclusion, and the unwavering focus on employee well-being. By 
embracing these tenets, HR in Nigeria's energy sectors is well-positioned 
to drive organizational success, ensuring that the sectors remain 
competitive on the global stage. The journey ahead is long, but with the 
right HR strategies in place, the future is bright. 
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