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Abstract: 

The term sustainable development became prominent after in the present globalised 

environment. There were so many deliberations were made on prioritized global environmental 

discussions and improved upon the initial framework introduced for Environment and 

Development. However, the role of higher education in preventing ecological degradation is 

highly recognized by the intellectuals in this aspect. The term development signifies and it meets 

the needs of the current generation without compromising the ability of future generations.  

The future of all countries could engage with, but the disadvantage of vagueness and 

contestability. Furthermore, as is not instructive, a universal model of sustainability and 

sustainable development application has not yet been developed. In order to implement 

sustainable development, it became necessary to develop the ideas further in terms of defining 

what sustainable means and the relevance of development and distinguishing it from 

environmental education. For this report, sustainability is understood as the process of an 

additional challenge was how to unpack the elements of a new type of development. 

Environmentalists and researchers recognized, though, that development patterns were harming 

the environment and that social problems were emerging.  
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Introduction: 

An attempt is made to address the how higher education system help sustainable 

development and its impact on the social development. A variety of models and frameworks 

were created to identify priority areas in sustainable development and ways to achieve progress 

by identifying economic, social and environmental goals. These three elements compose the 

three pillars of sustainable development, also identified at the Rio Earth Summit, as a means to 

clarify the definition of sustainable development and its application. Each one of the three pillars 

carries similar importance in creating and maintaining stability and balance. People, the planet 

and profits are all inextricably linked and interdependent, and must therefore be synchronized 

accordingly. The following models and frameworks provide feasible and understandable ways to 

co-ordinate the three pillars of sustainable development. 

  

The Triple Bottom Line:  

The initial, most basic model of sustainable development to evolve is referred to as the 

Triple Bottom Line (Elkington, 1994). The idea is that at the organizational level where once 

there was only one bottom line – finance, now there should be two others: social and 

environmental. The Triple Bottom Line is conceptually easy to grasp, but very hard to deliver in 

reality, as it is still vague and offers no prescriptive solutions. This model can be adapted and 

modified, by adding other areas of consideration. The Triple Bottom Line plus may also include 

culture, ethics, equality, equity, social responsibility, politics and future generations in addition 

to economic, social and environmental factors. The Triple Bottom Line model is a useful entry 

point for sustainable development since it is simple and relatively non-controversial. Although it 

has less utility when used to develop implementation plans
1
. 
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The Natural Step Model  

The next generation of sustainability models tried to integrate decision making 

frameworks to help people make the right choices. Using a scientific approach, the Natural Step 

used the emerging theory of systems thinking to help generate an applicable model to limit 

human action affecting changes in nature (Robért, 1991). The world was conceived as a complex 

system with four dominant system conditions
2
.  

In the sustainable society, nature is not subject to systematically increasing:  

1. Concentrations of substances extracted from the Earth's crust;  

2. Concentrations of substances produced by society;  

3. Degradation by physical means; and, in that society;  

4. People are not subject to conditions that systematically undermine their capacity to meet their 

needs.  

 

These four system conditions can be more concretely translated into the principles of 

sustainability. So that to become a sustainable society, we must eliminate our contribution to:  

1. The progressive buildup of substances extracted from the Earth’s crust (for example, heavy 

metals and fossil fuels);  

2. The progressive buildup of chemicals and compounds produced by society (for example, 

dioxins, PCBs, and DDT);  

3. The progressive physical degradation and destruction of nature and natural processes (for 

example, over harvesting forests and paving over critical wildlife habitat); and  

4. Conditions that undermine people’s capacity to meet their basic human needs (for example, 

unsafe working conditions and not enough pay to live on).  
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This approach focuses on society’s interactions with the Earth. Since its introduction, 

corporations and businesses have adopted these principles to manage resources and to become 

more sustainable. However, this is an incomplete model as it focuses substantially on the 

environment, yet fails to adequately address the other components of sustainability.  

Five Capitals Model  

A third model has surfaced using economics as the starting point. The Five Capitals 

Model maintains that any government or organization has five capitals or stocks to manage: 

natural, social, human, and financial and manufactured (Porritt, 2005). Each of these capitals can 

be defined and the stocks evaluated, using the chart below
3
.  

                            Table : A- Five Capital model of the economy 

 

Capital/Resource  Stock  Flow  

Natural  Land, sea, air, vegetation, 

ecological systems  

Food, water, energy, waste, 

disposal, climate  

Human  Knowledge, skills, health, 

motivation, spiritual ease  

Happiness, creativity, 

innovation, work, energy, 

participation  

Social  Families, communities, 

organizations, governance 

systems, schools  

Security, shared goods (e.g., 

culture, education) inclusion, 

justice  

Manufactured  Infrastructure, roads, 

buildings, tools, fixed assets  

Living/working space, 

access, distribution  

Financial  Money, stocks, bonds, 

banknotes  

Means of valuing, owning or 

exchanging other four 

capitals  
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                                             Source: Forum for the Future 

Management education institutions and sustainable development  

As noted earlier, the concept of sustainable development was originally introduced at the 

first Earth Summit in 1972 in Stockholm. During this meeting of government representatives and 

non-governmental organizations, education was identified as fundamental to the successful 

achievement of sustainable development, and a point that has been reiterated by numerous 

governments and practitioners in the intervening years. Since then, progress has been variable 

and generally unsatisfactory. However, a badly needed injection of urgency was administered in 

2005, when the UN adopted a Decade of Education for Sustainable Development (DESD) 

(UNESCO, 2005). The goal of the DESD is to: “integrate the principles, values, and practices of 

sustainable development into all aspects of education and learning.” The idea being that, such an 

input will “encourage changes in behavior that will create a more sustainable future in terms of 

environmental integrity, economic viability, and a just society for present and future 

generations.” Recognizing that human behavior can be altered to limit harmful effects on the 

environment, sustainable development philosophy has evolved to include more than just 

recycling and constructing buildings with solar panels, but encompasses how individuals and 

communities behave and interact with the Earth
4
.  
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Objectives of the Study: After through verification of the existing literature on management 

education and review the following objectives were framed: 

1. To extract the recent developments in human resource management education. 

2. To interpret and analyze the perceptions of respondents on various issues of the recent 

developments in HRM. 

3. To study whether there is a significant difference between the individual as well as 

organizational goals as a key performance areas with the recent products of HRM, and 

also tests the differences amongst the recent products of HRM.  

4. To offer a suitable suggestion to utilize the utilities of these developments or products to 

achieve the individual goals as well as the organizational goals.  

Methodology of the Study: The data collected from the primary source as well as the secondary 

sources. The primary data has been collected through a structured questionnaire from the 150 

respondents, and the secondary data obtained from the existing literature and reviews.  

Techniques:  

The SPSS 16.0 version was used to interpret and analyze the data. The techniques of frequency, 

mean, standard deviation, correlation paired t-sample test, regression analysis and ANOVA were 

applied.  

 

Table 1: Distribution  of  Respondents  by Their Age: 

 Age Frequency Percent 

Valid 20-30 68 45.3 

30-40 39 26.0 

40-50 43 28.66 

    

                                                 Total 150 100.0 

 

 This table reveals that the distribution of the respondents based on their age. The majority of the 

respondents (45.3 percent) represented from the age group of 20-30 years, followed by the 40-50 
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years and 30-40 years. Hence it can be concluded that the majority of the respondents 

represented from the age group of 20-30 years. 

 Table 2: Distribution  of  Respondents  by Their Gender 

 

 Gender Frequency Percent 

Valid Male 98 65.3 

Female 52 34.7 

   

    

                                         Total 150 100.0 

 

 

The above table reveals that the distribution of respondents based on their gender. The majority 

of the respondents (65.33 percent) belonged to the male category, remaining of them relevant to 

the female category. Hence it was evident that the majority of the respondents belonged to the 

male category.  

 

Table 3: Distribution  of  Respondents  by Their Income 

 

 Income Frequency Percent 

Valid < 10000 29 19.3 

10000-20000 52 34.7 

20000-30000 56 37.33 

40000-50000 13 8.7 
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 Income Frequency Percent 

Valid < 10000 29 19.3 

10000-20000 52 34.7 

20000-30000 56 37.33 

40000-50000 13 8.7 

   

    

                                              Total 150 100.0 

 

This table reflects that the distribution of respondents based on their income. The 37.33 percent 

of the respondents earns income vary from the 20,000to30,000, and 34.7 percent of them earns 

between the levels of income between 10,000-20,000. Followed by the less than 10,000 and 

40,000 to 50,000. Therefore, it was evident that the majority of the respondents represented from 

the income group of 20,000 to 30,000
5
.  

Table 4: Distribution  of  Respondents  by Their Education 

qualification 

 Educational Qualifications Frequency Percent 

Valid PG 108 72.0 

CA/ICWA 42 28.0 

   

    

                                                   Total 150 100.0 
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This table explains about the distribution of respondents based on their educational 

qualifications. The majority of the respondents (72.00 percent) possess the qualification of PG 

followed by the CA/ICWA.  

 

Table 5: Paired Samples Statistics 

 Name  of  Variable Mean N Std. Deviation Std. Error Mean 

Pair 1 HR score card  2.29 150 1.229 .100 

Balanced score card  1.37 150 .484 .039 

 

This table reveals that the paired samples statistics for the HR score card and balanced score 

card. The table projected that the HR score card was better than the balanced score care. 

 

Table 6: Paired Samples Correlations 

  N Correlation Sig. 

Pair 1 HR score card  

Balanced score card  
150 -.205 .012 

 

This table exhibits the relationship between HR score card and balanced score card, and it was 

projected that the there was a week relationship between the HR score card and balanced score 

card. 

Table 7:Paired Samples Test 

  Paired Differences 

t df 

Sig. 

(2-

tailed) 

  

Mean 

Std. 

Deviat

ion 

Std. Error 

Mean 

95% 

Confidence 

Interval of the 

Difference 
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  Lowe

r Upper 

Pair 

1 

   HR score card Vs      

  Balanced score card  
.927 1.410 .115 .699 1.154 8.050 

14

9 
.000 

 

Null Hypothesis (Ho): There is no significant difference between the HR score card and 

balanced score card.  

Alternative hypothesis (Ha): There is a significant difference between the HR score card 

balanced score card.  

Analysis: The table presents that the value of t was 8.050, df=149, P=0.000, hence it was evident 

that the assumed null hypothesis was not accepted, and it inferred that there was a significant 

difference between the HR score card and balanced score card. 

  

Table 8: Paired Samples Statistics 

  Mean N Std. Deviation Std. Error Mean 

Pair 1 Six sigma 1.66 150 1.016 .083 

competency  Mapping 2.21 150 1.288 .105 

 

This table reveals that the paired samples statistics between the six sigma and company mapping. 

The proposed table reflected that competency mapping was more favorable than six sigma.  

 

Table 9: Paired Samples Correlations 

  N Correlation Sig. 

Pair 1 Six sigma. & 

competency Mapping 
150 .266 .001 
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This table establish the relationship between size sigma and competency mapping. Both 

variables were correlated positively, but there was a weak   relationship between the six sigma 

and competency mapping
6
.  

 

This table makes it clear that the paired samples test to observe the relationship between six 

sigma and competency mapping.  

Null Hypothesis (Ho): There is no significant difference between the six sigma and competency 

mapping.  

Alternative Hypothesis (Ha): There is a significant difference between the six sigma and 

competency mapping.  

Analysis: The value of t was -4.799, df=149, P=0.000, hence it can be concluded that the 

assumed null hypothesis was rejected and inferred that there was no significant difference 

between the six sigma to the competency mapping.  

                                                           
 

Table 10: Paired Samples Test 

  Paired Differences 

t df 

Sig. 

(2-

tailed) 

  

Mean 

Std. 

Deviati

on 

Std. 

Error 

Mean 

95% Confidence 

Interval of the 

Difference 

  Lower Upper 

Pair 1 Six sigma &Competency  

Mapping 
-.553 1.412 .115 -.781 -.326 -4.799 149 .000 
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Table 11: Paired Samples Statistics 

  

Mean N 

Std. 

Deviation 

Std. Error 

Mean 

Pair 1 360 degrees feed back& 1.23 150 .424 .035 

HR audit  1.46 150 .701 .057 

 

This table distributes that relationship between the 360 degreed feed back to the HR Audit. The 

table conveys that HR audit was more favorable response than the 360 degrees feedback.  

 

Table 12: Paired Samples Correlations 

  N Correlation Sig. 

Pair 1 360 degrees feedback & HR 

audit 
150 -.363 .000 

 

It is reflects the correlation between the 360 degree feed back to the HR audit. These two 

variables were negatively correlated and also this relationship was weak.  
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Table 13: Paired Samples Test 

  Paired Differences 

t df 

Sig. (2-

tailed) 

  

Mean 

Std. 

Deviation 

Std. Error 

Mean 

95% Confidence Interval 

of the Difference 

  Lower Upper 

Pair 

1 

360 degrees 

feedback HR audit 
-.227 .942 .077 -.379 -.075 

-

2.946 
149 .004 

 

This table tests whether there is a significant difference between the 360 degree feed back and 

the HR audit  

Null Hypothesis( Ho): There is no significant relationship between the 360 degree feed back to 

the HR audit.  

Alternative Hypothesis (Ha): There is a significant relationship between the 360 degree feed 

back to the HR audit. 

Analysis: The value of t was -2.946, df=149, P=0.004, hence it can be concluded that the 

proposed null hypothesis was not accepted, and concluded that the there was a significant 

difference between the 360 degree feed back to the HR Audit
7
.  

Table 14: Paired Samples Statistics 

  
Mean N 

Std. 

Deviation 

Std. Error 

Mean 

Pair 

1 

The individual goals and organizational goals are 

integrated using companies for key performance areas 

&. 

1.49 150 .702 .057 

Six sigma  1.26 150 .440 .036 
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The table 14 explains about the paired samples statics, and showed that the more favorable 

response was taken place towards the individual goals and organizational goals integrated rather 

than six sigma. 

Table 15: Paired Samples Correlations 

  N Correlation Sig. 

Pair 1 The individual goals 

and organizational 

goals are integrated 

using companies for 

key performance areas. 

& Six sigma  

150 .478 .000 

 

This shows the paired samples correlations between the variables of individual as well as 

organizational goals as a key performance areas with the six sigma can be used as a HRD tool in 

dynamic environment. These two variable were positively correlated, but their relationship was 

only at the moderate (normal level). 

Table 16: Paired Samples Test 

  Paired Differences 

t df 
Sig. (2-

tailed) 

  

Mean 

Std. 

Deviati

on 

Std. 

Error 

Mean 

95% Confidence 

Interval of the 

Difference 

  Lower Upper 

Pair 

1 

The individual goals and 

organizational goals are 

intergrated using companies 

for key performance areas. 

& Six sigma  

.227 .625 .051 .126 .328 4.438 149 .000 
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This table tests whether there is a significant difference between the individual goals and 

organizational goals as a key performance areas with six sigma.  

Null Hypothesis (Ho): There is no significant difference between the six sigma and individual 

goals and organizational goals as a key performance areas.  

Alternative Hypothesis (Ha): There is a significant difference between the six sigma and 

individual goals and the organizational goals as a key performance areas. 

Analysis: The value of t was 4.438, df=149, P=0.000, hence it can be concluded that the 

proposed null hypothesis was not accepted and conformed that there was a significant difference 

between the six sigma and the individual goals and organizational goals as a key performance 

areas.  

Table 17: Model Summary 

Model R R Square 
Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .914
a
 .835 .828 .291 

a. Predictors: (Constant), 360 degrees feed back,, HR score card Balanced score 

card,, competency mapping, HR audit, and Six sigma. 

This model summary explains that percentage of variance in individual goals and organizational 

goals was explained by the variation in the 360 degree feed back, HR score card, balanced score 

card, HR Audit and six sigma. The value of correlation coefficient ® was 0.914, and its square 

was a coefficient  of determination, and it was interpreted that 83.5 percent of variation in 

individuals goals and organizational goals as a key performance area was explained by the 

variation in the 360 degree feed back, HR score card, balanced score card, HR audit and six 

sigma.  

 

 



IJEBR / August, 2015/ Volume -2 /Issue – 2/ Research Article –2 / 14- 33    ISSN:2397-2237 

International Journal of Economics Review & Business Research 
 
 

www.ijebr.com  29 

 

Table 18:ANOVA
b
 

Model 

Sum of 

Squares 
df Mean Square F Sig. 

1 Regression 61.330 6 10.222 120.375 .000
a
 

Residual 12.143 143 .085   

Total 73.473 149    

a. Predictors: (Constant), 360 degrees feed back , HR score card, Balanced score 

card, competency mapping ,and HR audit. 

b. Dependent Variable: The individual goals and organizational goals are 

integrated using companies for key performance areas. 

 

This table tests whether there is a significant difference between the individual as well as 

organizational goals as a key performance areas with the independent variables of 360 degree 

feed back, HR score card, balanced score card, HR Audit and six sigma. 

Null Hypothesis (Ho):There is no significant difference between the individual as will as 

organizational goal as a key performance areas with the independent variable of 360 degree feed 

back, HR score card, balanced score card, HR audit and six sigma.  

Alternative Hypothesis (Ha):There is a significant difference between the individual as well as 

organizational goal as a key performance areas with the independent variable of 360 degree feed 

back, HR score card, balanced score card, HR audit and six sigma. 

Analysis: The sum of squares of regression was higher than residual and at df 149, F value was 

120.375, P=0.000, hence it was observed that, the proposed null hypothesis was rejected, and 

concluded that there was a significant difference between the individual as well as organizational 

goal as a key performance areas with the independent variable of 360 degree feed back, HR 

score card balanced score card, HR audit and six sigma.  
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Table 19: Coefficients
a
 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients t Sig. 

B Std. Error Beta 

1 (Constant) .846 .197  4.293 .000 

HR score card  -.040 .023 -.069 -1.710 .089 

Balanced score card  .815 .056 .561 14.663 .000 

competency mapping  -.189 .070 -.129 -2.706 .008 

Six sigma  .200 .042 .290 4.815 .000 

HR audit  .313 .054 .313 5.775 .000 

360 degrees feed back  -.743 .108 -.449 -6.885 .000 

a. Dependent Variable: The individual goals and organizational goals are integrated using 

companies for key performance areas. 

 

The table of coefficients reflected that the value of t (HR score card) -1.710 (-0.040/0.023), 

Balanced score card 14.663(0.815/0.056) competency mapping -2.706(-0.189/0.070), six sigma 

4.815(0.200/0.042), HR audit 5.775(0.313/0.054) and regression coefficient was significant at all 

the cases, because of their p value was less than 0.05. further standardized coefficients reflected 

that there was a more favorable response towards the balanced score card, followed by the HR 

audit, six sigma, HR score card and competency mapping. 
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Table 20: Anova:Test The Analysis Of  The  Variance Between  The Individual Goals And 

Organizational Goals Are Integrated Using Companies For Key Performance Areas With  

Various  Tools  Of  Human  Resource  Management. 

 

   Sum of Squares df Mean Square F Sig. 

HR score card  

Between Groups 42.243 2 21.121 16.980 .000 

Within Groups 182.851 147 1.244   

Total 225.093 149    

Balanced score card  

Between Groups 12.447 2 6.223 40.867 .000 

Within Groups 22.386 147 .152   

Total 34.833 149    

competency mapping  

Between Groups 6.202 2 3.101 16.238 .000 

Within Groups 28.072 147 .191   

Total 34.273 149    

Six sigma  

Between Groups 42.746 2 21.373 28.327 .000 

Within Groups 110.914 147 .755   

Total 153.660 149    

HR audit   

Between Groups 50.221 2 25.111 160.217 .000 

Within Groups 23.039 147 .157   

Total 73.260 149    

360 degrees feed back  

Between Groups 1.983 2 .991 5.864 .004 

Within Groups 24.851 147 .169   

Total 26.833 149    

 

 This studies the whether there is a significant differences in the mean values of factor variables 

the individual goals and organizational as a key performance areas with other independent 
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variables like HR score card, balanced score card, competency mapping, six sigma, HR audit and 

360 degree feedback. The study found that there was a significant difference from the factor 

variable, the individual goals and organizations as a key performance areas with the independent 

variables, HR score card, balanced score card, competency mapping, six sigma, HR audit and 

360 degrees feedback, because of these significant value or P value was less than 0.05/P=0.05) 

probability committing error was less than five percent.  

CONCLUSION: 

There is a need to institutionally integrate sustainable development into all the different 

functions to make an institutional commitment through a sustainability agenda. had much in 

common and it would be worth exploring the value of building networks between countries to 

support each other in making change happen. This would be particularly useful in common 

economic areas the higher education is nowhere near optimizing its contribution to sustainability 

despite the inspiring and creative understanding of what that contribution might be across 

teaching and research, community links, global responsibility and institutional management.  

Initiating and maintaining sustainability in the classroom, on the campus and in the 

community remains a major challenge on a global scale. In order to protect and preserve natural 

resources, sustain a vibrant economy and cultivate a high quality of life, higher education 

institutions must respond rapidly and create momentum for the movement. HEIs can achieve all 

this and contribute to “green growth” in a number of ways from their role as an educator – 

contributing to skills needed to develop green economies, their role as a place for research and 

innovation–contributing to knowledge creation and underpinning business research and 

development to produce the green technologies and services for a green economy, but also in 

their role as a consumer of resources. 

*** 
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