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ABSTRACT: The present study has been emphasized on the Green HRM practices on the Organizational 

Performance in IT sector. The study has considered the Wipro, Cognizant and TCS organizations located in 

Hyderabad district of Telangana state. The study mainly considered the three important factors of HRM practices 

(Training & Development, Recruitment and pay & Rewards) role in the organizational performance growth. The 

study has applied the bi-variate correlation and the result stated that the Training and development is having the 

strong relationship with the organizational performance. The structural equation model has been framed and the 

result revealed that the Training & Development is having better impact on the Organizational performance of the 

IT sector. This paper is useful to the HRM departments, IT and Non- IT companies, various government 

organizations and academicians. 
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I. INTRODUCTION 

Green HRM applies to all activities that involve designing, enforcing and constantly sustaining a program aimed at 

making Green employees. HRM's side is to turn ordinary workers into green employees so that the company can meet 

its sustainable objectives and, ultimately, contribute significantly to environmental sustainability. It refers to the 

policies, procedures and systems that make Green employees support the individual, community, nature and enterprise.  

The goal of Green HRM is for each employee of the company to develop, increase, and maintain greening in order to 

provide a total individual contribution for each of the four positions, namely the preservationist, preservative, non-

polluter and developer. 

Recruitment and Selection: Recruitment and recruitment processes are the focal point for all aspects of managing 

human resources, as none of the other roles can perform effectively without the right workers selected using the right 

methods. All steps of the hiring cycle are recruiting and selection, but there is a distinction between them.  
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Recruitment is the method by which potential employees are searched for job applications within the company and the 

selection process is to choose suitable candidates from among the applicants.  Successful hiring and selection are key 

components of any company at the starting point of human resources. Improved organizational outcomes can be 

obtained by successful recruiting and selection approaches. This has been proved by a number of empirical studies. The 

study looked at the effects of a well designed recruitment and selection process on corporate performance in Nigerian 

banking industries. It found that recruitment and selection are significantly linked on the basis of merits and 

organizational efficiency; that successful recruitment and selection is central to an organizational commitment. The 

relationship between recruitment and choice as independent variables and the quality of small-and medium-sized 

enterprises in Japan is also a research. In two sub variables of operating and financial performance, the analysis found a 

positive association between recruitment and selection. The research aimed at assessing the efficacy of recruitment and 

selection in Tanzania as a case study. The study identified a number of recruitment and selection challenges, which 

affect organization efficiency. It was also noticed that the problems led to the company getting needless grievances. In 

contrast, the company eventually recruited fewer competent individuals.  

Green Recruitment and Selection: Green Recruitment and selection involves the process of employing individuals 

with the actions, skills and skill of the organization's environmental management systems. For green recruiting and 

choice processes, e-mails, application forms and a worldwide talent pool were welcomed. Telephone and video 

interviews shall be carried out, if possible, to reduce any environmental effects associated with flight. When recruiting 

is structured for prospective employees, who apply internally or externally to vacant work positions in organizations, it 

can be used as a tool for attracting employees with expertise, experience and interest in environmental preservation. The 

hiring of green-minded applicants makes it easy for businesses to attract experts who care about sustainable practices 

and who already understand basics like recycling, sustainability and the development of a more logical world. 

Environmental issues in the United Kingdom affect the hiring of companies and studies show that high-end students 

consider a company's environmental quality and credibility as a decision factor in order to apply for employment. 

Environmental issues are the responsibility of most people and it is up to you as individual hiring staff and managers to 

incorporate the message in your selection processes and your job brand if your organization has a competiveness 

advantage in this area (or can quickly develop it). This is particularly true if you're not paying top of your bill, if you are 

in a cumbersome position or if you aren't a popular agency. Green hiring is an opportunity to separate you from a 

recruiting environment where it is very difficult to stand out from the crowd. Therefore, green hires not only increase 

your chances to track and sell applicants, but also, as a recruiter, you can do your part by showing top management the 

dollar impact that they have on hiring, retention and product sales. In turn, they can boost the climate. 

 

II. REVIEW OF LITERATURE 

A. Khan, Mukaram, Zubair and Syed Sohaib. (2019): Public or private organizations, if they include numerous 

fundamental environmental friendly initiatives in their operations, can make a significant contribution to ensuring a 

greener climate. This simple theoretical paper addresses one step that organizations can take to promote conservation or 

environmental project causes and requirements. The study suggests the adoption by human resource departments of 

sustainable and environmental-friendly practices in Green HRM organizations.  

B. Peerzadah, Sabzar, Mufti & Nazir (2018): Green HRM in today's world is a new concept. The need for business 

organizations to implement environmental policies and initiatives was further reinforced by their concern for the global 

environment and the establishment of international standards and guidelines for environmental management. The goal 

of this review is to discuss the existing literature in Green HRM practices. The research used the literature review 

archival process. This article's contribution consists in putting together the literature in this field; highlighting various 

important works by other staff and eventually seeks to propose green HR initiatives. 

C. Sarode A, Patil, Jayashree (2016): Department of Human Resources plays an important role in creating positive 

corporate culture approaches. Green HRM's primary objective is sustainable development via the management of 

human resources. Green HRM functions build / grow employee knowledge by developing new working methods such 

as homework, E-HRM implementation, energy savings on site and eventually the conservation and protection of the 

surroundings. A review was undertaken for the assessment of current HR activities such as recruiting, choice, training 

and development as well as retention in Green HRM. The author chose a range of different types of industries, for the 

analysis study, including IT, manufacturing, production, paper etc. 

D. Lather Anu, Garg Shalini, Vikas and Sona. (2014): This article is an effort in a few Indian organizations to 

investigate some of these activities today.  The paper also shows the impact Green HR has had and how these 

companies benefit from these policies over their counterparts. This research is timely, as the amount of environmental 

pollution and waste from industry has increased considerably. The results of this study have been an improvement in 

governmental and private policy implementation with the goal of minimizing rapid depletion of non-renewable 

resources and eventually negative effect. 
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E. HHDNP Opatha (2013): The aim of this paper is to provide a concise text in relation to Green HRM, which is a 

new concept for individuals, companies or enterprises at least in Sri Lanka. The paper focuses on seven topics, such as 

Greening, Green HRM causes, Green HRM relevance, Green HRM criteria, green HRM functions and results from 

some Green HRM studies.  The paper would be useful to generate interest among future investigators and to gain a 

conceptual understanding of Green HRM. 

 

III. OBJECTIVES OF THE STUDY 
1. To study the relationship of Green HRM practices with the Organizational Performance. 

2. To study the impact of Green HRM practices on the Organizational Performance 

 

IV. CONCEPTUAL MODEL 

The study has considered the three independent variables (Recruitment, Pay and Rewards, Training and 

Development) impact on the one dependent variable (organizational Performance). The path diagram has been 

designed in AMOS software. The following is the result of the path diagram depicts the impact of Green HRM 

practices on the select IT organizational Performance.  

 

Figure – 1: Path Diagram of the Green HRM practices impact on Organizational Performance 

 
Source: Primary Data 
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V. SCOPE OF THE STUDY 

The present study has considered the Green HRM practices role in the performance of the Organization relating to 

IT companies. The study has considered the three big IT organizational located in Hyderabad district of Telangana 

state. The study has given the three critical practices i.e., Training & development, Recruitment and pay & rewards. 

The study has considered the primary data from the respondents who are working in Human Resources Management 

department of the select IT companies. 

VI. METHODOLOGY 

The study has considered the primary data for the framed two objectives for the examination of Green HRM 

practices impact on the organizational Performance of IT sector. The study applied the Simple random methodology 

and collected the 120 sample. The following statistical tools were applied for the two objectives. 

Bivariate Correlation: The study applied the bi-variate correlation to know the relationship between the Green 

HRM practices with the organizational Performance of the IT sector 

Structural Equation Model: the study has framed the structural equation model (SEM) for the measurement of 

multiple independent variables (Green HRM practices) impact on the organizational Performance.   

Hypotheses:  

H0: There is no relationship of Green HRM practices with the Organizational Performance. 

H1: There is a relationship of Green HRM practices with the Organizational Performance. 

 

 

VII. RESULTS AND DISCUSSION 

Objective -1: To study the relationship of Green HRM practices with the Organizational Performance. 

The study has considered the three green human resource management practices and measured the relationship with 

the organizational performance. The study applied the bi-variate correlation and the following hypothesis has been 

framed to test the objective. 

H0: There is no Impact of Green HRM practice on the Organizational Performance   

H1: There is an Impact of Green HRM practice on the Organizational Performance   

 

Table-1: Correlation Analysis 

Parameters 
Organizational 

Performance 

Training 

and 

Development 

Pay 

and 

Rewards 

Recruitment 

Organizational 

Performance 

Pearson Correlation 1    

Significance (2-tailed)     

Sample Size (N) 126    

Training 

and 

Development 

Pearson Correlation 0.773 1   

Significance (2-tailed) 0.015    

Sample Size (N) 126 126   

Pay 

and 

Rewards 

Pearson Correlation 0.601 .678 1  

Significance (2-tailed) 0.001 .024   

Sample Size (N) 126 126 126  

Recruitment 

Pearson Correlation 0.620 .508 .406 1 

Significance (2-tailed) 0.026 .031 .020  

Sample Size (N) 126 126 126 126 

*Source: Primary data, Level of significance at 5% (2-tailed) 

Interpretation: The above table depicts the correlation between Green HRM Practices and Organizational 

Performance. The result indicates that all the Green HRM Practices had positive correlated with the Organizational 

Performance. In which Training and Development is highly correlated (0.773) followed with Recruitment (0.620). 

Pay and Rewards (0.601) has shown least correlation among others. As the probability value of all the Green HRM 

Practices are less than 0.05, it represents the significant correlation with the organizational performance. 

 

Objective – 2: To study the impact of Green HRM practices on the Organizational Performance 

The study has employed the structure equation model to examine the Green HRM practices with the organizational 

performance. The study has framed the following hypothesis to test the objective. 

H0: There is no Impact of Green HRM practice on the Organizational Performance   

H1: There is an Impact of Green HRM practice on the Organizational Performance   
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Table-2: Impact of Green HRM Practices on Organizational performance 

Recruitment Green HR Practices Estimate S.E. C.R. P 

Job description and job specifications  Recruitment 0.22 0.106 2.461 0.045 

24*7 access to an online collection of resumes Recruitment 0.38 0.095 2.135 0.002 

e-copies of appointment letters Recruitment 0.41 0.095 2.64 0.022 

Green employer branding  Recruitment 0.17 0.101 2.208 0.035 

Pay and Rewards (PR) 

E-format of the Pay slip rather than a hard copy  PR 0.27 0.117 2.634 0.026 

Monetary-based Environment Management rewards  PR 0.31 0.121 2.723 0.049 

Use of recognition-based Environment rewards  PR 0.42 0.12 2.472 0.037 

e-copies of appraisal letters PR 0.33 0.11 2.204 0.038 

Training and Development (TD) 

Environment Management training needs analysis TD 0.27 0.106 3.036 0.03 

Training and generation of eco-values TD 0.31 0.109 3.554 0.029 

Development of employee skills, and competence 

building in EM TD 0.29 0.101 2.013 0.011 

Socialization in Green values/management TD 0.47 0.095 3.064 0.049 

Train staff to produce Green analysis of workspace TD 0.51 0.11 2.933 0.003 

Job rotation to Train Green managers of the future TD 0.45 0.107 3.139 0.002 

Green HR Practices (GHRP) 

Recruitment GHRP 0.46 0.156 3.545 0.023 

Pay and rewards GHRP 0.38 0.132 2.145 0.046 

Training and Development GHRP 0.63 0.145 1.996 0.011 

*Source: Primary Data 

Interpretation: Table illustrates the impact of Green HRM Practices on Organizational Performance. The result 

indicates as follows. Recruitment: E-copies of Appointment Letters (0.41) and 24*7 Access to Online Collection 

(0.38) are the HRM Practices that have high impact on the organizational performance. Detailed Job Description 

(0.22) and Green Employer Branding (0.17) is the factor which had shown mild effect on organizational 

Performance. Pay and Rewards: Pay and Rewards often describes the information regarding the concept of 

Environment Management. The result signifies, Use of Recognition (0.42) and E-copies of Appraisal Letters (0.33) 

has shown high impact towards the Pay and Rewards in Organizational Performance. Other parameters such as E-

Format of the Pay-slip and Use of Monetary has moderately influenced on organizational performance in terms of 

Pay and Rewards considering its estimated values as 0.31 and 0.27. Training and Development: Train Staff (0.51) 

and Socialization in Green Values (0.47) are the practices that have high impact on the organizational performance, 

but there are some symptoms which are seems to be slight influence like Development in Employee Skills (0.29) 

and Environment Management Training (0.27). Job Rotation (0.45) and Training Generation of Eco Values (0.31) 

are the practices which are highly impacting the organizational performance towards the training and development 

after the train staff and socialization.  Hence it is concluded that, it is important to have effective Green HRM 

Practices in an organization so as to maximize and monitor the performance of the organization.  

VIII. FINDINGS 

The study observed the relationship of green HRM practices with the organizational Performance. The study applied 

the bi-variate correlation and the result reveals that the Training and Development (0.773) is having the strong 

correlation followed by the Recruitment (0.620) with the Organizational performance of the IT sector. The study 

found that among the select Green HRM practices pay and Rewards (0.601) having the least relationship with the 

organizational Performance of the IT sector. The study applied the Structural Equation Model to know the impact of 

the Green HRM practices with the organizational Performance and the result stated that the Green HRM practice – 

Training and Development (0.63) having the higher effect on the Organizational Performance in the IT sector. It has 

been observed that the Green HRM practice – pay and Rewards (0.38) having the least effect on the organizational 

performance in the IT sector.   
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IX. CONCLUSION 

The present study has been focused on the Green HRM practices impact on the Organizational performance in IT 

sector. The study has considered the three key Green HRM practices and their impact on the organizational 

performance of the IT companies located in Hyderabad. The study applied the simple random methodology to 

determine the sampling technique and collected the primary data from the employees of the human resource 

management departments of the selected IT organizations. The study mainly examined the impact of the Green 

HRM practices on the Organizational performance with the help of various statistical tools. The study applied the 

bivariate correlation and the result stated that the Training and Development is having the strong relationship with 

the organizational performance. The structural equation model has been framed to know the impact of key practices 

of green HRM and the result stated that the Training & Development is having the higher impact followed by the 

Recruitment on  the organizational performance. Hence there is a need to do further research in this area by 

considering the non-IT organizational performance with the implementation Green HRM practices.   
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