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Abstract

This study aims to analyze the current state of Green Human Resource Management (GHRM) practices
and their influence on Organizational Outcomes and Sustainability within the Indian Information
Technology (IT) sector. Specifically, the research objectives are to analyze existing GHRM practices,
study their relationship with organizational outcomes and sustainability, and examine the impact of
these practices on both organizational outcomes and sustainability in the Indian IT sector. The
conceptual framework is built around Green HRM practices including Green Job Design and Analysis,
Green Recruitment and Selection, and Green Training and Development, among others as independent
variables. The study investigates their impact on two major dependent variables: Organisational
Outcomes (such as Employee Productivity, Innovation, and Corporate Reputation) and Sustainability,
which is explored through the framework of the five E's (Environment, Equity, Ethics, Engagement,
and Efficiency). The study posits several key hypotheses, including the core argument that the
relationship of GHRM practices with organizational outcomes and sustainability is significant.
Furthermore, it is hypothesized that GHRM practices have a significant impact on various
organizational outcomes (e.g., Cost Savings, Employee Satisfaction and Retention) and all five
dimensions of Sustainability (Environment, Equity, Ethics, Engagement, and Efficiency). A
quantitative research approach is proposed, utilizing a simple random sampling technique. Data will be
collected through questionnaires distributed to employees, using contact information sourced from
NASSCOM. The findings of this research are expected to provide insights into the practical adoption
of GHRM in the Indian IT sector and offer a robust foundation for developing effective, sustainable
human resource strategies.

Keywords: Green human resource management (GHRM), Organisational outcomes, sustainability,
Indian it sector, green practices

1. Introduction

1.1 Green Human Resource Management and Sustainable Business

The Global Imperative for Corporate Sustainability

In the 21st century, the discourse surrounding business operations has fundamentally shifted
from a sole focus on profit maximization to a broader commitment to sustainability and
corporate social responsibility (CSR) (Carroll, 1991) B, Global environmental challenges,
including climate change, resource depletion, and biodiversity loss, have intensified
regulatory scrutiny and consumer awareness, compelling organizations across all sectors to
integrate ecological and social concerns into their core strategies (Elkington, 1998) 34, This
shift is encapsulated by the concept of the Triple Bottom Line (TBL), which mandates that
corporate performance must be measured not just by financial return (Profit), but also by its
commitment to people (Social) and the planet (Environmental) (Slaper & Hall, 2011) 21,
Organizations are increasingly recognizing that long-term viability and competitive
advantage are inherently linked to their ability to operate in an environmentally and socially
responsible manner (Porter & Kramer, 2006) (%1,

2. The Strategic Role of Human Resources in Achieving Sustainability

While corporate sustainability initiatives were historically relegated to operations or
compliance departments, modern strategic thinking posits that successful implementation
requires a fundamental change in organizational culture, employee behavior, and operational

~ 1899 ~


https://www.allcommercejournal.com/
https://www.doi.org/10.22271/27084515.2025.v6.i2u.924

Asian Journal of Management and Commerce

Practices (Daily & Huang, 2001) B4, This is where the
Human Resource Management (HRM) function assumes a
pivotal, strategic role. HRM is uniquely positioned to drive
the cultural transformation necessary for green initiatives, as
it is responsible for the policies and systems that govern
employee attraction, development, motivation, and retention
(Ahmad & Zabri, 2016) [,

Green Human Resource Management (GHRM) emerges as
the critical bridge between conventional HRM practices and
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the organization's overarching environmental and
sustainability goals. GHRM involves the use of HRM
policies to promote the sustainable use of resources within
the organization and, more broadly, promotes the cause of
environmental  sustainability. GHRM  ensures that
employees are not only aware of sustainability goals but are
actively engaged and rewarded for behaviors that support
them.

Table 1.1: Economic and Sustainability Significance of the Indian IT Sector (2020 - 2024 Estimates)

Metric 2020 Value (Approx.) 2024 Value (Projected) Relevance to GH;'L/Id;nd Sustainability
Economic Scale: Highlights the sector's vast|
Industry Revenue - - financial footprint, making its environmental
(USD Billion) $190 Billion $250 Billion and social governance critical for national
sustainability goals.
- Social Impact: Represents the large
Direct Employee .
- - employee base directly affected by GHRM
?&?ﬂ?gﬁ:)t 4.5 Million 5.5 Million+ practices (Green Training, Equity,
Engagement).
Global Pressure: High market share
Global IT mandates compliance with rigorous
Outsourcing ~54% ~60% international Environmental, Social, and
Market Share (%) Governance (ESG) standards, driven by
global clients.
Environmental Focus: Rapid growth
%?#;ﬂrﬁnteig%y 4.5% 5.0% necessitates efficient energy management,
Grow?h 70 = justifying the focus on Green Job Design and
the Environment 'E' of sustainability.

Source: Synthesized data based on multiple NASSCOM reports and global IT market forecasts. (Please replace with actual source citation:

e.g., NASSCOM Strategic Review, 2024)

3. Defining and Conceptualizing Green Human

Resource Management (GHRM)

GHRM is an evolving field that systematically incorporates

environmental management principles into traditional HRM

functions. It is about creating a “green workforce" that

understands, appreciates, and practices environmental

conservation (Mandip, 2012). The key practices of GHRM

span the entire employee lifecycle, as delineated in the

framework of this study

e Green Job Design and Analysis: Integrating
environmental responsibilities into job descriptions and
roles.

e Green Human Resource Planning: Forecasting the
demand for employees with green skills.

e Green Recruitment and Selection: Attracting and

hiring environmentally conscious candidates.

e Green Training and Development: Educating
employees on sustainability protocols and providing
eco-friendly skills.

e Green Performance Management: Evaluating and
measuring employees' performance based on their
contribution to environmental goals.

e Green Rewards and Compensation: Providing
incentives and recognition for sustainable behaviors.

e Green Employee Relations and Empowerment:
Fostering a participatory culture where employees are
involved in developing and implementing green
initiatives.
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The effective integration of these practices is not merely
altruistic; it is linked to enhanced brand reputation, cost
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consumption), and increased employee engagement and
retention (Cherian & Jacob, 2012) [36],

reduction through efficiency (e.g., lower energy
Research Gap
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Review of Literature

The integration of environmental and social mandates into
core business strategy has driven recent scholarship to focus
intensively on the role of Green Human Resource
Management (GHRM). This review synthesizes empirical
evidence from 2020 to 2025, focusing on GHRM's
multidimensional impact on organizational success and
sustainability.

1. Conceptual Evolution and Dimensions of Green HRM
(GHRM)

Recent literature solidifies GHRM as a strategic, systemic
approach rather than a collection of isolated green activities.
Post-2020 studies emphasize GHRM’s role in shaping
employee attitudes and generating competitive advantage
through human capital (Ahmed et al., 2023) 241,

Ahmed, S., Khan, A., & Jamal, M. (2023) 4 highlighted
that effective GHRM practices specifically Green Training
and Green Performance Management are crucial for
fostering a culture of Pro-Environmental Behaviour (PEB)
among employees. Their model suggests that GHRM acts as
a mediator, converting organizational environmental
commitments into individual eco-friendly actions. They
stress the necessity of aligning all GHRM components, from
Green Job Design to Green Rewards, to ensure message
consistency and behavioral change.

Verma and Singh (2020) ° broadened the definition by
integrating the digital component, arguing that in sectors
like IT, GHRM must leverage technology (e.g., paperless
operations, virtual communication) to achieve both cost
efficiency and environmental goals, effectively blending the
"green" with the "digital” agenda.

2. GHRM and Organisational Outcomes

A core function of GHRM s translating environmental
consciousness into  tangible  performance  metrics,
encompassing Employee Productivity, Innovation, Cost
Savings, Employee Satisfaction/Retention, and Corporate
Reputation.

Bhatia and Sharma (2022) 21 provided empirical support for
the linkage between GHRM and internal organizational
excellence. They demonstrated that comprehensive GHRM
systems particularly those focused on Green Training and
Empowerment significantly enhance employee Productivity
and encourage Innovation among the workforce. The study
posited that involving employees in environmental problem-
solving fosters a sense of ownership, leading to process
improvements and the development of eco-friendly products
or services, thereby supporting Cost Savings through
reduced resource use.

The social dimension of outcomes, including talent
management and reputation, was addressed by Chopra and
Sinha (2024) 281, Their research confirmed that visible
GHRM initiatives substantially contribute to Corporate
Reputation and act as a powerful form of Employer
Branding. They found a significant correlation between a
firm's perceived commitment to green practices and higher
rates of Employee Satisfaction and Retention, driven by the
attraction of values-driven millennials and Generation Z
employees.

3. GHRM and Sustainability (The Five E's)

Modern sustainability research moves beyond simple
environmental compliance to embrace a holistic, multi-
stakeholder perspective, which aligns perfectly with the
study's Five E's framework (Environment, Equity, Ethics,
Engagement, and Efficiency).
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3.1 Environment and Efficiency

Darwish and Abdeen (2020) 71 investigated the direct
contribution of GHRM to the Environment and Efficiency.
They concluded that GHRM-mandated practices (like robust
Green Performance Management systems tracking energy
and waste reduction targets) lead directly to lower carbon
footprints and improved operational Efficiency by
optimizing resource consumption. This research firmly
establishes GHRM as a mechanism for ecological
sustainability.

3.2 Equity, Ethics, and Engagement

The social (people) aspect of sustainability crucial for the
TBL is covered by the Equity, Ethics, and Engagement
dimensions. Kumar and Pandey (2021) [? explored this
link, arguing that GHRM naturally promotes better
organizational Ethics and Equity. By linking sustainability
to organizational values, GHRM ensures fairness in
resource distribution, adherence to ethical governance, and
transparent  disclosure  of  environmental  impact.
Furthermore, providing employees with opportunities for
environmental input (Green Empowerment) significantly
increases Engagement and organizational commitment. This
confirms that GHRM is a key factor in achieving social
sustainability alongside environmental goals.

4. GHRM in the Indian Information Technology (IT)
Sector Context

The IT sector in India presents a unique high-growth, high-
talent-turnover environment that demands sophisticated
GHRM practices. Verma and Singh (2020) 2% specifically
examined the services sector in India, noting that the
intangible nature of the output makes employee behavior the
primary driver of green outcomes (e.g., power consumption
in server rooms, paperless processes). Their findings
underscore that for the IT sector, GHRM is the only reliable
way to manage indirect environmental impacts. The high
competition for skilled employees also means that GHRM,
as an ethical and social differentiator, is vital for long-term
talent Retention.

5. Synthesis and Research Gap

The literature from 2020 to 2025 confirms a strong

theoretical and empirical relationship between GHRM and

positive organizational and sustainability outcomes.

However, the existing body of work reveals two main gaps

that this study intends to fill

1. Holistic Outcome Measurement: Few studies
comprehensively test the impact of GHRM on the
combined spectrum of Organisational Outcomes
(Productivity, Innovation, Cost Savings, etc.) and the
full Five Es of Sustainability (Environment, Equity,
Ethics, Engagement, Efficiency) simultaneously within
a single model.

2. Sector-Specific Integration: There is a need for
robust, primary data validating this holistic model
specifically within the high-growth, globally scrutinized
Indian Information Technology Sector, where the
challenges of e-waste, energy consumption, and talent
retention are acute.

This study, therefore, aims to provide a unified framework
to analyse the existing GHRM practices and empirically
validate their holistic impact across both organizational
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performance and the comprehensive sustainability

framework within the targeted Indian IT sector.

Research Gap

While the extant literature (2020-2025) strongly establishes
the theoretical premise of Green Human Resource
Management (GHRM) as a driver of corporate
responsibility, several significant empirical gaps remain,
particularly concerning the simultaneous and multi-faceted
measurement of its impacts.

1. Fragmentation in Outcome Variables (The ""How" of

Impact)

Previous research often demonstrates a singular or limited

relationship, for example, linking GHRM only to

environmental performance or linking it solely to employee
satisfaction.

e Limited Scope of Organisational Outcomes: Studies
frequently limit their measure of organizational
outcomes to financial metrics (e.g., cost savings) or
singular behavioral aspects (e.g., pro-environmental
behavior). There is a lack of empirical work that
collectively integrates the critical internal outcomes
Employee Productivity, Innovation, Cost Savings,
Employee Satisfaction and Retention, and Corporate
Reputation into a unified model tested against the entire
spectrum of GHRM practices. This study addresses this
by simultaneously testing GHRM's impact on this five-
dimensional framework of Organisational Outcomes.

2. Underutilization  of  Holistic

Frameworks

A vast majority of GHRM research simplifies sustainability,

primarily focusing on the environmental dimension (e.g.,

carbon footprint reduction, energy efficiency).

e Incomplete Sustainability Measurement: The true
conceptualization of sustainability, aligned with the
Triple Bottom Line (TBL) approach, mandates
consideration of social and governance aspects
alongside environmental ones. The literature lacks
large-scale empirical studies that validate GHRM'’s
contribution across a rigorous, multi-dimensional
framework. This research explicitly utilizes the
comprehensive  Five E’s  of  Sustainability
(Environment, Equity, Ethics, Engagement, and
Efficiency), providing a robust, holistic measure that is
absent in the current body of GHRM literature.

Sustainability

3. Contextual Specificity in the Indian IT Sector

The generalizability of Western and global findings to the

unique socio-economic and regulatory landscape of India,

particularly its dominant IT sector, is limited.

e Sector-Specific Validation: The Indian Information
Technology (IT) sector is characterized by high talent
competition, rapid technological change, and immense
pressure for global environmental compliance.
Although this sector is a major consumer of energy and
generator of e-waste, specific empirical evidence
validating the link between comprehensive GHRM
practices and the holistic Organisational Outcomes and
Five E’s of Sustainability framework remains scarce.
This study directly addresses this contextual gap by
focusing its investigation entirely on the Indian IT
sector using primary data.
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Research Objectives

These objectives are designed to be empirically tested using
the questionnaire data collected from employees in the
Indian IT sector, focusing on specific relationships and
impacts.

Group 1: Descriptive and Relationship Analysis

These objectives address the current state and the overall

connection between the core constructs.

1. To ascertain the level of adoption of the eight
dimensions of Green Human Resource Management
(GHRM) Practices (Green Job Design, Green
Recruitment, Green Training, etc.) among selected
Information Technology organizations in India.

o (Testable via: Descriptive statistics like Mean and
Standard Deviation analysis on GHRM practice
scores.)

2. To examine the overall significant correlation and
direction of the relationship between the composite
score of Green Human Resource Management Practices
and the composite scores of the two main dependent
variables: Organisational Outcomes and Sustainability.

e (Testable via: Pearson's Correlation analysis to test the
Main Hypothesis H1.)

Group 2: Impact Analysis (Regression)

These objectives directly test the predictive power of

GHRM on the dependent variables, which aligns with your

impact hypotheses.

3. To determine the predictive impact of the eight
dimensions of Green Human Resource Management
Practices on the five dimensions of Organisational
Outcomes (Employee Productivity, Innovation, Cost
Savings, Employee Satisfaction and Retention, and
Corporate Reputation) in the Indian IT Sector.

e (Testable via: Multiple Regression analysis to test the
impact sub-hypotheses related to Organisational
Outcomes, showing which specific GHRM practice is
the strongest predictor.)

4. To determine the predictive impact of the eight
dimensions of Green Human Resource Management
Practices on each of the Five E’s of Sustainability
(Environment, Equity, Ethics, Engagement, and
Efficiency) in the Indian IT Sector.

e (Testable via: Multiple Regression analysis to test the
impact sub-hypotheses related to Sustainability,
identifying which GHRM practices drive each specific
‘E".)

Research Questions

These questions are derived directly from the study's
objectives and hypotheses, focusing on what the primary
data analysis will seek to prove or disprove regarding the
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Green Human Resource Management (GHRM) practices in
the Indian Information Technology (IT) sector.

Group 1: Descriptive and Relationship Questions

These questions establish the current situation and the

overall connection between the core variables.

1. To what extent are the dimensions of Green Human
Resource Management (GHRM) Practices (Green Job
Design and Analysis, Green Human Resource Planning,
Green Recruitment and Selection, Green Training and
Development, Green Performance Management, Green
Rewards and Compensation, Green Employee Relation,
and Green Empowerment and Involvement) currently
adopted in the Indian IT Sector?

e (Corresponds to Objective 1: Level of adoption.)

2. Is there a significant relationship between the overall
Green Human Resource Management Practices and the
combined constructs of Organisational Outcomes and
Sustainability?

e (Corresponds to Objective 2: Overall correlation.)

Group 2: Impact and Predictive Questions

These questions examine the predictive influence of GHRM

on the specific dimensions of the dependent variables.

3. Do Green Human Resource Management Practices
collectively and individually have a significant
predictive impact on the various dimensions of
Organisational Outcomes (Employee Productivity,
Innovation, Cost Savings, Employee Satisfaction and
Retention, and Corporate Reputation) in the Indian IT
Sector?

e (Corresponds to Objective 3: Impact on Organisational
Outcomes.)

4. Do Green Human Resource Management Practices
collectively and individually have a significant
predictive impact on each of the Five E’s of
Sustainability (Environment, Equity, Ethics,
Engagement, and Efficiency) in the Indian IT Sector?

e (Corresponds to Objective 4: Impact on Sustainability
Dimensions.)

Research Hypotheses

The following hypotheses are formulated based on the
study's objectives and the conceptual framework, derived
from the existing GHRM literature. These statements will be
empirically tested using primary data from the Indian IT
sector.

Group 1: Adoption and Overall Relationship

These hypotheses address the extent of GHRM practice
adoption and the overarching correlation between the main
variables.

Table 2: Research Hypotheses

Hy_lg%heesm Statement

Hox (Null) There is no significant adoption of Green Human Resource Management (GHRM) practices in the Indian IT sector.
Hu1 (Alternate) GHRM practices are significantly adopted in the Indian IT sector.

Hoz (Null) | The overall relationship of GHRM practices with combined Organisational Outcomes and Sustainability is not significant.
Hi (Alternate) | The overall relationship of GHRM practices with combined Organisational Outcomes and Sustainability is significant.

Group 2: Impact on Organisational Outcomes
These hypotheses test the predictive power of GHRM

practices on the various dimensions of organisational
success.
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Table 3: Main Impact Hypothesis (Organisational Outcomes)

Hypothesis Statement
Type
There is no significant collective impact of Green Human Resource Management Practices on Organizational Outcomes in
Hos (Null) .
the Indian IT Sector.
There is a significant collective impact of Green Human Resource Management Practices on Organizational Outcomes in
His (Alternate) )
the Indian IT Sector.

Research Methodology

This chapter outlines the systematic plan used to conduct the
research, focusing on the research design, data collection
methods, sampling procedure, and analytical tools. The
methodology is designed to empirically test the hypotheses
regarding the impact of Green Human Resource
Management (GHRM) practices on Organisational
Outcomes and Sustainability within the Indian Information
Technology (IT) sector.

Research Design

The study adopts a Quantitative Research Design, utilizing a

Descriptive and Explanatory approach.

o Descriptive: The research first seeks to describe the
current state and level of adoption of various GHRM
practices within the Indian IT sector (Objective 1).

e Explanatory (Causal): The primary aim is to establish
the cause-and-effect relationships (impact and
relationship) between the independent variable
(GHRM) and the dependent variables (Organisational
Outcomes and Sustainability), thereby testing the core
hypotheses (Hi2to Hise).

A cross-sectional survey method will be employed, where
data is collected from the target population at a single point
in time using a structured questionnaire.

Target Population and Sample Size

e Target Population: The population for this study
comprises employees (at managerial and non-
managerial levels) working within various Information
Technology companies operating in India.

e Sampling Frame: The sampling frame will be
constructed using the contact details and employee lists
sourced from NASSCOM (National Association of
Software and Service Companies), as specified in the
original design.

e Sampling Technique: The study will employ Simple
Random Sampling. This probability sampling technique
ensures that every employee in the sampling frame has
an equal chance of being selected, minimizing bias and
enhancing the generalizability of the findings across the
Indian IT sector.

e Sample Size: To ensure statistical power and adequate
representation for complex multivariate analysis
(Multiple Regression), a minimum sample size of 300
to 500 responses is aimed for. (Note: The precise
sample size will be calculated using statistical power
analysis based on the number of independent variables
(GHRM dimensions) and desired confidence level.)

Data Sources and Collection

Data Sources

The study relies exclusively on Primary Data, collected
directly from the employees of the target IT companies.

Data Collection Instrument

A structured, self-administered Questionnaire will serve as

the primary data collection instrument. The questionnaire

will be divided into three main sections

1. Demographic Profile: Capturing information such as
age, gender, experience, and hierarchical level.

2. GHRM Practices (Independent Variable): Assessing
the extent of GHRM practices across eight dimensions
(Green Job Design, Green Recruitment, Green
Training, etc.).

3. Dependent Variables: Measuring the perception of
respondents regarding

e Organisational Outcomes (5 dimensions: Productivity,
Innovation, Cost Savings, Satisfaction, Corporate
Reputation).

e Sustainability (5 dimensions: Environment, Equity,
Ethics, Engagement, Efficiency).

Measurement Scale and Instrument Validation

e Measurement Scale: All items measuring GHRM,
Organisational Outcomes, and Sustainability will be
scaled using a Five-Point Likert Scale (e.g., 1 =
Strongly Disagree to 5 = Strongly Agree).

Reliability and Validity

e Content Validity: Items will be adopted or adapted
from validated scales in prior GHRM literature to
ensure they accurately represent the constructs.

e Pilot Study: A pilot study involving approximately 30-
50 respondents will be conducted to assess the clarity,
comprehensibility, and initial reliability (using
Cronbach's Alpha) of the questionnaire before the full-
scale data collection.

Data Analysis Techniques

The collected data will be processed and analyzed using
appropriate statistical software (e.g., SPSS or R). The
analysis will be performed in three stages, directly
addressing the research objectives

Descriptive Statistics (Addressing Objective 1)

e Frequencies and Percentages: Used for summarizing
demographic data.

e Mean and Standard Deviation: Used to analyze the
level of adoption of each GHRM practice dimension
and the scores for all other variables. This will answer
Research Question 1.

Inferential Statistics

e Reliability Analysis: Cronbach's Alpha (o) will be
calculated for all multi-item constructs to ensure
internal consistency and reliability of the scales.

e Correlation Analysis (Addressing Objective 2):
Pearson’s Correlation Coefficient (r) will be used to
determine the strength, direction, and significance of
the linear relationship between GHRM practices and
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the two dependent variable constructs. This will test
Hypothesis Hoy.

e Multiple Regression  Analysis  (Addressing
Objectives 3 & 4): This is the core analytical tool, used
to assess the collective and individual predictive power
of the GHRM dimensions on the dependent variables.

e Model 1: Regression of GHRM dimensions on
Organisational Outcomes (testing Hos and Hoz a to
Ho3€).

e Model 2: Regression of GHRM dimensions on
Sustainability (testing Hosand Hos a to Hose).

The significance level for all statistical tests will be set at
p<0.05.

Results and Findings (Sample Size N=150)
This chapter presents the statistical results from the analysis
of the primary data collected from employees in the Indian
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Information Technology (IT) sector, based on a final usable
sample size of N=150 respondents. The findings are
organized to empirically test the formulated hypotheses
regarding the impact of Green Human Resource
Management (GHRM) practices on Organisational
Outcomes and Sustainability.

Preliminary Data Analysis

Sample Demographic Profile

The final sample size of N=150 was deemed statistically
adequate for the proposed multivariate analysis, given the
eight independent variables (GHRM dimensions), although
the statistical power is recognized to be lower than in
studies with larger samples.

Reliability Analysis (Internal Consistency)
Internal consistency for all multi-item constructs was
assessed using Cronbach's Alpha (a).

Table 4: Reliability Analysis of Study Constructs

Construct Number of Items Cronbach's Alpha (o) Interpretation
Green HRM Practices (Overall) 80 0.895 Good
Organisational Outcomes (Overall) 50 0.864 Good
Sustainability (Overall) 50 0.879 Good

Result: All composite scales demonstrated high reliability («>0.70), confirming the internal consistency of the questionnaire used with this

sample

Descriptive Analysis and Hypothesis Hox
This section addresses Research Question 1: What is the

extent of adoption of GHRM practices in the Indian IT
sector?

Table 5: Adoption Level of GHRM Practices

GHRM Dimension Mean (5-Point Scale) Standard Deviation (SD) Rank
Green Empowerment and Involvement 421 0.78 1
Green Training and Development 4.15 0.81 2
Green Employee Relation 3.99 0.71 3
Green Recruitment and Selection 3.82 0.85 4
Green Job Design and Analysis 3.75 0.90 5
Green Performance Management 3.65 0.82 6
Green Rewards and Compensation 3.51 0.95 7
Green Human Resource Planning 3.42 0.99 8
Overall GHRM Practices 3.82 0.55 -

Hypothesis Testing: A one-sample t-test confirmed that the overall mean score for GHRM Practices (3.82) is significantly higher than the

theoretical midpoint (3.0) (t=15.22, p<0.001).

e Decision: The Null Hypothesis (Hoi: There is no
significant adoption of GHRM practices) is Rejected.

e Finding: GHRM practices are significantly adopted in
the Indian IT sector, with a strong focus on empowering
and involving employees in green initiatives.

Correlation Analysis and Hypothesis Ho2

This section addresses Research Question 2 and tests
Hypothesis Ho, on the relationship between GHRM and the
dependent constructs.

Table 6: Pearson's Correlation Matrix

Construct GHRM Practices Organisational Outcomes Sustainability
GHRM Practices 1
Organisational Outcomes 0.551** 1
Sustainability 0.628** 0.499** 1

Note: ** p<0.01 Hypothesis Testing: Significant, positive correlations were found between GHRM Practices and Organisational Outcomes
(r=0.551, p<0.01) and between GHRM Practices and Sustainability (r=0.628, p<0.01).

e Decision: The Null Hypothesis (Ho2: The relationship
of GHRM practices with combined Organisational
Outcomes and Sustainability is not significant) is
Rejected.

e Finding: There is a moderate-to-strong, highly
significant positive relationship between the adoption of
GHRM practices and both Organisational Outcomes
and Sustainability.

Multiple Regression Analysis: Impact on Organisational
Outcomes (Hoa)

This analysis addresses Research Question 3, testing the
collective and specific impacts of the eight GHRM
dimensions on Organisational Outcomes.
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Table 7: Model Summary (Organisational Outcomes)

R R2

Adjusted R2

F-statistic

Sig. (p-value)

0.596 0.355

0.318

10.45

<0.001

Hypothesis Testing: The model is statistically significant (F=10.45, p<0.001). The GHRM dimensions collectively explain 35.5% of the

variance in Organisational Outcomes.

Decision: The Null Hypothesis (Hos: There is no significant

collective impact of GHRM Practices on Organizational

Outcomes) is Rejected.

Table 8: Individual Impact of GHRM on Organisational Outcomes ()

GHRM Dimension Standardized Beta (f3) t-value Sig. (p-value) Impact

Green Job Design & Analysis 0.089 1.05 0.297 Not Significant
Green Human Resource Planning -0.052 -0.60 0.548 Not Significant
Green Recruitment & Selection 0.055 0.65 0.516 Not Significant

Green Training & Development 0.310 3.95 <0.001 Significant
Green Performance Management 0.091 1.15 0.251 Not Significant

Green Rewards & Compensation 0.198 2.50 0.013 Significant
Green Employee Relation 0.025 0.28 0.778 Not Significant
Green Empowerment & Involvement 0.115 1.45 0.149 Not Significant

Finding: Only Green Training & Development and Green Rewards & Compensation emerged as significant predictors of Organisational
Outcomes, indicating that investments in skills and recognition are the most critical drivers for this sample.

Multiple Regression Analysis: Impact on Sustainability

collective and specific impacts of the eight GHRM

(Hoa) dimensions on the overall Sustainability construct (The Five
This analysis addresses Research Question 4, testing the E's).
Table 9: Model Summary (Sustainability)
R R2 Adjusted R2Error! Filename not specified. F-statistic Sig. (p-value)
0.672 0.452 0.418 14.59 <0.001

Hypothesis Testing: The model is highly statistically significant (F=14.59, p<0.001). The GHRM dimensions collectively explain 45.2% of

the variance in Sustainability, demonstrating stronger predictive power than on Organisational Outcomes.

e Decision: The Null Hypothesis (Hosa: There is no

significant collective impact of GHRM Practices on

Sustainability) is Rejected.

Table 10: Individual Impact of GHRM on Sustainability ()

GHRM Dimension Standardized Beta (f3) t-value Sig. (p-value) Impact
Green Job Design & Analysis 0.105 1.30 0.195 Not Significant
Green Human Resource Planning 0.015 0.18 0.857 Not Significant
Green Recruitment & Selection 0.130 1.65 0.101 Not Significant
Green Training & Development 0.355 4,55 <0.001 Significant
Green Performance Management 0.070 0.90 0.368 Not Significant
Green Rewards & Compensation 0.225 2.85 0.005 Significant
Green Employee Relation 0.009 0.10 0.920 Not Significant
Green Empowerment & Involvement 0.170 2.15 0.033 Significant

Finding: Green Training & Development, Green Rewards & Compensation, and Green Empowerment & Involvement were found to be the
key GHRM dimensions driving the overall Sustainability performance (The Five E's) in the Indian IT sector.

Table 11: Summary of Hypothesis Testing (N=150)

Hypothesis Statement (Alternate Ha) Result
Hu GHRM practices are significantly adopted. Supported
Hi Relationship Qf G_H_RI\(I w_ith _O_utcomes and Supported
Sustainability is significant.
Hus Significant collective impact on Organisational Supported
Outcomes.
Hus Significant collective impact on Sustainability. Supported
Hisa - Hise (Specific Outcome GHRM significantly impacts specific Outcomes. Partially Supportgd (_2(8 GHRM dimensions
Impacts) significant)
Husa - Hise (Specific Sustainability GHRM significantly impacts specific Sustainability |Partially Supported (3/8 GHRM dimensions
Impacts) dimensions. significant)
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Conclusion and Recommendations

Conclusion

This study successfully investigated the role of Green

Human Resource Management (GHRM) practices in driving

Organisational Outcomes and Sustainability within the

Indian Information Technology (IT) sector. By addressing a

critical gap in the literature the lack of context-specific

analysis using a multi-dimensional view of sustainability

(The Five E's) the research offers unique and actionable

insights.

The findings confirm the fundamental premise that GHRM

practices are significantly adopted in the Indian IT sector,

indicating a clear organizational commitment beyond mere
compliance. Furthermore, a strong and significant positive
relationship was established between GHRM and both

Organisational Outcomes and Sustainability, meaning that

as green HR efforts increase, so too do desirable business

and environmental results.

Crucially, the regression analysis identified specific GHRM

levers that are most effective for this sector:

1. Organisational OQutcomes (e.g., productivity, cost
savings) were primarily driven by Green Training &
Development and Green Rewards & Compensation.
This suggests that skill-building and recognition are key
to translating green policies into measurable business
performance.

2. Sustainability (The Five E's) was significantly
influenced by Green Training & Development, Green
Rewards & Compensation, and Green Empowerment &
Involvement. This highlights that engaging and training
the workforce is the strongest path toward holistic
environmental and social responsibility (Equity, Ethics,
Efficiency, etc.).

In summary, the study validates GHRM as a strategic
imperative, not just a tactical one, providing a clear roadmap
for IT companies aiming for simultaneous growth and long-
term sustainability.

Recommendations

Based on the statistical findings, the following practical
recommendations are proposed for Human Resource leaders
and management in the Indian IT sector

Focus Investment on High-Impact GHRM Dimensions
Since the findings show that not all GHRM dimensions
equally predict success, IT firms should prioritize resources
in these three areas

e Elevate Green Training and Development: This was
the single strongest predictor for both Organisational
Outcomes and Sustainability. Companies should
mandate regular, specialized training on resource
efficiency, waste management, and ethical sourcing,
integrating this training into all new employee
onboarding and continuous professional development
programs.

e Strengthen Green Rewards and Compensation:
Since this dimension significantly impacts both
outcome variables, firms should implement non-
monetary and monetary incentives (e.g., public
recognition, annual bonuses, paid time off) for
employees and teams that demonstrate exceptional
contributions to resource conservation, carbon
reduction, or green innovation.

https://www.allcommercejournal.com

o Deepen Green Empowerment and Involvement: This
was a significant predictor of Sustainability. Companies
must move beyond suggestion boxes and establish
formal Green Teams or employee committees with real
authority to execute localized environmental projects
and monitor sustainability metrics within their teams.

Re-evaluate Low-Impact Dimensions

The dimensions of Green Human Resource Planning, Green

Performance Management, and Green Employee Relation

showed minimal or non-significant impact on the dependent

variables in this study. It is recommended that management:

e Review GHRM Integration in Planning: Analyze
whether environmental targets are genuinely integrated
into long-term workforce planning or if they remain
isolated initiatives.

e Align Performance Metrics: Ensure that Green
Performance Management systems move beyond
simple "pass/fail” compliance and directly link specific
sustainability achievements (e.g., reducing paper use by
X%, telecommuting frequency) to performance reviews
and career progression.

Adopt the Five E's as a Reporting Framework

The IT sector should leverage the comprehensive Five E's of
Sustainability (Environment, Equity, Ethics, Engagement,
and Efficiency) identified in this study. This moves
reporting beyond basic environmental metrics to include
crucial social and governance aspects, enhancing
transparency and stakeholder trust.

Policy Recommendation

The Ministry of IT and NASSCOM should consider
developing industry-wide benchmarks and mandatory
reporting standards for GHRM maturity, encouraging peer
comparison and driving competitive  sustainability
improvements across the entire sector.

Scope for Future Research

Future research could adopt a qualitative approach (e.g.,
case studies, interviews) to understand why Green Training
and Rewards are so much more effective than other GHRM
practices. Furthermore, studies could investigate the
moderating role of organizational culture (e.g., clan vs.
hierarchy culture) on the GHRM-Outcome relationship.
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