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ABSTRACT

This study investigates the factors influencing Green Human Resource Management (Green HRM) practices in
Bangalore's IT industry, a sector characterized by rapid growth and significant environmental impact. Through
factor analysis, six key influences were identified: Organizational Culture, Top Management Commitment,
Regulatory Pressures, Employee Attitudes and Awareness, Competitive Advantage, and Technological
Advancement. Together, these factors explained 83.23% of the variance in Green HRM practices. The findings
underscore the importance of fostering a sustainable organizational culture and ensuring strong leadership
commitment to drive green initiatives. Additionally, the study highlights the role of regulatory frameworks,
employee engagement, and technological support in enhancing the adoption of Green HRM. The insights derived
from this research provide a roadmap for IT companies in Bangalore to develop effective sustainability strategies,
ultimately contributing to reduced environmental impact and improved corporate responsibility.
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Introduction

Green Human Resource Management (Green HRM) is an emerging approach that integrates
environmental management into human resource practices to promote sustainability within organizations. As
environmental concerns grow globally, the corporate sector is increasingly adopting green practices to reduce its
ecological footprint. In the Information Technology (IT) industry, particularly in Bangalore—a major tech hub in
India—Green HRM is gaining traction as companies recognize the importance of sustainable operations. Green
HRM initiatives encompass a range of practices, from green recruitment, training, and employee engagement to
eco-friendly workplace policies and waste reduction measures.

Several factors influence the adoption and effectiveness of Green HRM in Bangalore's IT sector.
Organizational culture and top management commitment play pivotal roles in shaping an eco-conscious work
environment. Additionally, regulatory pressures and compliance with environmental standards drive companies
to integrate green practices. Employee attitudes and awareness toward environmental issues also significantly
affect the success of Green HRM initiatives, as motivated and environmentally aware employees are more likely
to support sustainability efforts.

Moreover, the competitive advantage derived from green practices influences companies to adopt Green
HRM, as it enhances corporate reputation and attracts eco-conscious clients and talent. Technological
advancements further support the implementation of Green HRM by enabling remote work options and digital
solutions that minimize resource use. This study aims to examine these factors in detail, providing insights into
how they collectively drive Green HRM practices within Bangalore's IT industry and contribute to building a
sustainable corporate ecosystem.

Review of Literature

In the past, resonance economic performance of the organization was likely to assurance corporate

achievement by organizations and its shareholders, but now it is no longer suitable; economic and financial
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outcomes need to be accompanying by minimization of environmental footprints and improved concentration to
social and environmental features. So, the new strategic problem, corporate environmentalism or green
management appeared in 1990s and happened to a popular slogan globally in 2000s (Lee, 2009). Green
management is defined as the process whereby companies manage the environment by developing environmental
management strategies (Lee, 2009) in which companies need to balance between industrial growth and
conservation the natural environment so that future generation may thrive (Daily and Huang, 2001). This concept
becomes a strategic main problem for businesses, mainly multinational enterprises operating their business
globally (Banerjee, 2001). In summary, green management refers to the management of corporate interaction with,
and impact upon, the environment (Lee and Ball, 2003), and it has gone beyond regulatory compliance and needs
to include conceptual tools such as pollution prevention, product stewardship and corporate social responsibility
(Hart, 2005; Pullman et al., 2009; Siegel, 2009). Business organizations play a key role in the problems of
environmental management since they are part of our society and cannot be isolated from the environment, and
in fact, they contribute most of the carbon footprints in the past (Liu, 2010). Application of new technology could
improve the environmental decline by developing, for example, the biotech products and by searching for
alternative energy to reduce the use of finite natural resources. Therefore, organizations should put more effort
into the research on new technology to minimize the impacts of environmental destruction by creating products
that are harmless and less pollution to environment (Liu, 2010; Ozen and Kusku, 2008)
Statement of Problem
The increasing environmental impact of industries worldwide has led to a growing emphasis on sustainable
business practices, including Green Human Resource Management (Green HRM). In Bangalore's IT industry,
rapid growth and high energy demands have raised concerns about the sector's ecological footprint. Although
many IT firms have begun adopting green practices, the extent of these efforts and the factors driving or hindering
their implementation remain unclear. This study seeks to address the gap by examining the factors influencing
Green HRM adoption in Bangalore’s IT sector.
Specifically, this research investigates how organizational culture, regulatory pressures, employee attitudes,
competitive advantage, and technological advancements affect the adoption and success of Green HRM practices
in Bangalore-based IT companies. Understanding these factors is essential for identifying barriers to
implementation and developing strategies to foster a more sustainable corporate environment. The study will
provide insights that can help companies align HR policies with environmental goals, ultimately contributing to
reduced environmental impact and enhanced corporate responsibility in Bangalore's IT industry.
Research Objectives
e To examine the extent of Green HRM adoption in Bangalore’s IT industry and identify the current green
practices implemented by organizations.
e To analyze the influence of organizational culture on the adoption of Green HRM practices in the IT
sector.
e To evaluate the role of top management commitment and its impact on the successful implementation of
Green HRM initiatives.
e To assess the influence of regulatory pressures and environmental standards on Green HRM practices in
Bangalore's IT companies.
e To investigate employee attitudes and awareness toward environmental sustainability and how these
impact Green HRM efforts.
e To explore the impact of competitive advantage and corporate reputation as motivating factors for Green
HRM adoption.
e To assess the role of technological advancements in facilitating the implementation of Green HRM
practices in the IT sector.

Research Hypotheses
e Hoi: Organizational culture does not significantly influence the adoption of Green HRM practices in
Bangalore’s IT industry.
e  Ho:: Top management commitment has no significant impact on the implementation of Green HRM
initiatives in Bangalore’s IT companies.
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e Hos: Regulatory pressures and environmental standards do not significantly affect the adoption of Green
HRM practices in the IT sector.

e Hos: Employee attitudes and awareness toward environmental sustainability do not significantly impact
Green HRM practices in the IT industry.

e Hos: Competitive advantage and corporate reputation do not significantly influence the adoption of Green
HRM practices in Bangalore’s IT industry.

e Hos: Technological advancements do not significantly facilitate the implementation of Green HRM
practices in the IT sector.

Research Methodology

Sample Area:

The study was conducted in Bangalore City, a prominent metropolitan area known for its diverse population and
vibrant culture.

Sample Size:

A total of 260 participants were selected for the study to ensure a robust analysis and representation of the target
population.

Data Collection and Tools Used:

The primary tool employed for this research was factor analysis. This statistical method was utilized to identify
underlying relationships between variables and reduce data dimensionality. Data were collected through surveys
distributed to the participants, focusing on various relevant factors. The commonality values derived from
Principal Component Analysis (PCA) guided the inclusion of variables in the factor analysis, allowing for an
informed selection based on the variance explained by the extracted factors. This methodology aimed to provide
valuable insights into the patterns and structures within the collected data.

Analysis and Interpretation

Factor Analysis

Factor analysis is a statistical method used to simplify a large number of variables into a smaller set of
underlying factors, revealing patterns and relationships in the data.

Kaiser-Meyer-Olkin Measure of Sampling Adequacy

The KMO (Kaiser-Meyer-Olkin) Test is a tool specifically designed to assess the appropriateness of data
for factor analysis. It evaluates sample adequacy, and its value ranges from 0 to 1. If the KMO value is below 0.6,
it suggests that the sample is inadequate for factor analysis, and further research may not be viable. Additionally,
Bartlett's test of sphericity examines the correlation among the data variables. If the significance level of Bartlett's
test is below 0.05, it indicates a significant correlation in the data, making it suitable for factor analysis.

KMO and Bartlett's Test

Approx. Chi-Square .822
Bartlett's Test of Sphericity df 397
Sig. 0.001

Source:Primary Data

The above table shows that the KMO value obtained is .822; it means that the selected variables are acceptable
for factor analysis. Bartlett's Test of Sphericity says that the significant value is .001, which ensures that all the
selected variables are significant and have a good relationship between them.

Commonalities

The commonality value is key in deciding which variables to include in factor analysis. Derived from Principal
Component Analysis (PCA), this value indicates how much variance in each variable is explained by the extracted
factors. PCA begins by maximizing variance for the first factor, then removes this variance to extract the second
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factor, continuing iteratively. This helps researchers determine whether to retain or exclude specific variables
based on their commonality values.

Commonalities
Factors Extraction
Organizational values and environmental consciousness 758
Leadership style and Green HRM alignment 721
Internal communication and awareness-building 871
Employee involvement in green initiatives .844
Reward and recognition systems for green efforts 782
Leadership endorsement of Green HRM initiatives .835
Resource allocation for sustainability efforts .836
Setting environmental policies and goals 704
Impact of environmental certifications on HRM practices 796
Influence of industry-specific environmental regulations 703
Role of local government policies in promoting Green HRM 818
Employee interest in eco-friendly workplace practices .853
Willingness to participate in green training programs 906
Enhanced corporate reputation through Green HRM .943
Meeting client demands for sustainable practices .969
Cost savings as a competitive advantage 914
Utilization of digital tools for Green HRM 932
Green technology integration in the workplace 901
Employee training in eco-friendly technology usage 542
Tracking and monitoring environmental metrics .559

Source: Calculated and Compiled from Primary Data
Extraction Method: Principal Component Analysis

The result of the commonalities, shows all the statements are greater than 0.50. So that all the statements
are found to be included and with that the measurement model is fitted with them
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Factor Loading
Factor Initial ercent of
Factors Principal Factor . Eigen P .
Loading Variance
Value
Organizational values and 758
environmental consciousness '
Leadership style and Green HRM 71
alignment '
Factor I
Internal communication and awareness-
Organizational | ding .871 8.321 28.031
Culture
Employee involvement in green Q44
initiatives '
Reward and recognition systems for 782
green efforts '
Leadership endorsement of Green HRM 73
initiatives
Factor 11
Top Management Resource allocation for sustainability .670 6.450 19.782
Committment efforts
Setting environmental policies and goals .622
Impact of environmental certifications .827
on HRM practices
Factor I1I Influence of industry-specific 761
environmental regulations
Regulat
lfrge‘;:lgsy 5.501 12.359
Role of local government policies in 726
promoting Green HRM
Compliance with environmental .698
standards
Factor IV Employee interest in eco-friendly .807
workplace practices
Employee 3.231 9.862
Attitudes and Willingness to participate in green .696
Awareness training programs
Factor V Enh d t tation through 793
actor nhanced corporate reputation throug 1.062 7197
.. Green HRM
Competitive
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Advantage Meeting client demands for sustainable 762
practices
Cost savings as a competitive advantage .698
Utilization of digital tools for Green .639
HRM

Factor VI Green technology integration in the .598

. workplace
v Employee training in eco-friendly .559
technology usage
Tracking and monitoring environmental .599
metrics
Total Variances Explained: 83.23% of variances

Source: Calculated and Compiled from Primary Data
Extraction Method: Principal Component Analysis

The table presents a factor analysis of influences on Green Human Resource Management (Green HRM)
in Bangalore's IT industry, identifying six principal factors: Organizational Culture, Top Management
Commitment, Regulatory Pressures, Employee Attitudes and Awareness, Competitive Advantage, and
Technological Advancement. Together, these factors explain 83.23% of the variance, indicating a robust model.
Organizational Culture emerges as the most significant factor, accounting for 28.031% of the variance,
highlighting the importance of values, communication, and employee involvement in promoting sustainability.
Top Management Commitment follows with 19.782%, emphasizing the critical role of leadership in endorsing
green initiatives. Regulatory pressures, employee attitudes, competitive advantages, and technological
advancements also contribute to Green HRM adoption, underscoring a multifaceted approach to fostering
sustainability in the IT sector.

Suggestion

e Cultivate a Sustainable Organizational Culture: Develop a culture emphasizing sustainability through
training and open communication to connect employees with green initiatives.

e Enhance Top Management Engagement: Ensure active participation from top management in endorsing
and resourcing Green HRM initiatives to inspire organizational commitment.

e Implement Employee Training Programs: Offer training programs focused on eco-friendly practices to
educate employees and foster a proactive attitude toward sustainability.

e Establish Incentives for Sustainable Practices: Create reward systems that recognize and incentivize
employees for engaging in environmentally friendly behaviors.

e Leverage Technology for Sustainability: Invest in technologies that support Green HRM, such as energy-
efficient equipment and tools for monitoring environmental performance, to enhance efficiency and
reduce the ecological footprint.

Conclusion

The study of factors influencing Green Human Resource Management (Green HRM) in Bangalore's IT
industry reveals significant insights into how sustainability can be effectively integrated into organizational
practices. The analysis identifies six key factors—Organizational Culture, Top Management Commitment,
Regulatory Pressures, Employee Attitudes and Awareness, Competitive Advantage, and Technological
Advancement—each playing a crucial role in shaping the adoption and effectiveness of Green HRM practices.
With Organizational Culture emerging as the most influential factor, it is evident that fostering an environment
that prioritizes sustainability values, open communication, and employee engagement is vital for successful
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implementation. Additionally, the commitment from top management and adherence to regulatory standards
further enhance the efficacy of these initiatives.

As organizations in Bangalore's IT sector strive to align with global sustainability goals, the insights

derived from this study can guide them in developing targeted strategies that leverage these factors. By addressing
the identified influences, companies can not only reduce their environmental impact but also enhance their
competitive edge and reputation in a market increasingly driven by sustainability. Ultimately, this research
highlights the importance of a holistic approach to Green HRM, encouraging organizations to embed sustainability

into their core values and operational practices for long-term success.
Reference

RS
o

Renwick, D., Redman, T., & Maguire, S. (2008). Green HRM: A review, process model, and research
agenda. University of Sheffield Management School Discussion Paper, 1(1), 1-46.

Rani, S., & Mishra, K. (2014). Green HRM: Practices and strategic implementation in the organizations.
International Journal on Recent and Innovation Trends in Computing and Communication, 2(11), 3633-
3639.

Margaretha, M., Saragih, S. (2013), Developing New Corporate Culture through Green Human Resource
Practice, International Conference on Business, Economics, and Accounting 20 — 23 March 2013,
Bangkok — Thailands.

Vij, P. et al (2013), GREEN HRM- DELIVERING HIGH PERFORMANCE HR SYSTEMS,
International Journal of Marketing and Human Resource Management, Volume 4, Issue 2, May - August
(2013), pp. 19-25.

Chellasamy, P., & Kannamudaiyar, S. (2022). Factor influencing the particularly vulnerable tribal groups
livelihood towards tribal co-operative marketing development federation: A study with reference to
Nilgiris District. International Journal of Health Sciences, (II), 10886-10892.

Kannamudaiyar, S., & Chellasamy, P. Impact of Trifed on Livelihood Security of Tribal Households: A
Special Reference to Nilgiris District, Tamilnadu.

SEKAR, S., BALAKRISHNAN, S., SOUNDARRAJ, P. L., KANNAN, P., MISHRA, A,
DHANASEKARAN, P., & MISHRA, 1. (2023). Assessing the Impact of Agrotourism Initiatives on
Rural Development and Community-based Agricultural Management. Journal of Environment & Bio-
sciences, 37(2).

Goswami, I., Balakrishnan, S., Vinotha, C., Chopra, R., Sivakumar, V., & Chetan, D. M. (2023). Gender
And Politics: Examining Women's Representation And Empowerment. Journal of Namibian Studies:
History Politics Culture, 33, 1980-1994.

Mabhalakshmi, M., Kalpana, M. S., Balakrishnan, M. S., Lalpriya, M. L., & Kowsalyadevi, M. G. (2022).
Perception of garment exporters on letter of credit in tirupur city. International Journal of Early
Childhood, 14(03), 2022.

Saranya, R., Suryakumar, M., Sharma, A., Karthika, M., & Gopinathan, R. (2022). A STUDY ON
EMPLOYER BRANDING FOR HOSPITALS WITH REFERENCE TO COIMBATORE. Journal of
Pharmaceutical Negative Results, 1401-1408.

Balakrishnan, S., Punithavalli, R., Padmapriya, G., Priya, Y., Gnanaselvi, G., & Manopriya, V. (2024).
Empowering Women Entrepreneurs: Catalysts for Sustainable Business Growth. Telematique, 23(01),
492-496.

Moorthy, K. S., Balakrishnan, G., Kumar, S. S., Raja, L., & Vijayalakshmi, A. (2024). Embracing
Circular Economy Principles for Sustainable Green Supply Chain Management in Manufacturing
Industries. In Convergence of Human Resources Technologies and Industry 5.0 (pp. 85-110). IGI Global.
Mabheswari, P., Vinodhini, R., & Vijayan, S. (2022, August). Analysis of supply chain management in
BOP markets. In AIP Conference Proceedings (Vol. 2460, No. 1). AIP Publishing.

Nithya, C., & Maheswari, P. A study on central depository services (india) limited. Turkish Journal of
Physiotherapy and Rehabilitation, 32(3).

Sahila, C., & Nithya, C. A Study on Role of Entrepreneurship in Regional Development. The Journal of
Oriental Research Madras.

Ramkumar, M. G., & Srinivasan, C. (2022). FMCG Consumers’ Psychology Towards Goods and
Services Tax Rates in India. Journal of Positive School Psychology, 6(3), 9381-9387.

Library Progress International | Vol.44 No.3 |Jul-Dec 2024 19953



J.Umalatha,N.Sathiya

Choudary, D. Y. L., & Chitra, S. (2012). Women Empowerment Thorough Self Help Groups A Case
Study of Kancheepuram District In Tamilnadu. International journal of management (IJM), 3(2), 309-
318.

Vengatesan, G., & Sudarshan, M. R. (2017). Usage of WhatsApp among college students in Coimbatore
city.

Joshi, S., Balakrishnan, S., Rawat, P., Deshpande, D., Chakravarthi, M. K., & Verma, D. (2022,
December). A Framework of Internet of Things (Iot) for the Manufacturing and Image Classification
System. In 2022 11th International Conference on System Modeling & Advancement in Research Trends
(SMART) (pp. 371-375). IEEE.

Kamalaveni, M., Ramesh, S., & Vetrivel, T. (2019). A review of literature on employee
retention. International Journal of Innovative Research in Management Studies (IJIRMS), 4(4), 1-10.
Anjani, P. K., & Dhanapal, D. (2012). IMPACT OF EMPLOYEE COMMITMENT ON READINESS
FOR CHANGE IN BANKING SECTOR IN SALEM DISTRICT. Global Management Review, 6(3).
Kumar Arora, T., Kumar Chaubey, P., Shree Raman, M., Kumar, B., Nagesh, Y., Anjani, P. K., ... &
Debtera, B. (2022). Optimal facial feature based emotional recognition using deep learning algorithm.
Computational Intelligence and Neuroscience, 2022(1), 8379202.

Kamalaveni, M. S., Megala, A., Venkatesan, G., & Sumsudeen, K. S. JOB STRESS AND ITS IMPACT
ON THE WORK PERFORMANCE OF WOMEN EMPLOYEES IN IT COMPANIES WITH SPECIAL
REFERENCE TO CHENNAL

Balakrishnan, S., & Vidya, B. (2024). Unveiling the Role of ChatGPT in Higher Education: A Qualitative
Inquiry into its Implementation among Teaching Faculties in Chennai, India. Multidisciplinary Science
Journal, (Accepted Articles).

Santhini, M. S., Bharathi, M. R. J., & Priya, G. M. (2012). A Study on Customers Satisfaction towards
Selective Sony Products with Special Reference to Coimbatore City. IOSR Journal of Business and
Management (IOSRJBM) e-ISSN, 28-32.

Chaudhary, J. K., Kapila, D., Hasan, D. S., Shafeeq, M., & Vishwakarma, S. K. (2023, November). A
Novel credit card fraud detection feature selection system using machine learning. In Proceedings of the
Sth International Conference on Information Management & Machine Intelligence (pp. 1-5).

Mishra, M. K., Reddy, C. V. K., Mallikraj, S. V., Kumar, K. S., Balakrishnan, S., & Florence, M. M. V.
(2024). Exploring the Role of Nanotechnology in Enhancing Financial Services through Targeted
Marketing. Nanotechnology Perceptions, 1326-1332.

Kovarthini, M., Balakrishnan, S., Kumar, B. P., Laxman, P., Devika, S. S., & Mishra, M. K. (2024).
Teacher Training and Its Long-Term Effects on Student Success in Higher Education. Library Progress
International, 44(3), 3210-3215.

Deepa, T., Balakrishnan, S., Devi, P. N., & Thiagarajan, J. (2022). A Study on Online Teaching-Learning
Process During Pandemic. NeuroQuantology, 20(10), 2924.

Devi, K., Bibiyana, D. J., Sampath, K., & Nawazkhan, M. (2024, February). Deciphering the Indian
Start-up Landscape: A Spot-light on Chennai’s Ecosystem. In Proceedings of the 3rd International
Conference on Reinventing Business Practices, Start-Ups and Sustainability (ICRBSS 2023) (Vol. 277,
p. 43). Springer Nature.

Bibiyana, D. J., & Srinivasan, K. (2024). THE APPLICATION OF VIRTUAL REALITY
MARKETING STRATEGY ON TOURISM: A CONCEPTUALIZED INVESTIGATION. Journal of
Philanthropy and Marketing, 4(2), 111-119.

Library Progress International | Vol.44 No.3 |Jul-Dec 2024 19954



