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Abstract – This research paper presents an in-depth examination of Green Human Resource Management (GHRM) practices 

within the IT and banking sectors of Prayagraj, Uttar Pradesh. The study employs a mixed-methods approach combining 

quantitative surveys of 100 employees across both sectors with qualitative interviews of 10 HR managers to evaluate current 

GHRM implementation, sector-specific adoption patterns, and organizational challenges. Findings indicate that IT companies 

demonstrate significantly higher GHRM adoption rates (78% with formal green policies) compared to banking institutions 

(42%), particularly in areas of e-waste management and digital transformation. The banking sector faces structural and 

cultural barriers including bureaucratic processes and employee resistance. The study contributes to the limited literature on 

GHRM in tier-2 Indian cities and provides actionable recommendations for enhancing sustainable HR practices through policy 

interventions, employee engagement strategies, and sector-specific implementation frameworks. 
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I. INTRODUCTION  
 

  Background of the Study 

 The contemporary business landscape has witnessed a 

paradigm shift toward environmental sustainability, 

compelling organizations to integrate ecological 

considerations into their operational frameworks. Green 

Human Resource Management (GHRM) has emerged as a 

strategic approach that aligns traditional HR functions with 

environmental stewardship objectives. This concept 

encompasses the systematic incorporation of sustainability 

principles into all aspects of human resource management, 

from talent acquisition to employee development and 

performance evaluation (Renwick et al., 2013). The 

growing importance of GHRM stems from increasing 

global environmental concerns, stakeholder pressure for 

corporate social responsibility, and the potential for 

sustainable practices to yield long-term competitive 

advantages. 

 

 Prayagraj, an emerging economic hub in Uttar Pradesh, 

presents an ideal context for examining GHRM 

implementation. The city has experienced significant 

growth in its IT and banking sectors in recent years, yet the 

extent of GHRM adoption in these industries remains 

underexplored in academic literature. This study addresses 

this research gap by providing empirical evidence on 

current GHRM practices, while simultaneously comparing 

sector-specific adoption patterns between knowledge-

intensive IT firms and service-oriented banking 

institutions. 

 

Significance of the Study 

 The significance of this research extends to multiple 

stakeholders. For organizational leaders, it offers 

actionable insights into current GHRM practices and 

identifies areas requiring improvement. Policymakers can 

utilize the findings to develop region-specific sustainability 

initiatives that encourage greener business operations. 

From an academic perspective, the study enriches the 

limited literature on GHRM implementation in tier-2 

Indian cities. Furthermore, employees stand to benefit 

through enhanced understanding of their role in fostering 

environmentally responsible workplaces. 

 

Objectives of the Study 

This study is guided by two primary objectives. 

 To analyse the current status of GHRM implementation 

in IT companies and banks in Prayagraj 

 To compare the adoption levels and effectiveness of 

GHRM practices between the two sectors 

 To propose strategic recommendations for enhancing 

GHRM effectiveness 

. 

II. LITERATURE REVIEWS 
 

The theoretical foundations of GHRM draw upon two 

complementary frameworks: the Resource-Based View 

(RBV) theory (Barney, 1991) and the Ability-Motivation-

Opportunity (AMO) model (Appelbaum et al., 2000). 

RBV posits that green HR practices can become sources of 

sustainable competitive advantage when they are valuable, 

rare, and difficult to imitate (Daily & Huang, 2001). The 

AMO framework elucidates how GHRM enhances 

organizational sustainability through three mechanisms: 

developing employee abilities via green training programs 

(Jabbour et al., 2017), motivating sustainable behaviours 

through eco- friendly reward systems (Paillé et al., 2014), 

and creating opportunities for environmental participation 

through inclusive policies (Tang et al., 2018). 
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Recent meta-analytic studies have substantiated the 

positive impact of GHRM on both environmental 

performance (ρ = 0.39, p < 0.01) and employee green 

behaviour (ρ = 0.42, p < 0.01) (Yong et al., 2020). 

However, implementation effectiveness varies 

considerably across industries and national contexts (Ren 

et al., 2023), highlighting the need for sector-specific 

investigations. The IT industry has emerged as a 

frontrunner in GHRM adoption due to several inherent 

advantages. Digital-native operations facilitate paperless 

workflows, while flexible work arrangements significantly 

reduce commuting-related carbon emissions. Progressive 

IT firms have implemented comprehensive e-waste 

management systems and demonstrate strong commitments 

to corporate social responsibility through dedicated 

sustainability initiatives (Opatha & Arulrajah, 2014). 

 

Conversely, the banking sector faces unique challenges 

in GHRM implementation. Traditional operational models 

characterized by hierarchical structures and legacy systems 

create inherent resistance to organizational change. 

Physical branch networks with substantial energy demands 

present significant sustainability hurdles, while regulatory 

compliance requirements often take precedence over 

environmental initiatives in resource allocation decisions 

(Daily et al., 2012). Despite these challenges, progressive 

banks are making notable strides through paperless 

banking solutions, energy-efficient branch designs, and 

innovative green financing products that incentivize 

environmentally responsible business practices among 

clients. 

 

The existing literature reveals several significant gaps 

that this study addresses. While numerous studies have 

examined GHRM implementation in metropolitan areas 

and developed economies, research focusing on tier-2 

Indian cities remains scarce. Comparative analyses 

between different industrial sectors, particularly 

contrasting knowledge-based industries like IT with 

service-oriented sectors like banking, are notably absent 

from current scholarship. Furthermore, most studies 

concentrate on policy formulation rather than ground-level 

implementation challenges and employee perspectives. 

This research contributes to filling these gaps by providing 

empirical data from Prayagraj, offering a nuanced 

understanding of how GHRM practices manifest 

differently across sectors with distinct operational 

characteristics and organizational cultures. 

                                                                                                                                                                   

III. RESEARCH METHODOLOGY 
 

The study employs a mixed-methods research design to 

comprehensively examine GHRM practices in Prayagraj's 

IT and banking sectors. This approach combines the 

statistical power of quantitative analysis with the 

contextual depth of qualitative inquiry, allowing for 

triangulation of findings and more robust conclusions. The 

quantitative component involves a structured survey 

administered to 100 employees (50 from each sector), 

while the qualitative component consists of semi-

structured interviews with 10 HR managers (5 from each 

sector). 

 

Participant selection followed a stratified random 

sampling technique to ensure representative inclusion of 

various organizational levels and job functions. IT sector 

participants were drawn from five leading technology 

firms in Prayagraj, while banking sector respondents 

represented five major public and private banks operating 

in the city. The survey instrument comprised 25 items 

measured on a 5-point Likert scale, assessing three key 

dimensions: awareness of GHRM policies, level of 

participation in green initiatives, and perceived 

effectiveness of implemented practices. The interview 

protocol for HR managers focused on four thematic areas: 

current GHRM policies, implementation challenges, 

employee engagement strategies, and future sustainability 

plans. 

 

The study’s methodology ensured robust data collection, 

as reflected in the demographic distribution (Table 1) and 

reliability scores (Table 2): 

 

Table 1. Survey Respondent Demographics 

 
 

Table 2. Reliability Analysis (Cronbach's Alpha) 

 
 

Findings and Discussion 

The findings reveal significant disparities in GHRM 

adoption between the IT and banking sectors of Prayagraj. 

Within the IT sector, 78% of surveyed organizations 

reported having formal green policies in place, with 

particular strengths in e-waste management (82% 

implementation rate) and regular environmental training 

programs (65% participation rate). These results align with 

the sector's inherent advantages for sustainability 

initiatives, including digital infrastructure conducive to 

paperless operations and organizational cultures that value 

innovation and adaptability. Notably, several IT companies 

had implemented creative solutions such as "green 

hackathons" to crowdsource sustainability ideas from 

employees and "carbon footprint trackers" to raise 

awareness of individual environmental impact. The 

quantitative analysis revealed striking differences in 

GHRM adoption between sectors, as detailed in Table 4.1. 
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Table 3 GHRM Adoption Rates in IT vs. Banking 

Sectors 

 
 

Table 4: Employee Participation in Green Initiatives 

 
 

The IT sector's strong performance in e-waste 

management (82%) reflects its technological infrastructure 

and innovation-driven culture, while banking's paperless 

operations (56%) show gradual digital transformation. 

These findings were further validated through t-test 

analysis (Table 3), confirming statistically significant 

differences (p<0.01) in policy formalization (t=4.32), 

training implementation (t=3.87), and employee 

engagement (t=3.12). 

 

In contrast, the banking sector demonstrated more 

modest GHRM adoption, with only 42% of institutions 

reporting formal green policies. While paperless banking 

initiatives showed moderate penetration (56% 

implementation), other areas like energy-efficient branch 

designs (38%) and environmental training (35%) lagged 

significantly behind IT sector benchmarks. Statistical 

analysis confirmed these sectoral differences were 

significant across all measured dimensions, with 

particularly large effect sizes for policy formalization 

(t=4.32, df=98, p=0.001) and training implementation 

(t=3.87, df=98, p=0.002). 

 

 
 

Employee perspectives revealed both encouraging 

trends and persistent challenges. Across both sectors, 

awareness of environmental issues was high (87% of 

respondents), but active participation in green initiatives 

varied dramatically - 72% in IT versus 41% in banking. 

Qualitative data illuminated the reasons behind this 

participation gap: IT employees frequently described 

organizational cultures that encouraged and rewarded 

sustainability behaviours, while banking sector 

respondents often cited bureaucratic hurdles and lack of 

management support as participation barriers. 

HR manager interviews identified three primary 

categories of implementation challenges. Structural 

barriers were particularly prominent in banking 

institutions, where legacy systems and rigid hierarchies 

slowed the adoption of new practices. Cultural barriers, 

including employee resistance to change and lack of 

sustainability mindset, were common across both sectors 

but more pronounced in banking. Resource constraints, 

especially budget limitations in smaller firms, created 

additional implementation hurdles. Several HR managers 

noted the "short-term cost versus long-term benefit" 

dilemma as a recurring theme in sustainability decision-

making  

 

Recommendations 

Based on the study's findings, three tiers of 

recommendations emerge for enhancing GHRM 

effectiveness in Prayagraj's corporate sector. At the 

organizational level, companies should develop phased 

implementation roadmaps tailored to their sector-specific 

contexts. IT firms might focus on expanding existing 

successful initiatives, while banks could begin with 

foundational changes like establishing green committees 

and piloting paperless processes. Introducing 

sustainability-linked performance metrics across all levels 

- from frontline employees to senior leadership - could 

help institutionalize environmental considerations in daily 

operations. 

 

Policy-level interventions should include government 

incentives for GHRM-adopting firms, such as tax benefits 

or expedited regulatory approvals for sustainable projects. 

Mandatory environmental reporting for medium and large 

enterprises would increase transparency and 

accountability, while public-private partnerships could 

address skill gaps through targeted green training 

programs. The Uttar Pradesh government might consider 

establishing a regional sustainability certification program 

to recognize and promote best practices among Prayagraj 

businesses. 

 

For employee engagement, organizations should 

implement recognition programs that celebrate green 

behaviours alongside traditional performance metrics. 

Gamification strategies, such as departmental sustainability 

challenges with tangible rewards, could increase 

participation rates. Regular awareness campaigns that 

connect individual actions to broader environmental 

impacts may help cultivate the sustainability mindset 

identified as lacking in many organizations. 

 

VII. CONCLUSION  
 

This study makes several important contributions to 

both academic literature and professional practice. It 

provides much-needed empirical data on GHRM 

implementation in tier-2 Indian cities, while 

simultaneously offering a comparative perspective across 

distinct industrial sectors. The mixed-methods approach 



 

International Journal for Novel Research in Economics , Finance and Management  

www.ijnrefm.com 

Volume 2, Issue 1, Jan-Feb-2024, PP: 29-32 

 

 Page-32 

  

yields insights that would be inaccessible through singular 

methodological lenses, particularly regarding the interplay 

between formal policies and ground-level implementation 

challenges. Future research should explore longitudinal 

impacts of GHRM on organizational performance metrics, 

including financial outcomes and employee retention rates. 

Comparative studies across additional Indian cities could 

help identify regional patterns in sustainability adoption. 

Finally, investigations into the role of leadership styles in 

GHRM implementation could provide valuable insights for 

organizational change management. 

 

The study demonstrates that while significant progress 

has been made in adopting GHRM practices in Prayagraj's 

corporate sector, particularly in IT companies, substantial 

opportunities for improvement remain - especially in the 

banking sector. By addressing the identified barriers and 

implementing the recommended strategies, organizations 

can enhance their environmental sustainability while 

simultaneously reaping the operational and reputational 

benefits of being recognized as green employers. As 

environmental concerns continue to gain prominence 

globally, GHRM will likely become an increasingly 

critical component of organizational success and societal 

contribution. 
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