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ABSTRACT 

In the current business environment, Green Human Resource Management (GHRM) is an emerging topic in the area 

of Strategic Human resource Management. The purpose of the study was to investigate the degree of impact of Green 

HRM practices on the performance of the Manufacturing Industries in Kerala. The data were collected by using 

questionnaire. Pearson Correlation and Regression analysis was used to test the hypothesis. The result of the 

regression analysis showed that the Green HRM practices like green recruitment, green training and employee 

involvement have significant impact on the firm performance. 
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I.INTRODUCTION 

In this competitive business environment, most of the manufacturing companies are more and more 

concerned with sustainability and corporate social responsibility in addition to their profit. Many HR 

managers in manufacturing organizations are now identifying that the green programs in the place of work 

can promote social responsibility among workers.  

Green HRM involves the use of HRM policies to promote the sustainable use of resources within business 

organizations and, more generally, promote the cause of environmentalism. It refers to the polices , 

practices and systems that make employees of the organization green for the benefit of the individual , 

society , natural environment and the business (Opatha, 2014) . It involves reducing carbon footprints via 

less printing of paper, car sharing, job sharing, telecommuting, video conferencing and interviews etc (Gill 

mandip 2012, Shakti). Hence Green HRM involves two essential elements: environmentally friendly HR 

practices and the preservation of knowledge capital. Some of the benefits of GHRM are: cost cutting, 

increased public image, reduction in carbon emission and establishment of an environmental friendly 

work space. 

In manufacturing industries, “ Go Green “ through  GMP-Good Manufacturing Practices like reducing 

waste, optimizing energy consumption, logistic recycling secondary materials and the hike. 

 

II. REVIEW OF LITERATURE 

Green HRM practices include compensation, recruitment and selection, performance management, 

training and development, employee involvement and participation (Jacob Cherian and Jolly Jacob, 2012; 

Mohammad Main Uddin & Rabiul Islam, 2015; Geetu Nijhawan, 2014). 

Green Recruitment: Green recruitment refers to the procedure of hiring people having behavior, 

knowledge and skills of environment management system in the organization. It also includes 

environmental criteria in the recruitment massages (Opatha, 2013). 

Green Training: Green training and development programmes make the employees aware of different 

aspects and value of environment management (Tareq Fayed Obaid &Rosima bte.Alias, 2015).  

Employee Involvement: It is defined as the participation of staff to help an organization fulfill its mission 

and meet its objectives by applying their own ideas, expertise, and efforts towards solving problems and 
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making decisions. Employee involvement in Green initiatives will increases the chances of improved green 

management (Shoeb Ahmed, 2015) 

Green HRM and Organizational Performance 

Tareq Fayeq Obaid and Rosima Bte. Alias (2015) studied the impact of green HRM practices on the firm 

performance. The study conducted by using secondary data. The study found that, there is positive 

influence of recruitment, training and development and learning on the performance of the firm. 

Lather Anusingh and Goyal Shikah (2015) studied abt the impact of green human resource management 

factors on environmental performance in manufacturing companies. The study used regression analysis for 

analyzing data. The result of the study shows that the variables like top management commitment, 

employee training and green programmes have a significant positive relationship to perceived 

environmental performance. 

Sana Arzbhutto and Auranzeb (2016) also studied the effects of green human resource management on 

performance .The study was conducted in Pakistan. The study used regression analysis. The result of the 

study indicated that all the green HRM variables significantly affect the performance of the firm 

Figure 1: Theoretical Framework 

 

 

 

  

 

  (Source:  Author generated) 

 

III. OBJECTIVES 

 To investigate the degree of impact of Green HRM practices on the performance of the 

Manufacturing Industry. 

 To suggest appropriate Green HRM polices for manufacturing Organizations. 

Hypothesis  

Based on the review of literature and conceptual frame work, the hypothesis formulated as; 

H0: There is no significant relationship between Green HRM practices and Firm Performance. 

 

IV RESEARH METHODODLOGY 

Table 1: Research Methodology 

Type of Research  Descriptive 

 Exploratory 

Data  Primary Data  

 Secondary data 

Location of Study Kerala- Manufacturing Industries 

Sampling Method Convenient Sampling 

Sample Size 100 

Tools for analysis  Descriptive Statistics 

 Correlation 

 Regression 

The multiple regression equation is;  

 Y = α + β1(X1) +β2 (X2) +β3 (X3) + …+ βn (Xn) 

Scaling Method Likert Scale; 

5= Strongly Agree, 4=Agree, 3=Neutral, 2=Disagree,1=Strongly Disagree 

            (Source; author generated) 

Green HRM Practices 

 Green Recruitment 

 Green Training 

 Employee Involvement 

Firm Performance 
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V. ANALYSIS AND RESULT 

(a) Demographic Profile  

Table 2: Demographic Details of Respondents 

Attributes Category % of Respondents 

Gender Male 

Female 

64 

36 

Age  

20-24 Years 

24-29 Years 

30-34 Years 

35-39 Years 

 

46 

39 

14 

1 

Qualification Masters Degree 

Bachelor Degree 

48 

52 

          (Source: primary data) 

 

( b)  Table 3: Correlation analysis (Association of Green HRM practices and Firm 

Performance) 

Correlations 

 Green 

Recruitment 

Green Training Employee 

Involvement 

Firm 

Performance 

Green 

Recruitment 

Pearson Correlation 1 .251
*
 .101 .306

**
 

Sig. (2-tailed)  .012 .319 .002 

N 100 100 100 100 

Green  

Training 

Pearson Correlation .251
*
 1 .341

**
 .618

**
 

Sig. (2-tailed) .012  .001 .000 

N 100 100 100 100 

Employee 

Involvement  

Pearson Correlation .101 .341
**

 1 .523
**

 

Sig. (2-tailed) .319 .001  .000 

N 100 100 100 100 

Firm 

Performance 

Pearson Correlation .306
**

 .618
**

 .523
**

 1 

Sig. (2-tailed) .002 .000 .000  

N 100 100 100 100 

*. Correlation is significant at the 0.05 level (2-tailed). 

**. Correlation is significant at the 0.01 level (2-tailed). 

(Source: primary data) 

Correlation analysis shows that (Table 3), there is a significant positive association  between independent 

and dependent variables. Green Recruitment (r = .306, p<0.01), Green Training (r = .618, p<0.01), and 

employee Involvement (r = .523, p<0.01). 
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(c ) Regression Analysis 

To find out the impact of Green HRM practices on the Firm Performance, regression analysis was used. In 

the regression analysis, the dependent variable was Firm Performance and the independent variables were 

Employee Involvement, Green Recruitment and Green Training. 

Table 4 : Model Summary 

Model R R Square Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .718
a
 .516 .500 .43256 

a. Predictors: (Constant),Employee Involvement, Green  

Recruitment, Green Training 

 

From the regression model summary table (Table 4), the R square value is .516 and adjusted R - square 

value is .500.  

The R - square value of 0.516 indicating that the three given independent variables explain about 51.6% of 

the variance in Firm performance. 

 

Table 5: ANOVA table (Green HRM Practices and Firm Performance) 

ANOVA
a
 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression 19.114 3 6.371 34.051 .000
b
 

Residual 17.963 96 .187   

Total 37.077 99    

a. Dependent Variable: Firm Performance  

b. Predictors: (Constant), Employee Involvement, Green  Recruitment, Green Training   

 

The ANOVA table (Table 5) implies that the F – statistics is 34.051 and the corresponding p - value is 

significant (<0.05). This result indicates that there is a linear relationship between independent variable 

and independent variables.  

Therefore, the null hypothesis was rejected and alternative hypothesis accepted. Found was a significant 

relationship between Green HRM Practices and Firm Performance. 

 

Table 6: Regression Coefficient table for Firm Performance 

 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. Collinearity Statistics 

B Std. Error Beta Tolerance VIF 

1 

(Constant) .704 .313  2.250 .027   

Green Recruitment  .144 .068 .156 2.119 .037 .937 1.068 

Green Training .394 .067 .460 5.915 .000 .836 1.196 

Employee Involvement .264 .057 .351 4.643 .000 .883 1.132 

a. Dependent Variable: Firm Performance 
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As depicted in the coefficient table (Table 6) the estimates of the regression model coefficients for β0 is 

0.704, β1 is 0.144, β2 is 0.394 and β3 is 0.264 

Therefore, the estimated regression model is; 

Y (FP) = 0.704 + 0.144 (X1) + 0.394(X2) + 0.264 (X3) + E 

Where JS = Firm Performance  

X1 = Green recruitment 

X2 = Green training 

X3 = Employee Involvement  

From the model, regression coefficient for green recruitment is 0.144, which implies that one unit variation 

(increase) in green recruitment results in 0.144 unit variations (increase) in firm performance if other 

independent variables are kept constant. The value of   „t‟ is 2.119 and which significant at .05, shows that 

the variable green recruitment had positive impact on firm performance. 

The regression coefficient for green training is 0.394, which means that one unit variation (increase) in 

green training results in 0.394 unit variations (increase) in firm performance if other independent variables 

are kept constant. The value of„t‟ is 5.915 and significant at .000, shows that green training   had positive 

impact on firm performance . 

The regression coefficient for employee involvement is 0.264,   which means that one unit variation 

(increase) in employee involvement results in 0.264 unit variations (increase) in firm performance if other 

independent variables are kept constant. The value of„t‟ is 4.643 and significant at .000, shows that 

employee involvement had positive impact on firm performance. 

Based on coefficients table, (Table 6), VIF statistics are less than 5 and none of tolerance value less than 

0.2. This indicated that there is no serious multicollinearity problem among the determinants variables of 

the regression model. Hence it is reasonable to say that the estimated regression model is valid. 

 

VI.FINDINGS AND SUGGESTIONS 

The objective of the study was to investigate the degree of impact of Green HRM practices on firm 

performance. From the regression analysis it can be seen that green training, employee involvement and 

green recruitment have a significant influence on firm‟s performance. 

 From the regression model , of The R - square value of 0.516 indicating that the three given independent 

variables (green recruitment, green training and employee involvement) explain about 51.6% of the 

variance in Firm performance, and it is important to note that 48.4% variance remain unexplained. These 

factors may include the other Green HRM practices like green performance management and 

compensation and rewards. 

 The following suggestions are provided based on the studies; 

 Provide environmental awareness to the employees through workshops and seminars. 

 Provide induction training for newly joined employees regarding greening office and its benefits. 

 Give priority to the employees, who are aware of the go green in the recruitment. 

 Include environmental criteria in recruitment procedure. 

 Conduct waste management programmes in the organization. 

 Encourage employee involvement for making green polices in the organization. 

 Create separate team to lead the organization eco-friendly programmes. 

 Implement green manufacturing process. 

 

CONCLUSION 

In this competitive world, it is very important for each and every  organizations  to understand “Go Green 

“ concept because there is direct link between Green HRM practices and firm performance. From the 
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study, it is clear that the Green HRM practices have a significant influence on the Performance of the 

firms. 

Hence, it is necessary that HR managers in the organizations should develop and implement appropriate 

Green HRM polices. These Green HRM policies will result great impact on firm performance which leads 

to environmental sustainability.  
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