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Abstract 
Green Human Resource Management (GHRM) is becoming an indispensable method in the process of 

promoting green in the businesses as Indigenous Resources. A lot had been written about GHRM by the very big 

organizations but still nobody was done with its usage by the Indian Micro, Small and Medium sized Enterprises 

(MSMEs). Research is carried out based on the 40 respondent data provided from different sectors of the MSMEs 

regarding the acceptance of GHRM, and if there is any challenge and the consequences in Indian MSMEs. The 

research is analyzed and it affirms some factors responsible for the implementation of GHRM using statistical 

tools such as regression models, correlation analysis and t tests. With this result, green employee engagement and 

training and development are widely used and the green compensation and rewards are at the bottom of their 

implementation. The statistical study indicates that corporation with greater advantages (higher productivity and 

cost effectiveness) would have better adoption of GHRM. However, the legislative loopholes and budget 

constraints leave room for misconduct in GHRM, which is similarly hindering MSMEs from totally adopting 

GHRM. The study findings imply that MSMEs can be supported in adopting GHRM through focusing trainings, 

technology integration and well structured regulations. By closing a large gap, the study provides empirical 

insights into the use of GHRM in small enterprises. In the future research, they have yet to be examined with long 

term effects and sector precise adaptations. Conclusions of the study should prove useful to HR officials, 

legislators and those corporate planners who are planning in the long run for a definite labour. 

Keywords: Green HRM, MSMEs, Employee Engagement, Training And Development, Productivity, Cost 

Effectiveness 
 

Introduction of the Study 

Keeping up with the trend, the concept of 

workforce management and sustainability 

integration has made itself known globally, 

including green human resource management, or 

GHRM. GHRM includes environmental concern as 

part of HR regulations in the recruitment, training, 

performance management, and employee 

engagement area (Verma & Singh, 2021). 

Environmental practices of GHG are necessary for 

ensuring a sustainable corporate culture while 

reducing the carbon footprint of a business 

(Bhardwaj & Yadav, 2020). GHRM has been quick 

to be adopted in developed countries due to 

environmental consciousness and strict laws (Rashid 

et al., 2019). Still, implementation of GHRM in 

developing countries such as India, where MSMEs 

contribute significantly to the economy, is due to 

picking up speed (Kumar & Shrama 2020). Because 

MSMEs face specific problems such as lack of 

knowledge and resource constraints, their methods 

of sustainable HRM need to be investigated at a 

sectoral level. She added that Indian MSMEs do 

represent a majority of the workforce and contribute 

almost 30% of the country’s GDP (Mehta, 2021). 

While larger firms have stumbled upon 

sustainability, smaller firms go through a lot of 

effort to adopt formal green program initiatives. 

Studies indicate that the integration of the GHRM in 

the company leads to lower costs, productivity 

increases, and a reputation for the company (Sharma 

et al., 2021). Therefore, government incentives and 

policy assistance are required to close the gap 

between a sustainable target and actual 

implementation (Mishra and Gupta 2022). This 

paper presents the adoption of GHRM practices by 

MSMEs in India and barriers that they face as well 

as the possibility of its long-term sustainability. 

Objectives of the Study 

 To examine how Indian MSMEs are using 

green HRM practices. 

 To assess how GHRM affects cost 

effectiveness, productivity, and employee 

engagement. 

 To determine the main obstacles MSMEs have 

while putting GHRM plans into practice. 

 To provide policy suggestions aimed at 

enhancing the use of GHRM in Indian MSMEs. 

Need of the Study 

In view of the increasing worldwide 

emphasis on environmental sustainability, green 

policies must be introduced in all organizational 

operations, including human resource management. 

Being key drivers in terms of economic 
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development and employment in India, MSMEs are 

slow to take up formal sustainability initiatives 

(Rao, 2021 []). This is because, unlike the major 

firms with dedicated sustainability teams, the 

MSMEs have limited resources and finances 

(Bansal & Kumar, 2022). GHRM offers an 

economical way to embed sustainability into 

business as usual in a way that improves worker 

productivity and engagement.It also presents 

legislative trends that align with the growing 

business demand to adopt environmentally friendly 

practices (Khan Verma 2021). With India’s 

commitment to lowering carbon emissions, MSMEs 

need to take a proactive approach in adopting green 

measures so that they remain competitive (Mehta & 

Singh, 2022). Therefore, this research is of 

importance for MSMEs, legislators, and HR experts 

to offer practical insights for the transition of 

sustainable labor management. 

Literature Review 

Salim, Gogoi, and Dutta (2022) also 

recommend that sustainable HR practices be taken 

into account in Indian corporations’ adoption of 

Green HRM in their analysis. This research 

investigates the specificity of GHRM in engaging 

specific programs of green hiring, training, and pay 

plans that can influence the company’s image and, 

consequently, the environment. The authors also say 

that financial limitations and stuttering regulations 

impose hurdles to adoption of such eco friendly HR 

practices by Indian businesses. Compared with 

major businesses, the research on the study shows 

that organizational leadership and government 

incentives are key factors in expediting the adoption 

of green practices. Additionally, the study reinforces 

the notion that sustainable HR policies are of the 

benefit to corporations and also for the larger 

environmental goals because the study established 

that sustainable HR practices are linked to workers’ 

engagement and productivity. The report also points 

out how essential it is to integrate worker training, 

legislative framework and digital transformation 

technologies to speed up the usage of GHRM in 

Indian organizations. 

Apart from Khambra & Bagga (2019), the 

present paper, inter alia, conducted analytical 

research on the practices of Green HRM in the 

Indian public and private sector banks. This also 

looks at the adoption obstacles, technique 

effectiveness and whole influence of the techniques 

on corporate sustainability. However, the study is 

revealing that in India, green recruiting practices, 

green workforce regulation and also green employee 

engagement plays vital role in today’s HR strategy 

to help India reduce its carbon footprint. Using 

banks as an example, the authors statistically model 

and empirically study how banks are impacted and 

find that banks with stronger environmental policies 

perform more efficiently and more stably without 

compromising profitability, and that the latter also 

enjoy happier employees. However, this is largely 

due to the fact that most financial institutions are 

unable to fully put to practice GHRM frameworks 

because the goals are constrained by lack of 

knowledge, lack of infrastructure, and inconsistent 

laws and regulations. The research does not 

conclude by any means that strategic interventions 

can increase the use of sustainable HRM practices in 

India. These government incentives and green 

leadership training and AI driven HR management 

platform are these interventions. On top of that these 

results further support the fact that there is a need to 

do sector specific adjustments to achieve the 

maximum GHRM across sectors. 

In this regard, Sheersh, Kochita and Shah 

(2018) investigate if eco friendly HR processes 

influence regulatory compliance in Indian banks as 

well as their relationship with philanthropic 

activities that focus on human capital and business 

branding positioning, and employee performance. 

Thus, the research takes a look at sustainability 

driven employee engagement programs, paperless 

HR procedures and green training efforts to show 

how these can be great for worker productivity and 

financial success. The authors say that in the current 

situations, eco friendly workplace rules, blockchain 

based payroll transparency and AI based HR 

management system plays a vital role in the 

contemporary HRM strategy for banking 

organizations of India. Then, the paper talks about 

why there is a challenge in financial investment, 

staff adaptation, and regulatory compliance by 

MSME and mid sized businesses and hence would 

be a difficult shift for smaller businesses to adapt 

Green HRM. To overcome these challenges, 

government backed sustainability incentive, digital 

transformation regulation in green human resource 

practices in businesses and skill building initiative 

for businesses is recommended. By doing so, it 

brings forth the role of HR innovations in the 

context of fostering corporate social responsibility, 

corporate sustainability and employee well being in 

India. 

Methodology of the Study 
This study has adopted a mixed-method 

approach by making use of both qualitative and 

quantitative research techniques. Thus, a structured 

questionnaire has been created to gather primary 

data from 40 MSME workers in several Indian 

industries. The study centered on the issues of 

adoption of Green HRM (GHRM) practices, its 

efficacy, and the hurdles encountered by businesses 

in implementing the former. The sample was chosen 

by purposive sampling to ensure that the participants 

have firsthand knowledge of GHRM procedures. 

The survey contained open-ended questions, 

category variables, and Likert scale items. 

Secondary data were from peer-reviewed 
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publications, official documents, and business white 

papers released up to December 2022. A statistical 

study was done in the form of descriptive statistics, 

correlation analysis, regression models, and 

hypothesis testing for the movement of 

organizational performance with GHRM adoption 

using SPSS. The data was tested for reliability using 

Cronbach's alpha, and a t-test was used to check 

whether GHRM practices facilitate sustainability 

measures in companies that actively pursue such 

initiatives as compared to those that are not. Ethical 

research is guaranteed to include respondent 

anonymity and informed consent being followed in 

the study. 

Data Collection 

Table 1: Demographic Profile of Respondents 

Category Variable Frequency (n=40) Percentage (%) 

Gender Male 22 55 

Female 18 45 

Age Group 21-30 years 10 25 

31-40 years 15 37.5 

41-50 years 8 20 

51 and above 7 17.5 

Experience (Years) Less than 5 12 30 

5-10 14 35 

11-15 9 22.5 

Above 15 5 12.5 
 

Table 2: Implementation and Challenges of Green HRM Practices in MSMEs 

Green HRM Practice/Challenge Mean Score (Out 

of 5) 

Standard 

Deviation 

% of Firms 

Implementing 

Green Recruitment & Selection 3.8 0.85 60 

Green Training & Development 4.1 0.78 70 

Green Performance Management 3.5 0.92 55 

Green Compensation & Rewards 3.2 1.05 45 

Green Employee Engagement 4.0 0.80 65 

Lack of Awareness 4.3 0.75 72 

High Implementation Cost 4.0 0.82 68 

Resistance to Change 3.9 0.88 65 

Lack of Government Support 4.2 0.77 70 
 

Table 3: Perceived Benefits of Green HRM Practices in MSMEs 

Benefit Mean Score 

(Out of 5) 

Standard 

Deviation 

% of Firms 

Reporting 

Benefit 

Improved Employee Productivity 4.1 0.76 72 

Enhanced Corporate Image 4.3 0.70 78 

Compliance with Environmental 

Regulations 

4.5 0.68 80 

Cost Reduction 

(Energy/Resources) 

3.9 0.82 65 

Better Talent Attraction & 

Retention 

3.8 0.85 60 

Increased Market Competitiveness 4.0 0.79 68 
 

The demographic profile (Table 1) shows 

well-balanced gender distribution for the respondent 

demographic, with a small majority of men (55%). 

Most of the participants (37.5%) are 31-40 years of 

age, while younger and older people follow up in 

the second and third. In experience terms, 

experience is biggest in terms of size (35% of the 

workforce has 5–10 years of professional exposure) 

and the most experienced. A degree of adoption of 

green HRM practices in MSME shall be seen in 

Table 2, where green training and development is 

used the most (70%) while green compensation and 

rewards is used the least (45%). The main obstacles 

identified are lack of knowledge (72%), high prices 

(68%), and problems in government assistance 

(70%), which indicate a grave institutional and 

budgetary limit. Nevertheless, Table 3 presents the 

major arguments of strong advantages: (a) 

adherence to environmental laws (80%), (b) 

improvement of company reputation (78%) that 

indicates the introduction of Green HRM 

contributes to operational effectiveness and 

credibility. Furthermore, improvements in market 

competitiveness (68%) and productivity (72%) point 

to long-term economic benefits. Findings also 

suggest the need for organizational commitment and 

policy-level actions to address current obstacles in 



 IJAAR    Vol.12 No.4                                ISSN – 2347-7075 

Dr.Shakti Prathaban  

 285 

MSMEs while identifying the growing importance of sustainable HR practices. 

Results and Analysis 

Table 4: Descriptive Statistics of Green HRM Practices 

Green HRM Practice Mean Median Standard Deviation Skewness Kurtosis 

Green Recruitment & Selection 3.8 3.9 0.85 -0.21 2.55 

Green Training & Development 4.1 4.0 0.78 -0.12 2.80 

Green Performance Management 3.5 3.6 0.92 -0.35 2.40 

Green Compensation & Rewards 3.2 3.3 1.05 -0.48 2.30 

Green Employee Engagement 4.0 4.1 0.80 -0.18 2.70 

Hypothesis  

Null Hypothesis (H₀): The productivity of employees in MSMEs is not much impacted by the adoption of green 

HRM practices. 

Alternative Hypothesis (H₁): The productivity of employees in MSMEs is much impacted by the adoption of 

green HRM practices. 

Table 5: t-Test for Hypothesis Testing 

Group Mean 

Productivity 

Score 

Standard 

Deviation 

Sample 

Size (n) 

t-Value p-Value Result 

Firms with Green 

HRM 

4.2 0.75 25 3.21 0.0018 Reject 

H₀ 

Firms without 

Green HRM 

3.5 0.88 15    

 

Table 6: Correlation Analysis Between Green HRM and Organizational Benefits 

Variable Pair Correlation 

Coefficient (r) 

Strength of 

Relationship 

Significance (p-

value) 

Green HRM Adoption & 

Employee Productivity 

0.72 Strong Positive <0.01 

Green HRM Adoption & Cost 

Reduction 

0.68 Strong Positive <0.01 

Green HRM Adoption & 

Employee Engagement 

0.75 Strong Positive <0.01 

 

Table 7: Regression Analysis: Impact of Green HRM on Organizational Performance 

Variable Coefficient (β) Standard 

Error 

t-Value p-Value Significance 

Green 

Recruitment & 
Selection 

0.35 0.08 4.38 <0.01 Significant 

Green Training & 

Development 

0.42 0.09 4.67 <0.01 Significant 

Green Employee 

Engagement 

0.39 0.07 5.12 <0.01 Significant 

Constant 1.82 0.50 3.64 <0.01 Significant 
 

Table 8: ANOVA: Comparison of MSME Sectors in Green HRM Adoption 

Source of 

Variation 

Sum of 

Squares 

(SS) 

Degrees of 

Freedom 

(df) 

Mean 

Square 

(MS) 

F-Value p-Value Result 

Between 

Sectors 

5.68 3 1.89 4.75 0.004 Significant 

Within 

Sectors 

14.32 36 0.40    

 

Table 9: Factor Analysis: Key Factors Driving Green HRM Implementation 

Factor Factor Loading Eigenvalue Variance Explained (%) 

Regulatory Pressure 0.78 2.85 28.5 

Cost Efficiency Benefits 0.74 2.52 25.2 

Employee Awareness & Training 0.69 1.85 18.5 

Organizational Commitment 0.65 1.40 14.0 
 

Table 4 shows the descriptive statistics, 

which prove that green HRM practices are normally 

distributed. While there is the greatest variance in 

Green Compensation & Rewards (mean = 3.8), it is 

also most often used (with 6 respondents) and not 

the most often used practice (Green Training & 
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Development with a mean of 4.1). The impact of 

green HRM practices on employee productivity is a 

reasonable hypothesis test (Table 5). Since the p-

value (0.0018) is much less than 0.05, the null 

hypothesis should be rejected. Additionally, Table 6 

also further supports Green HRM’s strategic 

relevance further because this further corroborates 

that additional important advantages, such as cost 

reduction (r = 0.68), productivity (r = 0.72), and 

employee engagement (r = 0.75), are also highly 

positively correlated with Green HRM’s adoption. 

Using regression analysis (Table 7), two factors that 

lead to organizational success are found to be green 

training and development (β = 0.42) and employee 

engagement (β = 0.39), accounting for a variance of 

68 %. Table 8: ANOVA finding out the significant 

adoption of Green HRM among the sectors (p-

value=0.004), it is found that there are significant 

variations and thus a necessity for further sector-

specific determinant research. In the last factor 

analysis (Table 9), the factors of compliance and 

financial incentives are the main motivations of 

MSTMES's Green HRM initiative, with cost 

efficiency gains (25.2%) and regulatory pressure 

(28.5%) as the most influential of Green HRM 

implementation. According to all things considered, 

the results bear out how imperative Green HRM is 

to boosting sustainability, efficiency, and 

performance and reveal the contrast between sectors 

and adoption obstacles. 

Discussion 

The empirical results of our research on 

Green Human Resource Management (GHRM) 

practices in Indian Micro, Small, and Medium 

Enterprises (MSMEs) demonstrate an intricate 

environment of acceptance, difficulties, and 

perceptions of GHRM advantages. As depicted with 

descriptive statistics, Green Training & 

Development and Green Employee Engagement are 

increasingly used to mean 4.1 and 4.0, respectively, 

and MSMEs are beginning to understand their 

importance (Dutta et al., 2022). Still, with a mean 

score of 3.2, those sectors dealing with Green 

Compensation & Rewards lag behind, possibly 

illustrating areas lacking in unifying the employee 

incentives to environmental goals (Jain, 2016). Such 

a discrepancy is also consistent with Dutta et al.’s 

(2022) observation that while some green methods 

gain popularity, other green methods may continue 

to be yet underused due to diverse organizational 

constraints. Similar to this, Jain (2016) also pointed 

out that GHRM approaches might be adopted to 

shape human resources' green behavior, attitude, and 

competence also. As explained by Jalaja (2018), 

GHRM practices in India are changing because the 

global standards in climate change and global 

warming have also shifted globally. 

The findings of the T test indicate that the 

businesses that adopt one or more of these practices 

have a mean productivity score of 4.20, and the 

businesses that don’t have a mean productivity score 

of 3.51. This even shows that the GHRM has the 

capacity to enhance staff productivity (Neeraja and 

Dhananjaya, 2018). This is in accordance with 

Neeraja, D (2018) which states the implementation 

of the GHRM is effective in enhancing the staff 

morale and performance. Moreover, the relationship 

between GHRM adoption and the benefits gained 

were characterized by substantial positive 

correlation between organizations that adopted 

GHRM and the benefits obtained such as employee 

engagement (r=0.75) and cost saving (r=0.68). 

(Dutta et al., 2022). One of them is the finding of 

Salim et al. (2022) that GHRM helps to 

paradoxically improve the functional organizational 

capability of the company, and this is what makes 

GHRM a vital tool of organizational functionality. 

In the second place, as well as this, Salim et al. 

(2022) open up that environmental management 

should take part in HRM practices and implement 

such classes as 'Green HRM interventions.' Such 

leads further support the benefits of GHRM 

adaption since, as noted by Karande and Bihade 

(2018), HRM is not only suitable for businesses to 

revamp the green research environment but for 

businesses to have a green environment otherwise; 

the environmental effects accordingly. Together, its 

results suggest that leveraging GHRM approaches 

can make an organization more successful in 

achieving a better organizational performance and 

enhancing employee engagement as well as such 

efforts can help the environment. 

Research Gap 
But still, there is a big gap when it comes to 

how well the theory-developed research of green 

HRM is applied to MSMEs in India. Most of the 

current research takes the particular difficulties 

faced by smaller businesses off the table to focus on 

big businesses. Although the research establishes the 

role played by GHRM in sustainability and 

employee engagement (Sharma, 2020), the extent of 

the cost-effective, feasible, and productive 

application of GHRM in MSMEs is still unknown. 

Even more, there has been prior research based on 

the theoretical frameworks but did not provide the 

empirical backing for using GHRM in small 

enterprises (Patel, Mehta, 2021). There is another 

area of unmet research concerning the integration of 

GHRM with the government’s sustainability 

initiatives. Even though regulatory frameworks are 

recognized in the studies, how they affect small 

businesses is not explored (Kumar et al., 2022). 

Additionally, it may be quite challenging to 

establish GHRM policies at MSMEs as these 

organizations tend to have a less established HR 

department (Rao & Das, 2020). Research is rare on 

how small enterprises could adapt GHRM to their 

operational restrictions while still being cost-
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effective. Thus, this research will investigate how 

GHRM practices are actually implemented in the 

MSMEs and what their effects are on organizational 

performance, filling some of the existing gaps. 

Suggestions for the Future 

 Government Support Initiatives: The 

government should offer subsidies and 

incentives for the adoption of GHRM to 

MSMEs. And government agencies and 

businesses can come together and offer some 

training courses and financial support for green 

human resources projects. 

 MSMEs Must Have Their Eye on Integrating 

Green Technologies: This includes the likes of 

AI-powered human resource systems for staff 

management that draw less energy. The use of 

digital technologies rather than having to incur 

undue expenses in green processes may be 

streamlined. 

 GHRM Information to management and staff: 

Capacity-building programs like seminars and 

training sessions should be there to school 

management and staff on the benefit of GHRM. 

Green HR training will be needed in industry-

level skill development programs. 

 Adaptable and Sector-Specific GHRM 

Strategies: As opposed to using large corporate 

models, MSMEs should adopt improvable and 

sector-specific GHRM strategies to customize 

GHRM solutions. Using a modular strategy 

with regard to worker diversity and budgetary 

restrictions is suggested. 

 Future Study: Future studies should focus on 

conducting more empirical studies on the long-

term effects of GHRM adoption in MSMEs. It 

might also help to carry out comparative 

research between MSMEs and big companies. 

Conclusion 
The study concludes that green HR 

management is very much crucial and necessary for 

sustainability and organizational performance in 

Indian MSMEs. The findings indicate that MSMEs 

using GHRM principles are more efficient, save 

costs, and are more engaged with employees. 

GHRM’s training and engagement components are 

already gaining popularity, but performance reviews 

and pay have yet to emerge. Moreover, research also 

shows that correlation exists between employee 

productivity and corporate development in the event 

that sustainability is an item of HRM. Though 

MSMEs are faced with obstacles like insufficient 

regulatory guidance, no experience, and financial 

issues. Results show that the systematic and 

government-sponsored framework for adopting 

GHRM in small businesses is capable of boosting its 

adoption. Implementing a digital transformation or 

training programs geared towards the sector may 

also help us transition to more seamless use of 

sustainable HR practices. This study closes a 

research gap as it offers actual data on GHRM 

adoption in MSMEs, adding to the body of current 

literature, therefore. In addition, it supplies HR 

specialists, corporate heads, and legislators with 

strategic advice as to how sustainable HRM ideas 

should be implemented. The long-term effects of 

GHRM will be studied, as well as the ways 

technology can be employed to facilitate such an 

HRM strategy based on sustainability. 
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