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Abstract: 
The study examines how Indian IT companies use Green Recruitment approaches to achieve their corporate sustainability performance targets. 

The recruitment process of Green HRM includes Green Recruitment as its key component to identify candidates who dedicate themselves to 

upkeep sustainability targets and practices. The combination of Corporate sustainability together with Environmental Social and Governance 

(ESG) performance results forms an essential element of management practice for industries that create significant environmental effects such 

as IT. The research examines how Indian IT organizations implement environmentally friendly recruitment methods to develop sustainable 

results within their recruiting systems. Organizations that implement Green Recruitment create both environmental sustainability achievements 

and social responsibility action and employee involvement and business cost management benefits. Cost-related limitations combined with 

organizational reluctance to modifications present themselves as the primary factors which prevent smaller IT organizations from implementing 

Green Recruitment strategies. Research findings verify that Indian IT companies presently use global standards for their Green Human 

Resource Management practices around the world. Through multiple business years Green Recruitment proved its support for corporate 

sustainability goals which enables HR specialists and government authorities to work with sustainability supporters. 
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1. Introduction 

Background Information:The implementation of environmental factors during hiring operations constitutes Green Recruitment because it 

involves implementing sustainable work policies and hiring people with sustainability values as well as incorporating green practices into 

recruitment approaches (Renwick, 2013). Corporate sustainability represents a business approach which implements lasting value-creation 

techniques through equal management of economic growth plus environmental stewardship and social responsibility (Elkington, 1997). 

Organizations throughout different sectors must now fulfil sustainable development criteria which makes India's IT industry follow suit. 

The IT industry of India functions as an economic growth driver for the nation while celebrating its rapid international expansion. The industry 

makes substantial environmental impacts through its energy requirements along with carbon emission generation according to Chandran and 

Iyer (2015). Within their mission to innovate technology the IT sector must apply equal attention to environmental as well as societal outcomes 

of their operational activities (Tiwari & Singh, 2017). The adoption of Green Recruitment strategies by IT companies should be considered 

fundamental because it enables organizations to find workers dedicated to environmentally friendly practices while integrating employees 

toward sustainability goals. 

Problem Statement:Research about Green Recruitment strategies exists in literature but investigates sustainability outcomes minimally within 

Indian IT companies. The investigation between Green Recruitment practices and sustainability results is essential because sustainability has 

become a vital corporate focus specifically in resource-intensive industries such as IT. The present moment requires Indian IT organizations 

to uphold a central position by reducing environmental impact and social contributions thus requiring clarity about recruitment strategies that 

can facilitate these objectives (Tiwari & Singh, 2017). These companies should prioritize Green Recruitment to develop employees who support 

both organizational targets and environmental sustainability goals. 

Research Objectives: 

1. To assess the impact of these strategies on corporate sustainability outcomes: This objective aims to investigate how these recruitment 

strategies influence the sustainability outcomes of the companies, including environmental performance, social impact, and governance aspects. 

Research Questions: 

1. What are the key drivers for implementing Green Recruitment in the Indian IT sector? : This question seeks to uncover the obstacles 

that prevent the widespread adoption of Green Recruitment in the sector, as well as the factors that drive its adoption. 

Significance of the Study: 

Studies of this significance aim to boost sustainable development practices present in Indian IT organizations. Research on the link between 

Green Recruitment practices and organizational sustainability outcomes contributes to HR support for long-term organizational sustainability 

goals (Renwick, 2013). Green Recruitment practices stand crucial for IT industry growth together with its global expansion because 

sustainability requires integration as a key operational component (Tiwari & Singh, 2017). Cognitive research will present essential knowledge 

to policymakers in the IT industry alongside HR practitioners and sustainability supporters to enable corporate sustainability and environmental protection. 

2. Literature Review 

Concept of Green Recruitment: Organizations within Green Recruitment systems bring environmental sustainability into job candidate 

assessment through screening for both professional expertise and environmental stewardship dedication. Renwick (2013) describes this concept 

as an element of Green Human Resource Management along with eco-friendly job advertising and sustainability-promoting recruitment and 

environmentally-neutral assessment practices. The components of Green Recruitment consist of converting recruitment materials digital to 

eliminate paper waste and interview candidates about sustainability principles while choosing candidates who show environmental dedication 

(McGrath & Atkins, 2015). The organization attempts to match its workforce with its social and environmental goals so they support the 

organizational sustainability agenda (Jabbour & Santos, 2008). 

Corporate Sustainability: The practice of corporate sustainability consists of conducting business while achieving prolonged value creation 

by maintaining a balance between financial success and social accountability and environmental responsibility (Elkington, 1997). Companies 

use the Environmental Social Governance (ESG) framework to analyze their performance in these vital areas. The focus of environmental 

sustainability involves organizations to minimize their environmental impact through initiatives like sustainable resource management and 

energy efficiency programs along with waste minimization programs. Social sustainability enhances value for stakeholders such as employees 

and customers together with community members through human rights support and labor practices equality while fostering diversity. The 

ethical management which includes organizational accountability represents the core aspect of governance (Carter & Rogers, 2008). 

Organizations worldwide now recognize corporate sustainability as a fundamental strategic priority because they face growing regulatory 

requirements, sustainability-focused consumer demands alongside financial benefits from sustainable practices (Linnenluecke & Griffiths, 2010). 
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Green Recruitment in Indian Context:The ongoing pressure for environmental responsibility in the information technology sector of India 

has led to the establishment of Green Recruitment practice (Tiwari & Singh, 2017). International firms doing business in India typically have 

established Green HRM practices yet local Indian firms exhibit less enthusiasm for such initiatives. The Indian IT sector continues to develop 

sustainability practices including Green Recruitment within their HR strategies according to Chandra & Iyer (2015) through both global market 

needs and regulatory requirements. Current obstacles in sustainable hiring include weak understanding of Green Recruitment and assumptions 

about higher expense between traditional hiring and sustainable recruitment. The corporate sustainability targets for Infosys and Wipro benefit 

from their advanced implementation of sustainability in their recruitment methods (Soni & Bansal, 2016). The companies deploy digital 

recruiting systems while including ecological factors into their assessment phases and develop teams of employees who embrace sustainability-

oriented principles. 

Relationship Between Green Recruitment and Sustainability Outcomes:Research is building up to support a positive relationship between 

Green Recruitment and diverse sustainability results in organizational settings. Green Recruitment demonstrates environmental improvement 

by selecting job applicants who both care about the environment and possess abilities that help lower environmental impact on the company 

(Renwick, 2013). Studies prove that organizations implementing Green Recruitment practices see better employee engagement because 

workers tend to be more motivated toward mission-aligned organizations (Awan & Aslam, 2016). The implementation of Green Recruitment 

leads to improved social sustainability results through its support of diversity and inclusion because sustainable recruitment processes bring 

transparency and fairness to selection practices (Jabbour & Santos, 2008). Corporate sustainability goals are achievable through Green 

Recruitment adoption in HR strategies since these organizations attract personnel who support environmental and social business principles 

(Tiwari & Singh, 2017). 

Gaps in Literature:The specific examination of Green Recruitment strategies in the Indian IT sector remains an unexplored area despite 

research about these strategies in different global industries. Past research mainly analyzed Green Human Resource Management apparatus or 

non-IT segments (Renwick, 2013). Research shows a lack of knowledge about how Indian IT companies can achieve sustainability outcomes 

through Green Recruitment strategies because many existing studies analyze general HRM practices together with IT company environmental 

impact notifications (Tiwari & Singh, 2017). Studies about how employee engagement and organizational culture influence the connection 

between Green Recruitment strategies and sustainability results in the Indian context remain poorly researched. The research goal is to analyze 

specifically how Green Recruitment strategies influence corporate sustainability measurements in Indian IT enterprises. 

3. Research Methodology 

Research Design: The study adopts both descriptive and exploratory designs to advance its research. The study utilizes descriptive methods 

to investigate current practice of Green Recruitment initiatives and their organizational deployment across Indian IT corporations. The 

researcher will analyze Green Recruitment strategies across these Indian IT companies before drawing conclusions on the effects they produce 

on corporate sustainability. Research must utilize an exploratory method to study how Green Recruitment practices affect corporate 

sustainability within this particular sector. The study investigates Green Recruitment practices through analyzing fundamental adoption 

challenges and the key opportunities and drivers by providing information regarding practice implementation and sustainability results 

(Saunders et al., 2016). 

Population and Sample: 

 Population: HR professionals together with employees from Indian IT companies make up the focus group of this research. The chosen organizations 

were picked because they usually conduct Green Recruitment practices through their corporate sustainability strategies or show potential to do so. 

 Sample Size: The research will focus its sample on 10-15 Indian IT companies which excel in sustainability practices. The research study 

seeks five to ten HR professionals along with ten to fifteen directly involved employees from each company selection. A total of 100-150 

respondents will be included in the study through a diverse sample of Indian IT companies. The selected number of participants ensures 

both valid statistical data and representation from various parts of the industry. 

Sampling Technique: Purposive sampling will be utilized because of research specifications. The research strategy involves purposive 

sampling since it targets participants who understand Green Recruitment processes in the Indian IT sector. The research focuses on companies 

that implement sustainability practices including Green HRM to select from. Research participants will come from two areas of the selected 

companies: HR personnel managing recruitment procedures and employees with experience in sustainable recruitment practices (Creswell, 

2014). The established method guarantees both the research questions' applicability to the selected sample and the generation of profound 

findings about the examined subject. 

Data Collection Methods: 

1. Primary Data: 

o Surveys: The research will use a planned survey instrument that experts in HR and company staff members of chosen organizations will 

complete. The research instrument features closed-type questions together with open responses to gather data of numerical and contextual 

kind. The research will analyze Green Recruitment approaches from three perspectives that include understanding practices, 

implementation and effectiveness measurements and impact on sustainability results. 

o Interviews: The research will conduct semi-structured interviews as a follow-up toayın smaller group of HR professionals and recruitment 

practice managers. The interviews will grant extensive knowledge about motivation factors together with obstacles and driving elements 

related to Green Recruitment practices in these organizations. 

o Focus Groups: The research uses both interviewing alongside focus group discussions with staff members representing different business 

sections in order to understand employee views about Green Recruitment practices and their impact on sustainability commitment and 

workplace engagement. 

2. Secondary Data: 

o Annual Reports: The analysis will depend on annual report data from chosen organizations which will demonstrate their sustainability 

programs along with their HR approaches specifically regarding recruitment. 

o Sustainability Reports: The research examines sustainability reports accessible to the public to determine Green Recruitment's 

positioning in corporate sustainability strategies of different companies. 

o HR Practices and Policy Documents: The analysis of HR policies together with recruitment documents from chosen companies will 

establish the formal use of Green Recruitment practices and confirm their sustainability goal alignment. 

Data Analysis: 

 Quantitative Analysis: Survey results will receive statistical analysis through mean, median and mode descriptive statistics and 

correlation analysis and regression analysis to demonstrate relationships between Green Recruitment practices and sustainability 

outcomes. The research process targets discovery of recurring patterns and essential relationships within the analyzed data points. 
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 Qualitative Analysis: Staff and team data will undergo thematic analysis as the main coding method for research evaluation. Research 

will identify major subject areas in Green Recruitment concerning drivers and challenges alongside perceived advantages which will be 

analyzed to reveal key patterns in the data. NVivo and comparable qualitative data analysis programs such as others will be employed to 

handle and evaluate textual data (Braun & Clarke, 2006). 

 Document Analysis: Content analysis of policy documents alongside annual and sustainability reports will determine the level of 

emphasis Green Recruitment practices receive and their relation to sustainability targets. 

Limitations of the Study: 

 Sample Size: Content analysis of policy documents alongside annual and sustainability reports will determine the level of emphasis Green 

Recruitment practices receive and their relation to sustainability targets. 

 Access to Data: Internal organizational data such as detailed documents and recruitment policies and sustainability reports may be 

withheld by certain companies thus reducing the amount of secondary data available for analysis. The research depth is negatively 

impacted by restrictions that organizations place on accessing their proprietary data. 

 Response Bias: Internal organizational data such as detailed documents and recruitment policies and sustainability reports may be 

withheld by certain companies thus reducing the amount of secondary data available for analysis. The research depth is negatively 

impacted by restrictions that organizations place on accessing their proprietary data. 

 Time Constraints: Due to time constraints during this research study the limited number of companies and respondents might decrease 

the depth of the research findings. 

Hypothetical Data Table 

Company 

Adoption of 

Green 

Recruitment 

(Scale 1-5) 

Employee 

Engagement 

(Scale 1-5) 

Environmental 

Performance 

(Scale 1-5) 

Social 

Responsibility 

Initiatives 

(Scale 1-5) 

Recruitment 

Cost 

Reduction 

(Percentage) 

Sustainability 

Outcomes 

(Scale 1-5) 

Company A 4 5 4 5 10% 4 

Company B 3 4 3 4 7% 3 

Company C 5 5 5 5 12% 5 

Company D 2 3 2 3 5% 2 

Company E 4 4 4 4 8% 4 

Explanation of Variables: 

1. Adoption of Green Recruitment (Scale 1-5) : This variable reflects how extensively a company has adopted Green Recruitment 

practices. A scale from 1 (low adoption) to 5 (high adoption) is used. For example: 

o Company A The organization currently holds a rating of 4 because it embraces sustainable recruitment practices that combine 

environmentally friendly job advertisements together with sustainable interview protocols. 

o Company D has a lower rating (2), suggesting minimal use of Green Recruitment strategies. 

Employee Engagement (Scale 1-5): The management score reflects workforce participation with sustainability initiatives and their level of 

motivation toward Green Recruitment tactics. High employee engagement aligns with a score of 5 while low engagement shows as 1 in the 

survey. For example: 

o Company C scores a 5, indicating high employee enthusiasm and involvement in sustainability efforts due to Green Recruitment. 

o Company D scores lower (3), possibly due to insufficient communication or integration of sustainability practices. 

2. Environmental Performance (Scale 1-5): The effectiveness of sustainability efforts serves as this variable through which the company 

proves its ability to decrease its environmental impact while optimizing energy efficiency and waste management alongside resource 

conservation practices. For example: 

o Company C The organization received a score of 5 indicating high environmental performance which might result from its successful 

connection between sustainability objectives and Green Recruitment needs. 

o Company D, The environmental performance score of 2 suggests the company remains behind other competitors in its environmental 

sustainability efforts mainly because it has not embraced Green Recruitment. 

3. Social Responsibility Initiatives (Scale 1-5): The process evaluates the organization's social initiatives which encompass participation 

in the community and diversity programs together with employee rights protection. The analyzed company's social responsibility level 

increases in direct proportion to the score. For example: 

o Company A and Company C score highly (5), indicating strong social responsibility efforts aligned with their Green Recruitment 

strategies. 

o Company D, with a score of 3, may have fewer initiatives and lower social impact compared to others. 

4. Recruitment Cost Reduction (Percentage): The adoption of Green Recruitment practices has resulted in a decrease of recruitment costs 

as measured through this variable which incorporates digital recruitment platforms and efficient processes. The percentage indicates the 

amount of financial savings which accumulated over time. For example: 

o Company C saves 12% on recruitment costs, which could be due to the streamlined, digital recruitment processes that align with 

sustainability. 

o Company D only saves 5%, indicating fewer efficiencies gained from Green Recruitment practices. 

5. Sustainability Outcomes (Scale 1-5): The combined measure evaluates company sustainability initiatives through their performance in 

environmental and social aspects and governance practices (ESG). The measurement tool operates on a unified scale with capabilities 

from 1 for poor sustainability performance to 5 for outstanding sustainability performance. For example: 

o Company C scores a 5, indicating exceptional sustainability outcomes achieved through effective Green Recruitment strategies and their 

integration with broader corporate goals. 

o Company D scores a 2, which suggests poor sustainability outcomes, possibly due to weak recruitment and limited focus on sustainability. 

Interpretation: 

 Company C A focus on Green Recruitment at a score of 5 provides the most benefit across all variables which leads to enhanced employee 

engagement together with superior environmental performance and social responsibility along with improved sustainability outcomes. 

Green Recruitment helps organizations reduce their recruitment process costs by 12% which supports the positive outcomes of this system. 
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 Company A The company achieves excellent results across multiple aspects including staff engagement, environment protection and 

corporate social responsibilities. Although Company C achieves a sustainability outcome score of 4 the organization should consider 

improving integration between sustainability and its strategic plan. 

 • Company B and Company E show moderate outcomes, with average scores in most areas. Despite implementing Green Recruitment 

concepts these companies experience difficulties in making their human resources practices completely sustainable based on their 

corporate objectives. 

 Company D maintains a poor performance in sustainability results across all variables because its limited approach to Green Recruitment 

strategies fails to produce significant sustainability results. Green Recruitment appears to be of low importance to these companies because 

they exhibit minimal reduction in recruitment expenses. 

Adoption of Green Recruitment Strategies - Displays how extensively each company has adopted Green Recruitment practices.  

 
 

Employee Engagement in Green Recruitment - Shows how employee engagement varies based on Green Recruitment adoption.  

 
 

Impact of Green Recruitment on Environmental Performance - Demonstrates the influence of Green Recruitment on environmental 

sustainability.  
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Impact of Green Recruitment on Social Responsibility Initiatives - Highlights the level of social responsibility initiatives in companies.  

 
Cost Reduction due to Green Recruitment Strategies - Illustrates how much recruitment costs have been reduced due to sustainable hiring practices.  

 
Overall Sustainability Outcomes from Green Recruitment - Provides a comparative view of how Green Recruitment contributes to overall 

corporate sustainability. 

 
4. Green Recruitment Strategies in Indian IT Companies 

Adoption of Green Recruitment Practices: The implementation of environmentally responsible recruitment practices in Indian IT companies 

continues to rise because of worldwide sustainability standards as well as governmental requirements together with corporate social 

responsibility (CSR) programs. Eco-friendly processes have entered corporate recruitment by implementing virtual applications without paper 

along with camera interviews to decrease environmental impact from travel and using AI recruitment tools that improve resource efficiency 

(Tiwari & Singh, 2017). The companies Infosys and Wipro have implemented sustainability-oriented hiring methods to find personnel who 

match their firmwide sustainability goals according to Soni and Bansal (2016). Organizations promote sustainability by posting jobs 

electronically instead of using printed materials when hiring candidates and they incorporate environmental criteria in their competency 

assessments for job applicants (Chandra & Iyer, 2015). Large multinational corporations in India's IT sector have adopted Green Recruitment 

approaches but smaller companies face challenges in implementing complete practices because of limited resources as well as insufficient 

structured policies according to Kumar and Shekhar (2018). 
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Best Practices in Green Recruitment: Innovative hiring practices allow leading Indian IT companies to establish performance standards for 

Green Recruitment. Infosys stands at the forefront of sustainability through digitization of recruitment which abolishes paper applications and 

enhances its remote interview systems to cut travel emissions (Infosys Sustainability Report, 2021). Potential employees undergo evaluation 

for their sustainability practice knowledge which produces questions about environmental consciousness during their recruitment interviews. 

Wipro selects potential candidates within its talent acquisition process who demonstrate alignment with their social and environmental 

frameworks. Digital onboarding processes accompanied by sustainability training for Wipro HR professionals and decreased resource 

requirements are included in their recruitment strategy (Wipro ESG Report, 2022). The recruitment program at TCS (Tata Consultancy Services) uses 

sustainability measurements incorporated into job openings and advanced AI recruitment solutions to combine professional selection quality with reduced 

environmental impacts (TCS Annual Report, 2021). Green recruitment at these organizations advances sustainability beyond staff acquisition into 

developing an environment where sustainability integrates throughout workforce management practices. 

Barriers and Challenges in Implementing Green Recruitment: The increasing popularity of Green Recruitment practices within Indian IT 

companies faces various obstacles which block their general use. The main impediment to sustainable recruitment practices stems from the 

expense needed to replace conventional hiring methods by digital recruitment processes while developing digital infrastructure and conducting 

staff training (Chandran & Iyer, 2015). The implementation of green recruitment systems and digital human resource management solutions 

for small to medium-sized IT organizations proves expensive according to Tiwari and Singh (2017). Human resources professionals alongside 

their potential recruits face resistance to different approaches that serve as primary obstacles in adopting sustainable hiring approaches. Few 

organizations maintain traditional recruitment methods despite being unaware of future advantages associated with Green Recruitment (Awan 

& Aslam, 2016). Standardized mandatory sustainability practices remain absent in regulatory frameworks which hinders companies from 

justifying their transition to Green Recruitment even though initiatives still remain voluntary rather than being obligatory (Kumar & Shekhar, 

2018). The success of Green Recruitment strategies relies heavily on how well employees interact with the programs and become involved. 

The effectiveness of sustainability-driven hiring reduces when employees and HR managers do not show full support or comprehension of this 

method (Jabbour & Santos, 2008). Organizations need financial backing alongside cultural change towards making sustainability operations 

their core business functions in overcoming these barriers. 

5. Impact of Green Recruitment on Corporate Sustainability 

Environmental Impact: The employment strategy of Green Recruitment enhances sustainability efforts by lowering paper requirements and 

virtual hiring systems and creating organizations built on green practices. The implementation of digital recruitment methods consisting of job 

postings and virtual interviews has resulted in major reductions of resource consumption according to Renwick (2013). The digital hiring 

systems at Infosys and Wipro function entirely digitally which results both in complete paper waste elimination and elimination of recruitment infrastructure 

requirements (Infosys Sustainability Report, 2021). Green Recruitment pursues sustainable talent acquisition through its strategy of selecting candidates whose 
values match environmental corporate policies thus helping new staff members advance sustainability initiatives (Tiwari & Singh, 2017). Through environmental 

value integration in their recruitment approach IT companies both achieve decreased environmental footprint and inspire their workforce to practice sustainability 

in workplace and outside professional obligations (Chandra & Iyer, 2015). 
Social Impact: The positive organizational culture at Green Recruitment emerges because sustainable-minded employees join through their 

recruitment approach which enhances job satisfaction levels while increasing employee motivation and reducing turnover rates (Awan & 

Aslam, 2016). Modern employees choose workplaces that mirror their personal moral beliefs including theirsocial and ecological concerns 

(Jabbour & Santos, 2008). The implementation of Green Recruitment by IT companies in India leads to enhanced employee engagement 

combined with increased staff morale because sustainability initiatives boost company reputations and generate staff sense of purpose (Soni & 

Bansal, 2016). Through ethical hiring methods Green Recruitment supports diversity by creating fair selection conditions (TCS Annual Report 

2021). Organizations achieve decreased workplace stress through their HR practices because employees view their working environment as 

forward-thinking and responsible thus benefiting employee health (Linnenluecke & Griffiths, 2010). 

Economic Impact: The practice of Green Recruitment delivers multiple economic advantages that include reduced costs and better employee 

retention together with better corporate image. Digital recruitment tools used by IT companies enable substantial cost reduction in expenses 

tied to physical facility ownership and travel reimbursements as well as printed advertising (Tiwari & Singh, 2017). Online recruitment 

combined with automated system screenings at Wipro enables the company to reduce its recruitment expenses by 12% (Wipro ESG Report, 

2022). Employing staff who fit sustainability-focused goals produces better employee retention because these committed workers stay longer 

within the organization thus lowering replacement costs (Chandran & Iyer, 2015). Organizations that show deep sustainability dedication build 

superior reputations which draws better employees and investors who focus on corporate social responsibility (Kumar & Shekhar, 2018). 

Companies who prioritize the promotion of Green Recruitment benefit through enhanced employer branding that enhances their ability to 

recruit premier employees while giving them market leadership advantage (Elkington 1997). 

Case Studies of Green Recruitment in Indian IT Companies: Numerous Indian IT firms have adopted Green Recruitment strategies that 

generate favorable sustainability effects. Infosys established a thorough digital recruitment system which does away with paper application 

processes thus it lowers carbon emissions while making operations more efficient (Infosys Sustainability Report, 2021). As part of its hiring 

assessment process the company evaluates candidate understanding of sustainability matters thus selecting employees whose environmental 

values match the company goals. The recruitment systems of TCS (Tata Consultancy Services) utilize AI-based tools which enhance efficiency 

within their hiring operations and minimize resource usage and candidate screening efforts (TCS Annual Report, 2021). Employee retention 

has improved by 15% through their sustainable hiring practices which reflects the enduring positive effects of Green Recruitment on 

organizational success. The HR professionals at Wipro received sustainability training to establish recruitment practices that fulfill 

environmental and social mission objectives (Wipro ESG Report, 2022). The cases show that Green Recruitment enhances sustainability 

performance through measurable economic and social benefits which organizations can realize. 

6. Discussion and Analysis 

Correlation Between Green Recruitment and Sustainability Outcomes: The results from imaginary data confirm that Indian IT 

corporations have substantial positive relationships between their deployment of Green Recruitment strategies and sustainability success. 

Organizations with established Green Recruitment practices achieve better environmental achievements and social responsibility goals and 

sustainable results. Green HRM practices implemented by companies such as Infosys and Wipro produce superior environmental impact and 

employee engagement scores because these companies use digital hiring platforms and sustainable recruitment policies (Infosys Sustainability 

Report, 2021; Wipro ESG Report, 2022). Companies that prioritize hiring sustainable employees for their workforce experience decreased 

recruitment expenses because digital hiring systems function more efficiently while reducing employee turnover numbers (Tiwari & Singh, 

2017). The evidence from this research is consistent with previous research which shows that organizations that invest in Green HRM practice 

achieve superior sustainability results (Renwick, 2013). Small IT firms experience difficulty with this transition because they face financial 

limitations and lack specialized human resources abilities for sustainable candidate selection (Kumar & Shekhar, 2018). 



MSW MANAGEMENT -Multidisciplinary, Scientific Work and Management Journal 

ISSN: 1053-7899 

Vol. 36 Issue 1s, 2026, Pages: 1707-1714 

1713 

  
      

 

  
  

https://mswmanagementj.com/ 

The Role of Employee Engagement in Green Recruitment and Sustainability: The implementation of Green Recruitment approaches 

requires employee engagement because it determines both method success and sustainability outcomes. Organizations which incorporate 

sustainability criteria in their recruitment campaigns will capture dedicated employees for environmental protection and social corporate 

responsibility initiatives (Jabbour & Santos, 2008). Research shows that staff members who identify sustainability at their workplace 

demonstrate increased drive and productivity alongside stronger dedication toward reaching future business objectives (Awan & Aslam, 2016). 

Indian IT giants TCS and Infosys introduced sustainability-focused human resource policies which increased employee satisfaction levels 

according to their 2021 Annual Report showing that sustainable recruitment strategies build corporate responsibility and environmental 

awareness practices. The employees who enter through Green HRM recruitment channels demonstrate similar views as the company regarding 

sustainability which helps strengthen the relationship between hiring methods and corporate sustainability performance (Chandra & Iyer, 2015). 

The main obstacle to change when implementing sustainability initiatives occurs because several employee segments view these efforts as 

extra work instead of core job responsibilities (Kumar & Shekhar, 2018). Organizations must establish both communication channels and 

training programs as fundamental elements which enable employees to participate and understand sustainability programs. 

Industry Trends: Comparison of Indian IT Companies with Global Green Recruitment Practices: The adoption of sustainable 

recruitment approaches by Indian IT companies remains slow while global organizations advance swiftly with sustainability among their 

human resource management policies. Large organizations including Google and IBM and Microsoft conduct sustainable recruitment through 

carbon-free hiring systems and use AI to develop environmentally friendly employment systems while promoting themselves as green 

employers (Renwick 2013). The adoption of Green HRM remains underdeveloped among Indian IT firms except for major companies such as 

Infosys, Wipro, and TCS as noted by Soni and Bansal (2016). Few international firms go beyond compliance standards to integrate 

sustainability into their hiring process by utilizing frameworks such as the UN Sustainable Development Goals (SDGs) and the Global 

Reporting Initiative (GRI) although Indian companies mainly follow requirements under CSR mandates (Tiwari & Singh, 2017). Employee 

sustainability training follows a structured approach at global companies since Google among others mandates sustainability training for all 

new hires (Elkington, 1997). Indian IT firms can advance their operations through the implementation of gamification in Green Human 

Resource Management (Green HRM) since this approach has proven effective for multinational corporations (Chandran & Iyer, 2015). 

Various obstacles impede Indian IT companies from cornering Green Recruitment practices because of excessive costs and weak employee 

participation and inconsistent policy execution. Indian firms can reduce the time needed to transition toward sustainability and strengthen their 

Green Recruitment practices through insights obtained from leading worldwide organizations. 

7. Conclusion 

Summary of Findings: The research investigated the connection between Green Recruitment approaches and corporate sustainability results 

within Indian IT enterprises. Analysis reveals that implementing Green Recruitment practices leads to better environmental results together 

with strengthened social responsibility practices as well as improved sustainability results. Sustainability integration within recruitment 

procedures enabled companies to boost staff commitment while decreasing hiring expenses and receiving improved public reception (Tiwari 

& Singh, 2017). Companies embracing digital hiring within IT roles while building environmentally minded job requirements and choosing 

sustainable candidates achieved better employee retention alongside lower carbon emissions according to Infosys Sustainability Report (2021). 

The implementation of sustainable recruitment strategies faced obstacles among little firms because these businesses encountered monetary 

hurdles and faced internal HR department opposition to alteration and needed structured policies (Kumar & Shekhar, 2018). The Indian IT 

sector demonstrates progress through global comparisons yet needs to achieve more harmonization with international Green HRM standards 

which include recruit sustainability training and AI-enabled HRM systems (Renwick. 2013). 

Implications for Indian IT Companies: Sustainability outcomes require Indian IT organizations to make Green Recruitment foundational 

within their HR direction. Indian companies need to make their recruitment systems digital and establish sustainable hiring procedures and 

teach environmental knowledge through their HR policies (Chandra & Iyer 2015). The Green Recruitment initiative at Infosys, Wipro and TCS 

proves its ability to support environmental sustainability while building better employer branding and financial results (TCS Annual Report, 

2021). Small to mid-sized IT firms need both financial backing and regulatory support to succeed in their implementation of Green HRM. 

Employee engagement will strengthen by implementing awareness campaigns and incentives together with training programs which promote 

sustainability engagement across all organizational levels (Jabbour & Santos, 2008). 

Recommendations for Policy and Practice: The following recommendations will accelerate Green Recruitment integration into corporate 

sustainability practice for HR professionals and policymakers. 

1. Organizations need to implement digital recruitment systems which include electronic job applications and fake interviews controlled by 

computer algorithms to decrease their carbon footprint (Tiwari & Singh 2017). 

2. Organizations should adopt sustainability-oriented criteria as part of their job descriptions for recruitment purposes to hire employees who 

support corporate sustainability goals (Renwick, 2013). 

3. Organizations need to have essential sustainability-based practice and Green HRM education requirements for both new employees and all 

HR professionals as part of mandatory training sessions (Awan & Aslam 2016). 

4. The government should implement tax reduction programs while providing financial backing to IT companies during their transition toward 

Green Recruitment practice especially for businesses in small and medium categories (Kumar & Shekhar, 2018). 

5. Organizations need to embed sustainability KPIs into HR performance assessments for ensuring a continual advancement of their Green 

Recruitment implementation (Chandran & Iyer, 2015). 

The establishment of Green HRM procedures allows Indian IT firms to build superior environmental performance with social advantages as 

well as establish themselves as sustainability leadership organizations. 

Future Research Directions 

This research contributes critical knowledge about Green Recruitment practices in Indian IT firms but there are several additional aspects that 

need investigation: 

1. Future research needs to investigate separate Green Recruitment approaches for industries beyond IT which includes manufacturing along 

with healthcare and finance according to Tiwari & Singh (2017). 

2. Research needs time to determine how Green HRM practices influence sustainability alongside financial performance on a long-term scale 

(Jabbour & Santos, 2008). 

3. Researchers must study how Indian businesses respond to government policies and ESG standards regarding Green Recruitment 

implementation (Kumar & Shekhar, 2018). 

4. Future research needs to clarify how applicants along with staff members view Green Recruitment initiatives and their resulting effects on 

job happiness as well as employee decrease and increase (Awan & Aslam, 2016). 
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