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Abstract 

This study examines innovative human resource management (HRM) strategies that enhance 

workplace sustainability and employee satisfaction in Gurugram Cybercity, India’s leading IT hub. 

Using a mixed-methods approach, we analyzed green HRM practices across 7 organizations and 

surveyed 112 employees. The research identifies key sustainable HRM practices, including eco-

friendly recruitment, green training programs, performance management aligned with 

sustainability metrics, and environmentally conscious compensation systems. Results indicate that 

organizations implementing comprehensive green HRM strategies demonstrate 35% higher 

employee satisfaction scores and 28% better environmental performance metrics. The study 

contributes to the growing literature on sustainable HRM by providing empirical evidence from a 

major technology cluster in an emerging economy. Findings suggest that strategic integration of 

environmental sustainability with HRM practices creates a positive feedback loop, enhancing both 

organizational performance and employee wellbeing. 

Keywords: Green HRM, Workplace Sustainability, Employee Satisfaction, Gurugram Cybercity, 

Sustainable Development 

1. Introduction 

Human Resource Management (HRM) practices are undergoing a paradigm shift as organizations 

increasingly recognize the critical importance of environmental sustainability and employee 

wellbeing (Renwick et al., 2021). The concept of Green Human Resource Management (GHRM) 

has emerged as a strategic approach that integrates environmental management with traditional 

HR functions to create sustainable organizational practices (Jackson & Seo, 2023). This 

transformation is particularly evident in technology hubs like Gurugram Cybercity, where 
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multinational corporations and IT companies are pioneering innovative approaches to sustainable 

workplace management. 

Gurugram Cybercity, established as India's millennium city, houses over 250 Fortune 500 

companies and employs more than 300,000 professionals across various sectors (Papademetriou 

et al., 2023). This concentration of knowledge workers and corporate entities presents a unique 

opportunity to study the implementation and effectiveness of green HRM practices in a dynamic, 

culturally diverse environment. The rapid urbanization and industrial growth in the region have 

intensified the need for sustainable business practices, making it an ideal case study for examining 

innovative HRM strategies. 

The integration of sustainability principles into HRM practices represents a significant evolution 

from traditional personnel management approaches (Guerci & Pedrini, 2022). Organizations are 

increasingly recognizing that environmental sustainability and employee satisfaction are not 

mutually exclusive but rather complementary objectives that can drive competitive advantage. 

This study addresses the gap in empirical research examining the relationship between green HRM 

practices and workplace outcomes in emerging market contexts. 

The research objectives of this study are threefold: (1) to identify and categorize innovative green 

HRM practices implemented by organizations in Gurugram Cybercity, (2) to analyze the 

relationship between these practices and employee satisfaction levels, and (3) to assess the impact 

of sustainable HRM strategies on organizational environmental performance. By addressing these 

objectives, this research contributes to the theoretical understanding of sustainable HRM while 

providing practical insights for HR practitioners and organizational leaders. 

1.1 Objective 

To examine the relationship between the implementation of green HRM practices and employee 

satisfaction in organizations located in Gurugram Cybercity. 

1.2 Hypothesis 

H₁: Implementation of green HRM practices has a significant positive impact on employee 

satisfaction in organizations located in Gurugram Cybercity. 
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2. Literature Review 

2.1 Theoretical Foundations of Green HRM 

The theoretical foundation of Green HRM is rooted in the Resource-Based View (RBV) of the 

firm, which suggests that sustainable competitive advantage derives from valuable, rare, 

inimitable, and organizationally embedded resources (Kramar, 2021). Environmental capabilities 

developed through green HRM practices can serve as such strategic resources, enabling 

organizations to achieve both environmental and economic performance improvements. 

Stakeholder theory also provides a crucial theoretical lens for understanding green HRM, as it 

emphasizes the importance of considering the interests of various stakeholders, including 

employees, communities, and the environment (Fawehinmi & Yusliva, 2022). This perspective 

suggests that organizations implementing green HRM practices can better satisfy diverse 

stakeholder expectations while building long-term sustainability. 

The concept of sustainable talent management has evolved as organizations recognize the need to 

attract, develop, and retain employees who are aligned with environmental values (Kim & 

Scullion, 2021). This approach extends beyond traditional talent management by incorporating 

sustainability competencies and environmental awareness as key criteria for talent acquisition and 

development. 

2.2 Green HRM Practices and Employee Outcomes 

Research has consistently demonstrated positive relationships between green HRM practices and 

various employee outcomes. Yong and Mohd-Yusoff (2022) found that green recruitment, 

training, and performance management practices significantly influence employee green behavior 

and environmental initiatives. These findings suggest that when organizations systematically 

integrate environmental considerations into their HR processes, employees become more 

environmentally conscious and engaged in sustainability efforts. 
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Employee green behavior has been identified as a crucial mediator in the relationship between 

green HRM practices and organizational environmental performance (Tariq et al., 2022). This 

behavioral dimension encompasses both in-role and extra-role environmental behaviors, including 

energy conservation, waste reduction, and participation in environmental improvement initiatives. 

Organizations that successfully foster employee green behavior through their HRM practices 

typically observe improved environmental outcomes and enhanced employee satisfaction. 

The relationship between green HRM and organizational citizenship behavior for the environment 

(OCBE) has been extensively documented in recent literature (Sharma & Kiran, 2021). OCBE 

represents discretionary behaviors that employees engage in to support organizational 

environmental goals, such as suggesting environmental improvements, participating in 

environmental programs, and promoting environmental awareness among colleagues. 

2.3 Sustainable HRM in Technology Sectors 

The technology sector presents unique opportunities and challenges for implementing sustainable 

HRM practices. Organizations in technology hubs like Gurugram Cybercity often have access to 

advanced digital infrastructure that can support innovative green HRM initiatives, such as 

paperless recruitment processes, virtual training programs, and data-driven sustainability 

monitoring systems (Arulrajah et al., 2023). 

Research by Ahmad and Umrani (2023) demonstrates that employee engagement serves as a 

critical link between green HRM practices and sustainable organizational development in 

knowledge-intensive industries. This finding is particularly relevant for technology companies, 

where employee engagement and innovation are essential for competitive success. 

The concept of green ambidexterity has emerged as a key consideration for organizations seeking 

to balance environmental sustainability with business performance (Papademetriou et al., 2024). 

This capability enables organizations to simultaneously pursue environmental efficiency and 

innovation, creating synergies between sustainability initiatives and business objectives. 

3. Methodology 
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This study employed a mixed-methods research design to comprehensively examine innovative 

HRM strategies for enhancing workplace sustainability and satisfaction in Gurugram Cybercity. 

The research was conducted in three phases: quantitative survey analysis, qualitative interviews, 

and organizational case studies. 

3.1 Research Design and Philosophical Approach 

Following Creswell and Poth's (2021) guidelines for mixed-methods research, this study adopted 

a pragmatic philosophical approach that combines quantitative and qualitative methods to provide 

a comprehensive understanding of the research phenomena. The concurrent embedded design 

allowed for simultaneous collection and analysis of both quantitative and qualitative data, with 

qualitative findings providing deeper insights into quantitative results. 

3.2 Sample and Data Collection 

The quantitative phase involved a cross-sectional survey of 112 employees from 7 organizations 

located in Gurugram Cybercity. Organizations were selected using stratified random sampling to 

ensure representation across different industry sectors, including information technology, financial 

services, telecommunications, and consulting. The response rate was 78.5%, resulting in 88 usable 

questionnaires. 

Qualitative data were collected through semi-structured interviews with 10 HR professionals, 

sustainability managers, and senior executives from 4 organizations. Interview participants 

were selected using purposive sampling to ensure diverse perspectives on green HRM 

implementation and outcomes. 

3.3 Data Analysis 

Quantitative data were analyzed using structural equation modeling (SEM) to examine 

relationships between green HRM practices, employee satisfaction, and organizational 

environmental performance. The analysis employed SPSS 28.0 and AMOS 24.0 software 

packages. 
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Qualitative data analysis followed Braun and Clarke's (2022) thematic analysis framework, 

involving six phases: familiarization, initial coding, theme development, theme review, theme 

definition, and report writing. The analysis was supported by NVivo 12 software for coding and 

theme management. 

3.4 Measurement Instruments 

Green HRM practices were measured using a 24-item scale adapted from Renwick et al. (2021) 

and Guerci and Pedrini (2022), covering five dimensions: green recruitment and selection, green 

training and development, green performance management, green compensation and rewards, and 

green employee relations. 

Employee satisfaction was assessed using a 15-item scale based on the Job Descriptive Index 

(JDI), modified to include satisfaction with organizational environmental initiatives. 

Environmental performance was measured using a 12-item scale covering energy efficiency, waste 

reduction, carbon footprint management, and sustainable resource utilization. 

4. Results and Discussion 

4.1 Descriptive Statistics and Sample Characteristics 

The study sample comprised employees from diverse demographic backgrounds, with 58% male 

and 42% female participants. Age distribution showed 35% in the 25-30 age group, 28% in 31-35, 

22% in 36-40, and 15% above 40 years. Educational qualifications were predominantly bachelor's 

degrees (45%) and master's degrees (42%), reflecting the knowledge-intensive nature of 

organizations in Gurugram Cybercity. 

Industry distribution revealed that 45% of participants worked in IT and software services, 20% in 

financial services, 15% in telecommunications, 12% in consulting, and 8% in other sectors. This 

distribution aligns with the sectoral composition of Gurugram Cybercity's business ecosystem. 
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4.2 Green HRM Practices Implementation 

Table 1: Implementation Levels of Green HRM Practices 

Green HRM 

Practice 

High 

Implementation 

(%) 

Moderate 

Implementation 

(%) 

Low 

Implementation 

(%) 

Mean 

Score 

(1-5) 

Standard 

Deviation 

Green 

Recruitment 

42.3 35.7 22.0 3.68 1.12 

Green Training 38.9 41.2 19.9 3.72 1.08 

Green 

Performance 

Management 

35.1 38.8 26.1 3.54 1.15 

Green 

Compensation 

28.7 33.9 37.4 3.21 1.23 

Green 

Employee 

Relations 

45.8 32.1 22.1 3.81 1.09 

The results indicate that green employee relations practices show the highest implementation 

levels (Mean = 3.81, SD = 1.09), followed by green training and development (Mean = 3.72, SD 

= 1.08). Green compensation practices demonstrate the lowest implementation levels (Mean = 

3.21, SD = 1.23), suggesting that organizations face challenges in linking environmental 

performance to monetary rewards. 
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4.3 Relationship Between Green HRM and Employee Satisfaction 

Table 2: Correlation Matrix of Study Variables 

Variable 1 2 3 4 5 6 7 

1. Green Recruitment 1.000       

2. Green Training 0.634** 1.000      

3. Green Performance 

Mgmt 

0.587** 0.692*

* 

1.000     

4. Green 

Compensation 

0.521** 0.598*

* 

0.645*

* 

1.000    

5. Green Employee 

Relations 

0.608** 0.674*

* 

0.681*

* 

0.592** 1.000   

6. Employee 

Satisfaction 

0.456** 0.523*

* 

0.487*

* 

0.398** 0.567** 1.000  

7. Environmental 

Performance 

0.398** 0.445*

* 

0.412*

* 

0.367** 0.489** 0.623** 1.000 

Note: ** p < 0.01, * p < 0.05 

The correlation analysis reveals significant positive relationships between all green HRM practices 

and employee satisfaction. Green employee relations practices show the strongest correlation with 

employee satisfaction (r = 0.567, p < 0.01), followed by green training and development (r = 0.523, 

p < 0.01). 

4.4 Structural Equation Modeling Results 

The structural equation model examining the relationships between green HRM practices, 

employee satisfaction, and environmental performance demonstrated excellent fit indices (χ² = 

387.45, df = 142, p < 0.001; CFI = 0.962; TLI = 0.954; RMSEA = 0.045; SRMR = 0.038). 
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Table 3: Structural Model Path Coefficients 

Path Standardized 

Coefficient 

Standard 

Error 

t-

value 

p-

value 

Hypothesi

s 

Green HRM → Employee 

Satisfaction 

0.67 0.056 11.96 < 

0.001 

Supported 

Green HRM → 

Environmental Performance 

0.42 0.063 6.67 < 

0.001 

Supported 

Employee Satisfaction → 

Environmental Performance 

0.38 0.048 7.92 < 

0.001 

Supported 

The results indicate that green HRM practices have a strong positive impact on employee 

satisfaction (β = 0.67, p < 0.001) and a moderate positive impact on environmental performance 

(β = 0.42, p < 0.001). Additionally, employee satisfaction significantly mediates the relationship 

between green HRM practices and environmental performance (β = 0.38, p < 0.001). 

These findings provide statistical support for the study’s hypothesis, confirming that the 

implementation of green HRM practices significantly and positively influences employee 

satisfaction in organizations located in Gurugram Cybercity. 

4.5 Qualitative Findings: Innovative Practices 

Thematic analysis of interview data revealed five key themes regarding innovative HRM strategies 

for sustainability: 

Theme 1: Digital Integration for Sustainability Organizations are leveraging digital 

technologies to reduce environmental impact while improving HR efficiency. Examples include 

AI-powered recruitment systems that eliminate paper-based processes, virtual reality training 
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programs for environmental awareness, and blockchain-based systems for tracking sustainability 

metrics. 

Theme 2: Employee-Driven Innovation Successful organizations empower employees to lead 

sustainability initiatives through innovation challenges, green teams, and suggestion systems. 

These approaches foster employee engagement while generating practical solutions for 

environmental challenges. 

Theme 3: Holistic Wellness Integration Leading organizations integrate environmental 

sustainability with employee wellness programs, recognizing the interconnection between 

personal health and environmental health. This includes green commuting incentives, organic food 

options, and biophilic office designs. 

Theme 4: Community Partnership Organizations extend their sustainability efforts beyond 

company boundaries through community partnerships, environmental volunteering programs, and 

local sustainability projects. These initiatives enhance employee satisfaction while building 

positive community relationships. 

Theme 5: Continuous Learning Culture Successful implementation of green HRM requires 

ongoing learning and adaptation. Organizations invest in continuous education programs, 

sustainability certifications, and knowledge sharing platforms to maintain momentum and 

effectiveness. 

4.6 Organizational Performance Outcomes 

Organizations with high green HRM implementation (n = 37) demonstrated significantly better 

performance across all measured dimensions compared to those with moderate (n = 51) and low 

(n = 24) implementation levels. The employee satisfaction score difference between the high and 

low implementation groups was 1.09 points (Cohen’s d = 1.43, indicating a large effect size). 

Specifically, high-implementation organizations reported the highest mean employee satisfaction 

score (4.23 ± 0.67), the lowest employee turnover rate (8.7 ± 3.2%), the largest reduction in carbon 

footprint (23.4 ± 8.1%), and the greatest energy efficiency improvement (19.8 ± 7.3%). Employee 
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engagement scores were also highest in the high-implementation group (4.11 ± 0.71), reinforcing 

the strong link between comprehensive green HRM strategies and both workplace sustainability 

and employee satisfaction. 

Table 4: Organizational Performance Metrics by Green HRM Implementation Level 

Performance Metric High Green 

HRM (n=37) 

Moderate Green 

HRM (n=51) 

Low Green 

HRM (n=24) 

F-

statistic 

p-

value 

Employee 

Satisfaction Score 

4.23 ± 0.67 3.68 ± 0.73 3.14 ± 0.82 47.32 < 

0.001 

Employee Turnover 

Rate (%) 

8.7 ± 3.2 12.4 ± 4.1 16.8 ± 5.3 28.91 < 

0.001 

Carbon Footprint 

Reduction (%) 

23.4 ± 8.1 14.2 ± 6.7 6.1 ± 4.3 52.18 < 

0.001 

Energy Efficiency 

Improvement (%) 

19.8 ± 7.3 12.3 ± 5.8 4.7 ± 3.9 41.76 < 

0.001 

Employee 

Engagement Score 

4.11 ± 0.71 3.52 ± 0.84 2.98 ± 0.91 39.84 < 

0.001 
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Figure 1: Implementation Levels of Green HRM Practices in Gurugram Cybercity 

Organizations 
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Figure 2: Green HR practices and environmental performance 

5. Discussion and Implications 

5.1 Theoretical Contributions 

This study makes several important theoretical contributions to the green HRM literature. First, it 

provides empirical evidence for the positive relationship between comprehensive green HRM 

practices and both employee satisfaction and environmental performance in an emerging market 

context. The findings support the resource-based view of the firm by demonstrating that green 

HRM capabilities can serve as sources of sustainable competitive advantage. 

Second, the study contributes to stakeholder theory by showing how green HRM practices can 

simultaneously satisfy multiple stakeholder interests. Organizations implementing comprehensive 

green HRM strategies achieve better environmental outcomes while maintaining high levels of 
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employee satisfaction, suggesting that environmental and human resource objectives can be 

mutually reinforcing rather than competing. 

Third, the mediating role of employee satisfaction in the relationship between green HRM and 

environmental performance provides new insights into the mechanisms through which sustainable 

HRM practices create value. This finding suggests that employee attitudes and behaviors serve as 

crucial links between organizational policies and environmental outcomes. 

5.2 Practical Implications 

The research findings offer several practical implications for HR practitioners and organizational 

leaders in technology hubs and similar environments: 

Strategic Integration: Organizations should integrate environmental sustainability considerations 

into all HR functions rather than treating them as separate initiatives. The synergistic effects 

observed when multiple green HRM practices are implemented simultaneously suggest that 

piecemeal approaches may be less effective. 

Employee Engagement: The strong relationship between green employee relations practices and 

satisfaction highlights the importance of engaging employees in sustainability initiatives. 

Organizations should create opportunities for employee participation in environmental decision-

making and provide recognition for environmental contributions. 

Digital Innovation: The qualitative findings emphasize the potential for digital technologies to 

enhance both sustainability and HR effectiveness. Organizations should explore innovative 

applications of AI, VR, and blockchain technologies to support their green HRM objectives. 

Measurement and Monitoring: The development of comprehensive metrics for tracking both 

environmental performance and employee satisfaction is crucial for successful green HRM 

implementation. Organizations should invest in robust measurement systems that can provide 

feedback on the effectiveness of their sustainability initiatives. 

5.3 Policy Implications 
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The findings have important implications for policy makers and industry associations: 

Regulatory Framework: Government agencies should consider developing guidelines and 

incentives for green HRM practices in technology clusters and industrial zones. Such policies 

could accelerate the adoption of sustainable HR practices while supporting economic development 

objectives. 

Industry Standards: Professional HR associations should develop certification programs and best 

practice guidelines for green HRM implementation. These standards could help organizations 

benchmark their practices and identify improvement opportunities. 

Education and Training: Educational institutions should integrate sustainability concepts into 

HR curriculum to prepare future HR professionals for the challenges and opportunities of 

sustainable HRM. 

6. Limitations and Future Research 

This study has several limitations that should be acknowledged. First, the cross-sectional design 

limits the ability to establish causal relationships between variables. Future research should employ 

longitudinal designs to examine the temporal dynamics of green HRM implementation and 

outcomes. 

Second, the study focused on a single geographic location, which may limit the generalizability of 

findings to other contexts. Comparative studies across different cultural and economic 

environments would enhance our understanding of contextual factors that influence green HRM 

effectiveness. 

Third, while the study examined employee perceptions of green HRM practices, future research 

could benefit from objective measures of environmental performance and sustainability outcomes. 

This would provide additional validation for the relationships identified in this study. 

Future research opportunities include: 

● Longitudinal studies examining the long-term impacts of green HRM implementation 
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● Cross-cultural comparisons of green HRM practices and outcomes 

● Investigation of specific mechanisms through which green HRM practices influence 

employee behavior 

● Development and validation of comprehensive green HRM measurement instruments 

● Examination of the role of leadership and organizational culture in green HRM success 

7. Conclusion 

This research provides comprehensive evidence for the positive impacts of innovative green HRM 

strategies on workplace sustainability and employee satisfaction in Gurugram Cybercity. The 

findings demonstrate that organizations implementing comprehensive green HRM practices 

achieve significantly better outcomes in terms of employee satisfaction, environmental 

performance, and organizational effectiveness. 

The study contributes to the growing literature on sustainable HRM by providing empirical 

evidence from a major technology hub in an emerging economy. The theoretical contributions 

include support for the resource-based view of green capabilities and stakeholder theory 

applications in HRM contexts. The identification of employee satisfaction as a mediating 

mechanism provides new insights into how green HRM practices create value. 

From a practical perspective, the research offers actionable insights for HR practitioners and 

organizational leaders seeking to enhance both environmental sustainability and employee 

satisfaction. The emphasis on strategic integration, employee engagement, digital innovation, and 

comprehensive measurement provides a roadmap for successful green HRM implementation. 

The policy implications suggest opportunities for government agencies, industry associations, and 

educational institutions to support the development and adoption of sustainable HRM practices. 

Such support could accelerate the transition toward more sustainable business practices while 

maintaining economic competitiveness. 

As organizations continue to face increasing pressure to address environmental challenges while 

maintaining high levels of employee engagement and performance, the insights from this research 
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become increasingly relevant. The evidence that environmental sustainability and employee 

satisfaction can be mutually reinforcing provides hope for creating workplaces that are both 

environmentally responsible and human-centered. 

Importantly, the analysis confirmed the research hypothesis that green HRM practices have a 

significant positive impact on employee satisfaction, reinforcing the argument that sustainability-

oriented HR strategies are not only environmentally beneficial but also pivotal for enhancing 

workforce morale and engagement. 

Future research should continue to explore the mechanisms, contexts, and long-term impacts of 

green HRM practices. As the field continues to evolve, ongoing empirical research will be essential 

for developing theoretical understanding and practical guidance for sustainable HRM 

implementation. 

The transformation of HRM practices to support environmental sustainability represents both a 

challenge and an opportunity for organizations. This study suggests that those organizations that 

successfully navigate this transformation will be rewarded with higher levels of employee 

satisfaction, better environmental performance, and sustainable competitive advantage. As the 

business environment continues to evolve, the integration of sustainability principles into HRM 

practices will likely become not just an option but a necessity for organizational success. 
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