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ABSTRACT 

This article outlines the fundamental notions of Green Recruitment practices in IT organizations 
and summarizes previous researchers to tender an adequate and coherent apprehension of 
globally modest business circumstances. Green hiring is recruiting applicants with acquaintance, 
competence, methods, and performances that recognize ecological management structures inside 
the firm. It is a structure where a supplementary assertion is provided to the conservation 
features, bringing it a significant component of the firm as the world is further concerned about 
the overall ecological appearance. 

Consequently, in this article, the hypothesis was used to analyze with the help of a statistical tool 
(SPSS) like regression and correlation analysis. Respondents are considered from an IT 
organization in Hyderabad, using a structured questionnaire through an online survey. The 
study's outcome implies establishing organizational environmental policies, and companies 
should recruit a green workforce. These days, the corporate atmosphere has been prescribed to 
experience rapid variations. Administrations who do not comprehend and adapt to those 
deviations quickly realize tough survival feasibility. Considerably, firms have started recognizing 
and sensitizing the significance of green hiring; meanwhile, it has similarly been evidenced as a 
practical approach to making themselves fascinating and engaging the ability. 

Keywords: Ecological Management, Conservational Protection, Green Procedures, Talent 
Management, Green Employer & Job Portals 

I. INTRODUCTION 

Not surprisingly, the environment has changed dramatically, and most governments have begun 
to recognize the necessity of environmental protection. Similarly, the corporate world has started 
accepting green procedures in every target area; human resources departments play a significant 
role in transforming green organizations and reaching the workforce informed about key 
political, social, and environmental issues. As a result, organizations have an intense competition 
to go green, increasing their hiring power to fascinate and engage the utmost brilliant, advanced, 
environmentally conscious personnel. Job seekers are the same and bothered about the maximum 
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ecological matters. Personnel insight is essential because workforces will work in a company 
when they feel it enhances their job description; job seekers have started to realize the need to 
protect the environment and perceive those environmental initiatives to improve their brand 
image. Therefore, recruiters need to make their company's green essentials known and attract 
potential aspirants. This is how the Green Recruitment concept was born. 

However, there is no universal definition given for the ecological hiring process. John Sullivan 
described, "Green recruiting is a revolutionary concept that firms influence their ecological 
stance through an imperative recruiting approach." This method of recruiting people with 
information, expertise, techniques, and performances that identify with eco-friendly managing 
schemes focuses on a paperless recruitment process to ensure more emphasis on minimal impact 
on ecological protection. Companies have started to embrace green recruiting as an invention to 
leverage their attractive, environment-friendly approach and an essential policy for their active 
recruiting procedures. Wehrmeyer (1996) says that recruiting methods can assist the green 
organization by safeguarding the latest applicants who know its ecological customs and continue 
their green values. Moreover, hiring experts are keen and intense about working for an eco-
friendly society. When hiring applicants with a going green approach, organizations find it more 
contented to hire experts who previously knew the fundamentals like reprocessing, retention, and 
making a more rational world.  

The G-Recruitment Policy requires the staff member to follow g-applications to achieve 
ecological goals and other sustainability measures; recruiting was seen as paperless interviews in 
environmentally friendly places in many organizations. These recruiters implement green 
strategies as part of their company guidelines to attain their organization's goals. The essential 
HR benefits and sustainability scopes are retaining and approval (Holtom, Mitchell, Lee & 
Eberly, 2008). Fascinating excellent employees is a crucial human resource issue in the "fighting 
for capacity" (Renwick et al., 2013). In their study of employee income and retention, Holtom, 
Mitchell, Lee, and Eberly (2008) argue that the essential proportions of Human Resource 
benefits and sustainability are retaining/hiring and fulfillment. Graduates and other candidates' 
salary consideration to companies' ecological management practices and performance and use 
this info to decide where to apply. Companies have initiated to identify that acquiring a name as 
a g- worker is an active technique to captivate new talent (Phillips, 2007; Stringer, 2009).  

Firms such as TCS, WIPRO, Siemens, BASF, Bayer, ITC, and Mannesmann use eco-friendly 
actions and a g-resemblance to fascinate superior employees. The Rover Cluster automaker 
incorporates environmental responsibilities and unbalanced qualifications into every job profile; 
organizations have started including environmental-friendly job roles with green features in their 
recruiting program. With this indication, we may settle that the eco-hiring procedure 
distinguishes firms from the competition and improves their feasibility of attracting and 
absorbing brilliant applicants subsequently onboarding. 

The purpose of Green Recruitment Many job hunters and personnel are worried about ecological 
concerns. They register for jobs and admit proposals solely centered on their ecological 
authorizations, revenue, environment, and dealing position. Tandberg (2007) considered that 
80% of prevailing workers want to work for a firm with a respectable reputation for ecological 
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accountability. An investigation by the British Carbon Trust illustrates that over 75% of the 
1,018 employees who plan to work for a company consider it essential to have an energetic 
strategy to decrease carbon releases (Clarke, 2006). In an investigation led by SHRM in 2007, 
43% of HR specialists said they were tangled in their organization's ecological accountability 
strategy. An investigation by Grolleau et al. (2012) recognized the influence of a company's 
ecological values on hiring an employee. The study results indicated that the organization's 
ecological promise improves the shape of an organization. They were clever at differentiating 
and identifying these specialists additional than non-professionals bothered with a company's 
ecological position. Previous research indicates that organizations' recruitment is handled and 
strengthened if they are environmentally conscious and given green labeling: the approval of 
products by the authority's strict environmental standards. 

II. Review of Literature 

Advanced and growing countries are increasingly bothered about the reputation of ecological 
concerns and sustainable improvement (Sharmin, 2015). Subsequently, an alliance of industrial 
revolt and the expansion of production and hiring levels worldwide strengthened, inflicting an 
increase in environmental deprivation (Jabbour and Santos, 2008a). The broad focus on the 
surrounding environment has covered green standards regarding many issues: inexperienced 
cities, green meals, simple education, naive beliefs, and philosophy (Muhmad and Udin, 2014). 
The green wave has mandated companies to expand the green administration by accepting an 
environmentally friendly execution (Sharan, 2013). (S. et al., 2009) clarified ecological control 
through the use of business innovation at the enterprise level. 

In the past, a company's economic and financial situation was decisive for its success and further 
development (P, 2015). Shareholders now expect companies to reduce their ecological footprint 
and be more interested in social and environmental issues (Sudin, 2011). The notion of 
sustainability has grown in strength and interest in the business world. 

Employers can attract and retain candidates after onboarding by aligning the recruitment process 
with environmental challenges (Ahmad, 2015). GHRM procedures include ecological staff hiring 
as an essential element (Jackson et al., 2011) (Ahmad, 2015). Candidate green awareness, 
employer green labeling, and green standards for candidate recruitment are the three parts of 
green recruitment (Tang et al., 2018). The core concept of green recruitment is the candidate's 
green conscience, which includes the personality traits necessary to achieve the company's 
environmental goals. The ecological conscience and the friendliness of the candidates are 
examples, as the elements are green awareness and candidate friendliness (Tang et al., 2018). As 
per Bro et al. (2007), an organization's ecological performance improved by increasing 
environmentally conscious employees' ecological understanding of the business process. 
Therefore, employers should hire environmentally-conscious employees for their ecologically 
conscious companies (Ahmad, 2015). 

In addition, green recruitment is about publicizing the environmental ideals of the organization to 
attract qualified people and implementing an appropriate approach to the recruitment process, 
limiting the use of paper by relying on web platforms (Edyta and MarciniukKulska, 2018). 
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Green recruitment is an essential part of GHRM, and it requires attracting candidates with a solid 
understanding of environmental issues. Recruiting environmentally conscious employees makes 
introducing people who recognize the need for sustainable business practices more accessible. 
As Opatha (2013) said, green hiring is based on job vacancies, including clear environmental 
conditions and principles. Companies that claim to be environmentally sensitive find an easier 
way to hire great talent. 

Several studies have revealed that many employees wish to work for companies that respect the 
environment (Frank, 2003) (Kjell and Nyborg, 2008) (Gilles et al., 2012).  
As an alternative, green recruitment shows ecological requirements to attract environmentally 
conscious candidates and manage recruitment by reducing paper use (Edyta and 
MarciniukKulska, 2018). 

III.Objectives of the study: 

1. To identify the green recruitment and sustainability practices in the organization. 
2. To evaluate the influence of green recruitment practices on an organization's 

sustainability  

IV. Hypothesis: 

H1: Green recruitment practices undertaken by human resource management unevenly influence 
the organization's sustainability, which allows highlighting of the objectives. 

To validate the hypothesis, Measures the adjusted R square value, degrees of freedom, and 
significance through Anova and coefficients of the variables with the regression model to know 
the influence of green recruitment practices on IT organization's sustainability 

Methodology 

The present study represents one of the top IT companies located in Hyderabad. 

Primary data was acquired from 150 respondents using a structured questionnaire and an online 
survey approach (as the pandemic scenario demanded).  

Secondary data was collected using several other methods. Emerald, SpringerLink, Wiley Online 
Library, Taylor and Francis Online, Elsevier, and Google Scholar are just a few available 
resources.  

The sample size for this study includes 15o respondents from one of the top IT organizations, the 
Hyderabad region, using a simple random selection procedure. The statistical approach 
employed in this study is regression analysis to arrive at the desired conclusions. "Green 
recruitment" and "Organization's Sustainability" key terms were used. 

VI. Significance of the Study  

Green Recruitment is an exciting notion essential to the organization's performance and long-
term development. This study is novel and will investigate the elements of green recruitment that 
influence an organization's sustainability. Decision-makers can use this study to focus on green 
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recruitment criteria that improve business performance. The study is also essential to enrich the 
literature database regarding green Recruitment and organization Sustainability. 

VII. Scope of the Study The scope of this research involves the role of green recruitment on an 
organization's sustainability: empirical research done at one of the top IT organizations in 
Hyderabad. Thus, this study's green recruitment factors are independent variables, and 
organizational sustainability development is dependent. 

VIII.Data Analysis and Inference 

VIII.I 

 

Model Summary 

Model R R Square 
Adjusted R 
Square 

Std. Error of 
the Estimate 

1 .891a .793 .783 .34020 

a. Predictors: (Constant), green policies, Induction process, 
the Job description is included, Green criteria, Green 
department, Green employer branding, Employees are  
green aware 
 
VIII.2 

 
 

ANOVA 

Model 
Sum of 
Squares df Mean Square F Sig. 

1 Regression 63.065 7 9.009 77.843 .000b 

Residual 16.435 142 .116   

Total 79.500 149    

a. Dependent Variable: Sustainability 

b. Predictors: (Constant), green policies, Induction process, the Job description is 
included, Green criteria, Green department, Green employer branding, 
Employees are green aware. 
 
VIII.3 

 
 

 

Coefficients 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. B Std. Error Beta 
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1 (Constant) -.278 .240  -1.155 .250 

The job description is 
included 

.124 .060 .115 2.054 .042 

Employees are green 
aware 

.471 .067 .475 7.026 .000 

Green employer 
branding 

-.004 .073 -.004 -.060 .952 

Induction process .029 .056 .029 .527 .599 

Green criteria .032 .062 .025 .511 .610 

Green department -.061 .049 -.063 -1.239 .217 

green policies .476 .043 .500 11.052 .000 

a. Dependent Variable: Sustainability 

 

The above table describes the multiple regression analysis among the green recruitment influence 
on an organization's sustainability.0.793 is the multiple R-value, which displays an optimistic 
association of the impact of green recruitment on an organization's sustainability. 

0.783 is the adjusted R-square value as the P-value (0.000) is lower than the value 0.00, and it is 
significant at the 1% level. Therefore the multiple regression equation would be 

Y=.278+124 X1+.471X2-.004 X3+.029 X4+.032 X5-.061 X6+.476 X7 

 The job description positively related to the organization's sustainability thus, stating that 
the organization's sustainability rises with a single unit increase in the job description at 12.4%, 
which is not significant at the 5% level. Employees' green awareness is optimistically linked with 
the organization's sustainability; this shows that the employee's green awareness rises at 47% and 
is significant at a 5% level. Green employer branding is negatively related to the organization's 
sustainability, the organization's sustainability falls for every single downfall in the employer 
branding at 0.4$, and it is not significant at the 5% level. 

 The green Induction process is positively related to the organization's sustainability, 
which states that the organization's sustainability rises with a single unit increase in the induction 
process at 2.9%, which is not significant at the 5% level. Recruitment on green criteria is 
positively related to the organization's sustainability, thus stating that organization's 
sustainability rises with a single unit increase in green recruitment at a 5% level. The green 
recruitment department is negatively related to the organization's sustainability, stating that it 
falls for every single unit downfall in the green department at 61%, and it is not significant at the 
5% level. Green policies of the organization are positively related to the organization's 
sustainability, thus stating that it rises with a  single unit increase in the green policies of the 
organization at 47%, and it is significant at a 5% level. 

 Depending upon the standardized coefficients, green recruitment practices influence an 
organization's sustainability. Green policy and employee green awareness are the most 
influencing factors of the organization's sustainability at 0.476% and 0.047%, respectively. It 
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continues with a job description of 0.124 coefficient, green employees branding 0.004 
coefficient, green department 0.061 co-efficient, green criteria 0.032 coefficient, and induction 
process 0.029 coefficient. 

 
IX. Discussions and recommendations 

The company has noticed that they are using green recruitment strategies on a fundamental level 
to raise environmental awareness among their employees. The results of the data analysis suggest 
that G-recruitment strategies are the most popular way for employees to learn about green 
management and its needs. It was discovered that some green recruitment strategies considerably 
impacted an organization's long-term viability. 

Green recruitment substantially impacts the organization's long-term viability since it saves 
money while protecting the environment by eliminating paper waste. The recruiting criteria for 
new green policies should focus on employee green awareness and behavior to improve 
sustainability. It was recognized that the organization has a formal environmental system 
(ISO14001) and is ready to implement new green policies. According to the most common factor 
discovered, employees are less aware of green recruiting tactics but are willing to accept change 
in the name of environmental preservation. As a result, the ANOVA test shows that Employee 
Green Recruitment impacts the organization's sustainability. 

X. Recommendations 

 Green Recruitment has become a commercial concern worldwide; as a result, future 
academics may look into finding new effective strategies to implement Green 
Recruitment in the pharmaceutical and manufacturing industries. 

 It is recommended that plans be made for introducing new effective green recruitment 
tactics to hire candidates. 

 The significance of cloud storage in Green Recruitment Practices as part of a digitalized 
working environment that eliminates paper, printers, and documents. 

 Organizations must maintain information with a digital track to eliminate printed papers 
and adapt to a digital world. 

CONCLUSION 

Green recruitment is an emerging trend that recruits and keeps people more efficient for firms at 
no cost for brand building. As a result, based on extensive study, corporate firms have begun to 
integrate the function of green recruitment into their goal, objectives, strategies, and tactics. This 
article is proof of that. Green recruiting can be combined with other organizational processes to 
describe top executors' talent, ability, knowledge, and ability, resulting in increased efficiency at 
all stages. 
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