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Abstract: The adoption of Green Human Resource Management (Green HRM) practices has gained significant importance in 

healthcare organizations, aiming to integrate environmental sustainability with organizational performance. Green HRM aligns 

human resource policies with ecological objectives, fostering environmentally responsible behavior among employees. Its 

effectiveness is strongly influenced by Management and Organizational Culture (MOC), which shapes awareness, attitudes, and 

participation in sustainability initiatives. Core dimensions of Green HRM include Green Recruitment and Selection (GRS), 

which attracts environmentally conscious employees, and Green Training and Development (GTD), which equips staff with the 

skills and knowledge to implement sustainable practices. Green Performance Management and Appraisal (GPMA) evaluates 
employees’ contributions to environmental goals, while Green Reward and Compensation (GRC) incentivizes eco-friendly 

behavior. Additionally, Employee Empowerment and Participation (EMP) encourages innovation and ownership in addressing 

environmental challenges. Collectively, these practices enhance Environmental Performance (EP) by promoting resource 

efficiency and reducing waste. This pilot study investigates employee perceptions regarding the implementation and 

effectiveness of Green HRM practices in selected private multi-specialty hospitals in Kolkata, namely Apollo, Narayana, 

Peerless, Manipal, and Tata Medical. A sample of 70 employees, including administrative staff, nurses, and medical 

professionals, was selected to ensure representation across hierarchical levels. Data analysis was conducted using descriptive 

statistics, Chi-square tests, correlation, and ANOVA to examine awareness levels, perceptual differences, and the impact of 

Green HRM practices on environmental performance. The findings aim to provide insights into the role of Green HRM in 

fostering sustainable healthcare management. 

 
Keywords: Green HRM, Environmental Performance, Healthcare Sustainability, Organizational Culture,  

Employee Participation, Green Practices. 

 

INTRODUCTION   
The healthcare sector plays a crucial role in promoting 

human welfare but is also one of the most resource-

intensive industries, consuming large amounts of energy, 
water, and materials. This extensive use of resources 

significantly impacts environmental sustainability. To 

address this, the adoption of Green Human Resource 

Management (Green HRM) practices has become 

increasingly relevant in healthcare organizations. Green 

HRM integrates environmental objectives into human 

resource policies and processes to enhance both 

organizational and ecological performance. The 

effectiveness of Green HRM largely depends on 

Management and Organizational Culture (MOC), which 

shapes employees’ environmental awareness and 
participation in sustainability programs. Key components 

include Green Recruitment and Selection (GRS), which 

ensures that employees committed to sustainability are 

hired, and Green Training and Development (GTD), which 

provides them with the knowledge and skills to implement 

eco-friendly practices. Similarly, Green Performance 

Management and Appraisal (GPMA) evaluates employee 

contributions to environmental goals, while Green Reward 

and Compensation (GRC) motivates sustainable behavior 

through incentives. Employee Empowerment and 

Participation (EMP) further enhances ownership and 

innovation in addressing environmental challenges. 

Collectively, these practices contribute to improved 

Environmental Performance (EP) by reducing waste, 

conserving resources, and fostering a culture of 

sustainability. For example, hospitals employing 
cogeneration systems have achieved 8–25% energy savings 

(José Chen-Xu et al., 2024). This pilot study, therefore, 

examines the perceptions of employees in selected private 

hospitals in Kolkata regarding the implementation and 

effectiveness of Green HRM practices in fostering 

sustainable healthcare management. 

 

LITERATURE REVIEW 
Management and Organizational Culture (MOC) play a 

vital role in promoting sustainable practices within 

healthcare institutions. According to Akpa, Asikhia, and 

Nneji (2021), a strong organizational culture positively 

influences performance by fostering shared environmental 

values. Similarly, Bagga, Gera, and Haque (2023) 

emphasized that transformational leadership nurtures a 
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culture that encourages change management and 

sustainability projects. In hospitals, a supportive culture 

integrates environmental considerations into daily 
operations, enhancing employees’ eco-conscious behavior. 

Green Recruitment and Selection (GRS) align hiring 

practices with sustainability goals. Bangura and Lourens 

(2025) stated that green organizations attract candidates 

who are environmentally responsible, while Fapohunda, 

Genty, and Olanipekun (2022) found that incorporating 

environmental criteria in recruitment improves 

organizational sustainability. Thus, hiring eco-minded 

individuals ensures a workforce committed to green 

initiatives. 

 
Green Training and Development (GTD) equip employees 

with the knowledge and skills needed to adopt eco-friendly 

practices. Azizie et al. (2025) revealed that green training 

enhances organizational citizenship behavior toward the 

environment, while Sarwar and Mustafa (2024) identified 

green intellectual capital as a mediator between training 

and improved environmental performance. 

 

Green Performance Management and Appraisal (GPMA) 

integrate environmental objectives into performance 

evaluations. Saeed and Abbas (2024) found that assessing 

pro-environmental behavior motivates employee 
participation in sustainability programs, and Ayana and 

Wodajo (2024) observed that hospitals using green 

performance metrics achieved higher environmental 

outcomes. 

 

Green Reward and Compensation (GRC) further reinforce 

sustainable conduct. Das and Dash (2024) and Saka et al. 

(2021) demonstrated that linking rewards to environmental 

goals boosts motivation and sustainability across all levels. 

Finally, Employee Empowerment and Participation (EMP) 

enhance ownership and innovation in addressing 
environmental challenges (Notodiprojo et al., 2024; Khalil 

et al., 2021). Together, these practices significantly 

improve Environmental Performance (EP)m easured by 

energy efficiency, waste reduction, and CSR outcomes 

(Bhat et al., 2024; Sun et al., 2022) demonstrating that 

effective Green HRM practices foster sustainable 

healthcare management. 

 

RESEARCH METHODOLOGY 
Sample Size 

This is because the sample size is crucial to the reliability, 

representation and generalizability of the results (Abubakar 

et al., 2024). The research was carried out among 70 

employees of the five multi-specialty hospitals (private) in 

Kolkata- Apollo, Narayana, Peerless, Manipal, and TATA 

Medical. This sample was representative of both 

administrative staff and nurses and medical professionals 

to bring out an interlocutor of the hierarchical levels. The 

sample was varied, which allowed evaluating the 

perception of issues associated with management and 

organizational culture (MOC), green recruitment and 
selection (GRS), green training and development (GTD), 

green performance management and appraisal (GPMA), 

green reward and compensation (GRC), employee 

empowerment and participation (EMP), and environmental 

performance (EP). 

 

Sampling Method 

A purposive method was used in sampling to identify 

respondents who had the appropriate experience and knew 

a lot about Green HRM practices. Purposive sampling is a 

non-probability method in which the research participants 
are sampled through some form of knowledge or 

experience (Nyimbili and Nyimbili, 2024). This strategy 

meant that the sample comprised individuals who were 

conversant with organizational sustainability efforts and 

those who were engaged in practicing environmental 

friendliness. The method enabled the gathering of valuable 

data that was variable-specific. 

 

Data Collection Method 

The structured questionnaire was used to gather primary 

data by a cross-sectional survey conducted as a 

questionnaire. Cross-sectional surveys utilize structured 
questionnaires as an effective data collection instrument for 

primary data, which is also standardized (Kuang et al., 

2025). It consisted of the questionnaire items that covered 

the perceptions and awareness of the employees of MOC, 

GRS, GTD, GPMA, GRC, EMP, and EP. It was created to 

elicit reactions on a five-point interval scale that allowed an 

assessment of the attitudes, as well as practices toward 

Green HRM in the hospitals. 

 

Scale Testing Method 

This questionnaire was pre-tested in terms of clarity, 
validity, and reliability. The consistency of the scales with 

one another was tested in terms of Cronbach's Alpha, which 

confirmed consistent measurement of all the variables. The 

internal consistency of a scale is measured by Cronbach's 

Alpha, and the value that is deemed acceptable is 0.7 or 

higher (Izah et al., 2023). 

 

Method of Analysis 

The descriptive analysis of data, Chi-square, correlation, 

and ANOVA involved the comparison of the data. The 

review evaluated how much the employees know, 

differences in perceptions, and differences in the practice 
of the Green HRM practices and the effect it has on the 

performance of the hospital environment. The research on 

the relations and the variations in the surveys conducted are 

conducted using such statistics as descriptive statistics, 

Chi-square, correlation analysis, and ANOVA analysis; 

these methods are important to assess the research (Al-Aqbi 

et al., 2024). 

 

RESULTS AND ANALYSIS 
Scale validation 

Reliability Tests 

Variable name  No of subgroup  Cronbach’s Alpha  Result 

Management And Organization Culture 5 0.889 Scale is reliable and good  
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(MOC) 

Green Recruitment And Selection 

(GRS) 

4 0.965 Scale is reliable and excellent 

Green Training And Development 

(GTD) 

5 0.937 Scale is reliable and excellent 

Green Performance Management And 

Appraisal  (GMPA) 

4 0.941 Scale is reliable and excellent 

Green Reward And Compensation 
(GRC) 

3 0.939 Scale is reliable and excellent 

Employee Empowerment And 

Participation (EMP) 

5 0.965 Scale is reliable and excellent 

Environmental Performance (EP) 6 0.869 Scale is reliable and good  

Table 1: Cronbach's Alpha test 

(Source: Self-Developed) 

 

Table 1 presents the reliability of the scales that were used to measure the seven critical variables in this study by computing 

Cronbach's Alpha. Cronbach's Alpha is widely regarded as a mainstream indicator of the reliability of the instrumentation of 

surveys, particularly in the context of social science and management research. The values greater than 0.70 can be said to be 

acceptable, i.e., that the items in one or another scale all measure the same underlying construct (Izah et al., 2023). 

 

One of the variables is Management and Organization Culture (MOC); this variable possesses five subgroups, and its Cronbach's 

Alpha value is 0.889. This value implies a high level of reliability, which means that the items applied are effective in assessing 
the perceptions held by the employees with regard to organizational culture and practices that the management applies in terms 

of sustainability. Similarly, Green Recruitment and Selection’s (GRS) Alpha (0.965) was also a good internal constant. It can 

be seen that the measures that are available to test the eco-friendly hiring and selection practices are rather coherent and can be 

evaluated empirically. 

 

The Green Training and Development (GTD) and the Green Performance Management and Appraisal (GPMA) also showed a 

good level of reliability in their Alpha values of 0.937 and 0.941, respectively. These results imply that the survey questions are 

always reflective of the experiences and opinions of employees towards training programs and skills development, as well as 

the performance appraisal procedures in line with green initiatives. Green Reward and Compensation (GRC) variable, which 

had three subgroups, demonstrated an Alpha of 0.939, which indicated that reward and incentive initiatives concerning 

sustainable practices can be effectively measured using the questionnaire items. 
 

The maximum reliability of 0.965 was registered by employee Empowerment and Participation (EMP), which has five 

subgroups. This gives the impression that the survey questions are powerful in portraying the level of engagement, decision-

making, and involvement of the employees in the sustainability activities. The Environmental Performance (EP) with the six 

subgroups gave a slightly low yet acceptable Alpha of 0.869. This means that the items are always measuring environmental 

sustainability outcomes in the organizations. 

 

Data interpretation and analysis 

Descriptive statistics 

 
Figure 1: Descriptive Statistics for All Demographic Variables 

(Source: SPSS) 
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The population sample of 70 respondents is balanced and representative. The mean, median, and standard deviation of age were 

2.39, 2.00, and 0.597, respectively, and represented minor variation in the respondents. The mean of gender distribution was 

1.46, the mode was 1(most of the respondents were male), and the standard deviation = 0.502, which is very low, hence the 
variability is minimal. The professional tenure was quite moderate, with a mean of 2.70 and a median of 3.00, and a standard 

deviation of 1.172. On the whole, the information shows a reasonable degree of variation to conduct the analysis of perceptions 

of Green HRM practices effectively. 

 

 
Figure 2: Descriptive Statistics for All MOC Variables 

(Source: SPSS) 
 

Descriptive statistics of MOC variables show that there is a high level of support for top management in environmental 

initiatives. The mean scores are between 3.51 and 3.97; the median and mode are mostly 4 or 5, indicating positive perceptions. 

The standard deviations (1.035-1.303) imply fairly low variability, and the entire scale (1-5) demonstrates that the responses 

spanned all the points included in the Likert scale and thus agreed on various perspectives of the employees. 

 

 
Figure 3: Descriptive Statistics for all GRS Variables 

Source: SPSS 
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Descriptive statistics of GRS variables reveal that the employees have a moderate perception of recruiting practices that are 

environmentally friendly. The means are between 3.29 and 3.56, with a median of 3, 4 and displaying slightly positive reactions. 

The 5 modes indicate that there are employees who firmly believe that environmental requirements should be included in work 
descriptions and selection procedures. Standard deviations (1.258 to 1.476) are moderate, but when the entire range (1-5) is 

taken, it indicates that there is a wide variety of opinions among respondents. 

 

 
Figure 4: Descriptive Statistics for all GTD Variables 

Source: SPSS 

 

Descriptive statistics of Green Training and Development (GTD) variables show that the overall perception of training based 

on environmental initiatives is positive. The means are in the range of 3.49 -3.76, and the median is 3,4, indicating the consensus 

that the training on environmental matters is a priority and available. Modes in the ranges 3-5 denote divergent experience of 

employees, and the standard deviations (1.221-1.442) are moderate. All the responses are those covering the entire range of the 

Likert scale (1-5). 
 

 
Figure 5: Descriptive Statistics for All GMPA Variables 

Source: SPSS 

 



How to Cite: Pritha Pande Samadder and Supti Mandal. Perception of Green HRM among Employees in Selected Private 

Hospitals in Kolkata ---A study. Journal of Marketing & Social Research vol. 3, no. 03, 2026, pp. 30–47. 
 

 35 

Moderately positive perceptions in integrating the environmental objectives of evaluations have been indicated in descriptive 

statistics of the Green Performance Management and Appraisal (GMPA) variables. The median scores are between 3.44 and 

3.69, with mode and median mostly at 4 or 5, which indicates that the employees appreciate the presence of green targets and 
feedback systems. Standard deviations (1.315-1.461) indicate that there is a moderate variability, whereas the entire range (1-

5) means that responses were distributed across the Likert scale and that tasks varied across employees in their experiences and 

awareness. 

 

 
Figure 6: Descriptive Statistics for all GRC Variables 

Source: SPSS 

 

The descriptive statistics of Green Reward and Compensation (GRC) variables show a moderately positive attitude towards the 
environmentally related incentives. The mean scores are between 3.30 and 3.40, with a median of 3.5-4, which means the 

employees are aware of the monetary and non-monetary rewards of green achievements. Mode 5 offers some positive consensus 

between respondents. The moderate variability, as indicated by the standard deviations (1.428-1.468) and the broad range of 

responses (1-5), indicates that the responses are very varied in all Likert levels. 

 

 
Figure 7: Descriptive Statistics for all EMP Variables 

Source: SPSS 

 



How to Cite: Pritha Pande Samadder and Supti Mandal. Perception of Green HRM among Employees in Selected Private 

Hospitals in Kolkata ---A study. Journal of Marketing & Social Research vol. 3, no. 03, 2026, pp. 30–47. 
 

 36 

Descriptive statistics of the Employee Empowerment and Participation (EMP) variables present a general positive attitude 

regarding participation in the environmental initiatives. They have mean scores of between 3.47 and 3.64, medians and modes 

of 4 and 5 (most of them), indicating that the employees are engaged in green strategies, suggestion schemes and workshops. 
The standard deviations (1.263 -1.452) indicate moderate variability, whereas the entire range (1-5) illustrates that there are 

varied responses based on the extent of empowerment and participation among the staff members of a hospital. 

 

 
Figure 8: Descriptive Statistics for all EP Variables 

Source: SPSS 

 

The descriptive statistics of the variables of Environment Performance (EP) state good positive perceptions of the sustainability 

outcomes of the hospitals. The scale of the mean scores is 3.93 to 4.44, the median and mode are mostly equal to 4 or 5, and 

they show an improvement in performance, patient satisfaction, CSR activities, and energy management. The standard 

deviations (0.845-1.278) implies moderate variability, whereas the wide range (1-5) illustrates the experiences of varying 

employees, which implies widespread awareness of environmental initiatives and their effect on the performance of the 
organisation. 

 

Level of GHRM awareness among the different groups 

 
Figure 9: ANOVA Analysis for all MOC Variables 

Source: SPSS 

 
The ANOVA findings of Management and Organization Culture (MOC) variables have shown that there are significant 

differences in perceptions among groups on the environmental practices of the top management. The F-values are significant 

(remember 14.375 to 48.859) and the significance values (Sig.) are 0.000 with all the variables dealing with environmental 

impact, and inclusion of environmental concerns in the vision/mission statements. This implies that group differences are 
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significant. The between-groups sum of squares is significantly greater than the within-groups so that group membership here 

is very influential on employee perceptions. These findings imply that the employees feel that the management commitment 

and organizational culture are different when it comes to the management of the environment. 
 

 
Figure 10: ANOVA Analysis for all GRS Variables 

Source: SPSS 

 

ANOVA outcomes of variables Green Recruitment and Selection (GRS) demonstrate that there is a significant difference in 

perceptions of the employees of different groups. The F-values of all the variables, such as incorporation of environmental 

issues into job descriptions, design of environmental-oriented positions, recruitment messages, and selection of applicants with 

green sensibilities have high F-values (29.110-118.107) and are significant at the level of 0.000. The between-groups sum of 

squares is significantly higher than the within-groups which has shown that the membership of groups significantly influences 

perceptions. These outcomes validate that employees find significant differences in the use of green practices during 

recruitment. 
 

 
Figure 11: ANOVA Analysis for all GTD Variables 

Source: SPSS 

 

The outcomes of the ANOVA of variables of the Green Training and Development (GTD) indicate that the perceptions 

employees have vary significantly in terms of groups. The variables demonstrate high F-values (33.576-106.578) with their 
significance of 0.000. The between-groups sum of squares is greater than the within-groups, suggesting that membership in 

groups has a strong contribution to perceptions. These results prove that different positions of implementation and focus of 

green training efforts are perceived by employees. 
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Figure 12: ANOVA Analysis for all GPMA Variables 

Source: SPSS 

 

The results of the ANOVA of Green Performance Management and Appraisal (GPMA) variables show a significant difference 

in the perceptions of the employees in the groups. The variation in all variables, such as integration of environmental goals with 

evaluations, green targets awareness, frequency of environmental performance appraisals, as well as managerial roles inclusion 

and appraisal, is high (34.270-99.387). Variations between groups are significant compared to within-groups, thus indicating 

that group membership has a very strong influence on perceptions. These results affirm that workers experience a difference in 

green performance management practices. 
 

 
Figure 13: ANOVA Analysis for all GRC Variables 

Source: SPSS 

 

The ANOVA scores of the Green Reward and Compensation (GRC) variables indicate high differences in the perceptions of 

employees in any group. All variables, such as construing the environmental performance awareness to the public, use of non-

monetary and monetary rewards, and attaching the suggestion plans to incentive potentials, have high F-values (93.766-189.373) 

with zero significance. The sum of squares between groups is significantly bigger than within-groups, which means that the 

membership of the groups has a strong impact on the perceptions. This data supports the conclusion that employees find 

significant differences between practices of GRC implementation and efficacy in hospitals. 
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Figure 14: ANOVA Analysis for all EMP Variables 

Source: SPSS 

 

As the ANOVA result on the Employee Empowerment and Participation (EMP) variables shows, there indeed are noteworthy 

differences in the perceptions of groups. Variables such as the use of teamwork exhibit high F-values (36.364-70.316) and it is 

significant at 0.000. The between-groups sum of squares is significantly greater than the within squares, showing that there is a 

strong impact of group membership on perceptions. These results affirm that employees have the perception of different 

perceptions of empowerment and involvement in green practices in hospitals. 

 

 
Figure 15: ANOVA Analysis for all EP Variables 

Source: SPSS 

 
Through the ANOVA results in terms of the Environmental Performance (EP) variables, the difference in the employee 

perceptions was found to be significant between groups. The variables such as hospital performance, patient satisfaction, CSR 

activities, waste management, use of renewable energy, and electricity used reduction, which have F-values of between 5.980 

and 28.205, are all significant with an F-value of 0.000. The between-groups sum of squares is always greater than the within-

groups, and this implies that the membership of a group has a strong influence on perceptions. These findings establish that 
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employees have differing effectiveness of environmental performance initiatives at hospitals. 

 

Null hypothesis testing assumption for the Chi-Square test 
Null Hypothesis (H0): There is no significant relationship between hospital management practices (MOC), green recruitment 

and selection (GRS), and employee training (GTD) with employees’ awareness and participation in green initiatives. 

 

 
Figure 16: Chi-Square Test for Null Hypothesis Between Top management clarifying environmental information vs 

employee participation in green programs 

Source: SPSS 

 

The Chi-Square test considers the linkage between the clarification of environmental values by top management (MOC) and 

the level of awareness by the employees with regard to the green targets (GTD). The Chi-Square of Pearson is 95.160 with a 

degree of freedom = 16 and significance = 0.000, which means that there is a statistically significant relationship. The strong 

positive trend is affirmed by the Linear-by-Linear Association (40.160, p = 0.000). Although 72% of the cells had anticipated 

counts of fewer than 5, the findings indicate that an extra effort by the management is needed. They communicate with the 

employees greatly contributes to the increase in employee involvement in a hospital. 

 

 
Figure 17: Chi-Square Test for Null Hypothesis Between Job description for environmnetal concerns vs. employee 

participation in green programs 
Source: SPSS 
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Chi-Square test gives an estimate of how the inclusion of environmental concerns in job descriptions (GRS) relates to the 

awareness of green targets (GTD) in employees. The Pearson Chi-Square value equals 77.079, which has a significant value of 

0.000 and a degrees of freedom equals 16 which is statistically significant. A significant positive trend is proved by the Linear-
by-Linear Association (39.322, p = 0.000). Even though the count of cells in which the count was expected to be fewer than 5 

was 84%, the findings indicate that specifying environmental roles directly in the job description is influential. It is increasing 

the participation and the receptiveness of employees regarding green initiatives in hospitals. 

 

 
Figure 18: Chi-Square Test for Null Hypothesis Between Environmental training priority and availability vs employee 

participation in green programs 

Source: SPSS 

 

The Chi-Square test is the method of analysing the correlation between the importance of the environmental training (GTD) 

and awareness of the green targets among employees. The Pearson Chi-Square result is 123.300 significance of 0.000, and the 

degree of freedom is 16; the result is a statistically significant correlation. The association between the two variables of Linear-

by-Linear (49.066, p = 0.000) validates a high positive tendency. 80% of cells comprised expected counts lower than 5. 

However, the results indicate that placing importance on environmental training would greatly boost the involvement, 

understanding and involvement of employees in green programs in hospitals. 
 

Alternative hypothesis testing for Chi-Square Test 

Alternative Hypothesis (H1): There is a significant association between green performance management, green reward and 

compensation and employee empowerment, with organizational environmental performance. 

 

 
Figure 19: Chi-Square Test for Alternative Hypothesis Between Incorporation of environmental objectives in 
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performance appraisal vs organizational environmental performance 

Source: SPSS 

 
The two variables under study in the Chi-Square analysis are whether the inclusion of managerial roles in the achievement of 

green outcomes in appraisal (GPMA) is positively related to augmented CSR activities (EP). The Pearson Chi-Square value is 

63.395, and the degrees of freedom are 12, and significant value is 0.000 means that there is no significant relationship. The 

positive trend is justified by the Linear-by-Linear Association (15.287, p = 0.000). 70% of the cells belong to financial 

expectations, which are below 5. The findings are that the introduction of environmental responsibilities in the performance 

appraisals has a significant positive impact on CSR initiatives and the environmental performance of an organization. 

 
Figure 20: Chi-Square Test for Alternative Hypothesis Between Rewards and recognition for environmental 

contributions vs organizational environmental performance 
Source: SPSS 

 

The Chi-Square test investigates the correlation between the provision of employees with a chance to engage in green suggestion 

schemes (EMP) and the rise of the CSR activities (EP). The result of Pearson Chi-Square test is 68.080 with 12 degrees of 

freedom and significant at 0.000, which means that it has a statistically significant association. A positive trend is confirmed 

with the help of Linear-by-Linear Association (10.842, p = 0.001). Although the number of 75% of cells with expected counts 

of fewer than 5, the results indicate that employee empowerment through their involvement in green initiatives. It is a major 

contributor to the improvement of the environmental performance as well as the CSR performance of an organization. 

 

 
Figure 21: Chi-Square Test for Alternative Hypothesis Opportunities for participation and empowerment vs 
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organizational environmental performance 

Source: SPSS 

 
Chi-Square analysis explores the association between 

better performance of the hospital (EP) and better CSR 

activities (EP) as an indicator of employee empowerment 

and participation (EMP). The created Pearson Chi-Square 

distribution is of 54.661 degrees of freedom and 9 degrees 

of significance with reference to the 0.000 of significance, 

which demonstrates that the association is statistically 

significant. Although the positive trend is confirmed by the 

Linear-by-Linear Association (19.586, p = 0.000). 

Although 62.5% of the expected counts of 5 or lower were 

found to be expected in 62.5% of the cells, the findings 
provide evidence that the increased participation and 

empowerment of employees. It leads to improved 

environmental performance of organisations and the 

Corporate Social Responsibility movement. 

 

DISCUSSION 
Organizational Culture, Green HRM Practices, and 
Employee Buy-in 

 

The findings of the study confirm that organizational 

culture serves as the backbone of employee engagement in 

sustainability practices. The dimension of Management and 

Organizational Culture (MOC) emerged as a highly 

influential factor across the selected private hospitals in 

Kolkata. Senior management in these hospitals has adopted 

a firm stance toward incorporating environmental values 

into their operations. Employees recognize that their 

leaders actively communicate the organization’s 
environmental objectives, ensuring that sustainability is not 

merely a policy but a visible part of everyday decision-

making. Green operations have been normalized, and 

ecological concerns have been embedded in mission 

statements and routine practices. 

 

Nevertheless, the study also highlights perceptual 

differences across hierarchical levels. Senior administrators 

tend to have greater exposure and understanding of 

sustainability initiatives compared to junior staff. These 

variations underscore that employee roles influence the 

extent of engagement in green activities. The creation of 
awareness and alignment with sustainability goals are 

facilitated through Green Recruitment and Selection (GRS) 

and Green Training and Development (GTD). By 

incorporating environmental expectations into job 

descriptions and recruitment materials, hospitals can attract 

candidates whose values align with sustainability 

objectives. Furthermore, environmental training programs 

play a vital role in equipping staff with the knowledge and 

skills to engage in eco-friendly practices. 

 

The Chi-square tests from this study reveal that employees 
are significantly motivated when clear environmental 

goals, defined roles, and targeted training programs are in 

place. These outcomes are consistent with the findings of 

Akpa et al. (2021) and Bagga et al. (2023), who emphasized 

the importance of transformational leadership and 

supportive organizational culture in promoting 

sustainability. Hence, an environmentally oriented culture, 

strategic recruitment, and comprehensive training are 

critical pillars for fostering employee commitment to 

sustainability program 

 

Integrating Sustainability: Performance, Rewards, and 

Empowerment 

The study also reveals that transactional and motivational 

processes Green Performance Management and Appraisal 

(GPMA), Green Reward and Compensation (GRC), and 

Employee Empowerment and Participation (EMP) play an 

essential role in sustaining pro-environmental behaviors 
among employees. While mean scores for these variables 

are moderately high, significant differences exist among 

various employee groups. Such disparities may reflect 

inconsistencies in how performance appraisal, incentives, 

and empowerment opportunities are implemented or 

perceived across departments, particularly between 

administrative and clinical staff. 

 

Despite these variations, the presence of performance-

based sustainability evaluations and green incentive 

systems demonstrates hospitals’ commitment to 

embedding sustainability within their HR processes. Many 
employees reported participation in green committees, 

suggestion schemes, and environmental workshops, 

indicating an emerging culture of collaboration. These 

findings resonate with Saeed and Abbas (2024), who 

suggested that performance management, incentives, and 

empowerment can serve as critical tools to promote pro-

environmental behaviors in organizations. Empowerment 

encourages ownership, while reward systems reinforce 

commitment to sustainability. Therefore, the integration of 

green performance evaluation and participative structures 

can effectively motivate continuous employee engagement 
in sustainable practices. 

 

Green HRM, Environmental Performance, and CSR  

The research establishes a statistically significant 

association between Green HRM practices and 

Environmental Performance (EP), affirming that 

sustainability-focused HR interventions lead to measurable 

ecological improvements. Employees perceive that their 

hospitals demonstrate strong performance in areas such as 

waste management, energy efficiency, and CSR activities. 

The observed relationships among EP, GRC, EMP, and 

GPMA provide empirical support for the alternative 
hypothesis (H2), validating the positive impact of HR 

mechanisms on environmental outcomes. The study further 

reveals that environmental appraisals, incentives for eco-

friendly performance, and participatory programs 

significantly enhance overall environmental performance. 

The evidence suggests that Green HRM initiatives are not 

symbolic but yield tangible results, supporting earlier work 

by Ayana and Wodajo (2024), who found that HRM 

practices aligned with environmental goals enhance 

organizational eco-performance. Moreover, employee 

participation, appreciation, and empowerment act as 
mediators that translate HR policies into measurable 

environmental and CSR achievements. Collectively, these 
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findings underscore that HR strategies, when guided by 

sustainability, can transform organizational behaviour and 

performance in meaningful ways. 
 

Implications for Sustainable Healthcare Management 

in Kolkata 

This study holds both theoretical and practical significance. 

From a theoretical standpoint, it fills an important gap in 

the literature on Green HRM within the Indian healthcare 

sector, a field with limited prior empirical investigation. 

The study captures multiple dimensions—organizational 

culture, recruitment, training, performance management, 

rewards, and employee participation—thereby offering a 

holistic view of how HR practices can contribute to 
sustainability. 

 

Practically, the results emphasize the need for hospitals to 

formalize and standardize Green HRM practices to ensure 

consistency across departments and employee categories. 

While Management and Organizational Culture received 

strong positive evaluations, areas like recruitment and 

rewards scored lower, suggesting room for improvement. 

Hospitals should focus on three critical areas: (1) 

strengthening green recruitment strategies, (2) developing 

transparent and motivating reward systems, and (3) 

enhancing participatory and empowerment programs. 
Emphasizing open communication, regular feedback, and 

performance-linked incentives can embed sustainability 

more effectively into daily operations. 

 

Furthermore, this study identifies best practices such as 

clear environmental communication, defined role 

expectations, regular green training, and empowerment 

mechanisms. These elements can serve as replicable 

models for hospitals seeking to improve environmental 

performance and CSR delivery. As the healthcare sector in 

India grows, integrating sustainability within HRM 
systems can ensure that hospitals not only deliver quality 

care but also operate as responsible corporate citizens. 

 

Limitations and Challenges in Implementation 

While the findings are significant, the study acknowledges 

certain limitations. The sample size—70 employees from 

five private hospitals in Kolkata—limits the 

generalizability of the results to other regions or public 

healthcare institutions. Additionally, perceptual differences 

among employees suggest variations in the uniformity of 

Green HRM implementation. Differences in job design, 

departmental priorities, and management styles may create 
unequal experiences across staff groups. 

 

Another limitation concerns the use of self-reported data, 

which may be subject to response bias. Some participants 

may have overstated their awareness or participation in 

sustainability programs. Moreover, practical challenges 

such as balancing HR policies with sustainability budgets, 

designing equitable reward systems, and maintaining 

consistent employee engagement in green programs 

continue to constrain full implementation. Future research 

should expand to a broader population and employ 
longitudinal or mixed-method designs to capture deeper 

insights into behavioral and organizational changes over 

time. 

 

Synthesis of Findings 
The overall synthesis reveals that an integrated Green HRM 

framework—encompassing organizational culture, 

recruitment, training, performance appraisal, rewards, and 

participation—significantly influences employee 

motivation, engagement, and environmental outcomes. 

Foundational elements like MOC, GRS, and GTD foster 

sustainability awareness and commitment, while 

transactional mechanisms like GPMA, GRC, and EMP 

reinforce motivation and accountability. Together, these 

factors enhance both environmental performance and CSR 

engagement. 
 

In summary, the study demonstrates that Green HRM is a 

strategic enabler of sustainable healthcare management. To 

maximize its potential, hospitals must strengthen policy 

uniformity, emphasize equitable reward structures, and 

maintain active employee participation. By 

institutionalizing these green HRM dimensions, healthcare 

organizations can achieve a balance between operational 

excellence and environmental responsibility—paving the 

way for a more sustainable and socially accountable 

healthcare sector in Kolkata and beyond. 

 

CONCLUSION AND FUTURE SCOPE OF 

RESEARCH 
Conclusion 

This study has discussed how employees perceive Green 

Human Resource Management (Green HRM) practices in 

privately owned multi-speciality hospitals in Kolkata and 

how their effects relate to organizational environmental 

performance (EP) and corporate social responsibility 

(CSR). The results point to the fact that Management and 

Organizational Culture (MOC) can serve as a fundamental 

principle when it comes to promoting environmental 

awareness. Since the devotion and conveyance of 

sustainability principles by top management can be largely 
recognized among employees. Green Recruitment and 

Selection (GRS) and Green Training and Development 

(GTD) extend this base and make sure that the employees 

are not only competent but also passionate about taking part 

in green activities. 

 

Additionally, transactional and motivational mechanisms 

such as Green Performance Management and Appraisal 

(GPMA), Green Reward and Compensation (GRC), and 

Employee Empowerment and Participation (EMP) were 

seen to have a positive effect on the outcome in the 
environment. Even though the perception towards these 

practices was more different among the employee groups, 

they worked effectively in increasing participation of 

employees, accountability, and proactive investment of 

employees in sustainability programs. The above findings 

indicate that hospital performance, rewards, and 

participatory opportunity management should be linked to 

environmental goals to obtain quantifiable sustainability 

practices. 

 

The research shows that the practice of a Green HRM 

environment enhances the environmental performance of 
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the organizations. It involves conservation of proper waste 

disposal, good energy conservation and improved CSR 

operations. Sustainability integration heavily depends on 
the methods employed by human resources in operations 

within hospitals, on the day-to-day running of the hospitals. 

The chi-square tests show that employee awareness, 

rewards, and empowerment have a strong correlation with 

EP improvements. These results indicate that HR practices 

are important in ensuring environmental responsibility. It 

focuses on the holistic approach to intervention, which is 

the combination of cultural, procedural and motivational 

HR approaches used in the research. These kinds of 

comprehensive strategies are necessary towards the 

attainment of effective long-term sustainability results in 
healthcare organizations with regard to maintaining 

consistent employee engagement and organizational eco-

performance. 

 

Future Scope of Research 

Although the present research ensures valuable insights, 

there is some scope for future research can be performed. 

To enhance generalizability and regional differences in the 

acceptance of Green HRM, first, the sample size may be 

expanded by adopting more hospitals in the various cities 

in India or state-owned healthcare institutions. Second, 

longitudinal studies would help realize how the Green 
HRM practices might affect the environmental 

performance and employee behavior in the long term, to 

provide a clue about long-term sustainability. It is also 

possible to conduct more research in the future that will 

examine other moderating or mediating variables that 

might include organizational size, resource availability, 

employee tenure, or cultural diversity to examine the effect 

they have on the effectiveness of Green HRM. A 

longitudinal comparison of hospitals that have and have not 

established formal sustainability programs may give more 

information on the best practices and implementation 
issues. 

 

By combining methods of qualitative research, including 

interviews or focus groups, with surveying, with a deeper 

understanding of employee experiences, motivations, and 

perceptions, may be an effective solution. This would give 

a comprehensive insight into internalization and 

operationalization of Green HRM practices in healthcare 

contexts. Thus, it is important to note that Green HRM 

plays an essential part in ensuring sustainable healthcare 

management, and the research serves as a good basis for 

new studies that could result in the enhancement of the 
sustainability of the environment and healthcare 

organizations in hospitals. 
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