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Abstract: The study examines the impact of Green Human Resource Management Practices (Green HRMP)
on employee engagement and employee performance in the private banking sector. The study adopts a
descriptive research design with a sample of 150 employees selected through simple random sampling. Path
analysis is employed to examine the direct relationships among green communication management, green
career management, employee engagement, and employee performance. The findings reveal that green
communication management (beta = 0.524) and green career management (beta = 0.444) have significant
positive effects on employee engagement. Furthermore, employee engagement demonstrates a strong positive
influence on employee performance (beta = 0.953). Green communication management (beta = 0.226) and
green career management (beta = 0.169) also exert significant positive direct effects on employee
performance. These results highlight the importance of integrating environmental communication,
sustainability-oriented career development, and employee engagement initiatives into human resource
management practices to improve workforce performance in private banks. The study concludes that effective
implementation of Green HRMP can contribute to a more environmentally responsible, engaged, and
productive workforce in the banking sector.
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1. Introduction

The field of HR first evolved in 18th century Europe by Robert Owen and Charles Babbage during the
Industrial revolution. They described that wellbeing of employee’s leads to perfect work. In India also the
major changes happened in HR practice was started industrial revolution.

Green HRM has emerged as an important management approach that integrates environmental sustainability
into human resource policies and practices. In the contemporary business environment, organizations are
increasingly expected to minimize their environmental impact while maintaining operational efficiency,
employee commitment, and long-term organizational growth. Green HRM incorporates environmentally
responsible activities into recruitment and selection, training and development, performance appraisal,
compensation and rewards, employee participation, and workplace management. These practices encourage
employees to adopt eco-friendly behaviour and develop environmental awareness in their daily activities.
According to Renwick et al., (2013), integrating environmental objectives into human resource management
can contribute to organizational environmental performance by encouraging employees to participate in
sustainability initiatives. Similarly, Noor et al., (2023) demonstrated that Green HRM practices are positively
associated with employee engagement in the green banking context, highlighting the importance of integrating
environmental responsibility with employee management practices.

The banking sector plays a significant role in promoting sustainable development because its environmental
responsibilities extend beyond financial transactions to include energy consumption, paper usage, electronic
waste, business travel, and the management of physical and digital resources. Although banking is primarily
a service-oriented industry, its extensive office networks, technology infrastructure, and administrative
activities create opportunities to implement environmentally sustainable practices. New-generation private
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sector banks can incorporate Green HRM by adopting paperless recruitment, online employee training, digital
communication, green performance evaluation, environmentally linked rewards, and employee participation
in sustainability programmes. These initiatives can reduce resource consumption while strengthening
employees' awareness of environmental protection. Singh et al., (2024), in their study of Green HRM and
organizational effectiveness in the banking sector, examined green recruitment and selection, green training
and development, employee participation, and green compensation, demonstrating the relevance of these
practices to banking organizations. Noor et al., (2023) also emphasized the relationship between Green HRM
and employee engagement, suggesting that environmentally responsible human resource policies can support
employees' involvement in organizational sustainability initiatives.

In Coimbatore, Tamil Nadu, the study of Green HRM practices in new-generation private sector banks is
particularly relevant because the banking industry must balance customer service, technological advancement,
employee development, and environmental responsibility. The adoption of digital banking services provides
opportunities to reduce paper-based transactions and administrative processes, while green training and
employee awareness programs can encourage responsible energy use, waste reduction, and resource
conservation. However, the effectiveness of these initiatives depends on how consistently environmental
objectives are integrated into human resource policies and how actively employees participate in
implementing them. Renwick et al., (2013) highlighted the importance of connecting human resource
management with environmental management and identified employee motivation and participation as
important areas for further development. Similarly, Noor et al., (2023) found a positive association between
Green HRM practices and employee engagement in green banking, emphasizing the potential contribution of
appropriate human resource policies to employee involvement in sustainability initiatives.

Therefore, the present study, titled “Green HRM Practices of New Generation Private Sector Banks in
Coimbatore (Tamil Nadu),” aims to examine the implementation of environmentally responsible human
resource practices in the selected banking context. The study focuses on understanding how green recruitment
and selection, green training and development, green performance appraisal, green compensation and rewards,
employee participation, and green workplace initiatives are adopted and perceived by employees. It also seeks
to identify areas where banks can strengthen environmental awareness, encourage employee engagement, and
improve the integration of sustainability into routine HR activities. By examining these practices, the research
may provide useful insights for bank managers and HR professionals seeking to develop environmentally
responsible workplaces and improve organizational sustainability. The findings are expected to support
practical recommendations for strengthening Green HRM implementation in new-generation private sector
banks in Coimbatore, while contributing to the broader discussion of sustainable human resource management
in India's banking industry.

1.1 Green HRM in Indian Prospective

Green HRM is gaining importance in India as organizations increasingly recognize the need to integrate
environmental sustainability into human resource policies and practices. It involves incorporating
environmental objectives into green recruitment and selection, green training and development, green
performance appraisal, green compensation and rewards, and employee participation in environmental
initiatives. In the Indian context, Green HRM can help organizations reduce resource consumption, encourage
environmentally responsible employee behaviour, and develop a sustainability-oriented organizational
culture. Arora and Kaul (2020) examined Green HRM practices across Indian sectors, including information
technology, banking and finance, consultancy, and engineering, highlighting the importance of understanding
the adoption of environmental practices across industries. Similarly, Anshima et al., (2025), through a
systematic review of Indian research, identified organisational capabilities, policy requirements, employee
empowerment, and environmental knowledge as important factors influencing Green HRM adoption. These
studies suggest that Green HRM can serve as a strategic approach for connecting human resource management
with environmental responsibility and sustainable organisational development.
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Furthermore, the Indian perspective on Green HRM emphasizes the importance of translating environmental
policies into employees’ everyday workplace behaviour. Organizations can promote this transition by
providing environmental awareness programs, encouraging paperless administration, implementing energy-
saving measures, recognizing employees’ green contributions, and including environmental objectives in
performance evaluations. Chaudhary (2020) found that Green HRM practices significantly predicted both
task-related and voluntary employee green behaviours among employees in India's automobile sector, with
organizational identification acting as a mediating factor. In addition, the review by Anshima et al., (2025)
indicates that sustainable HRM practices can contribute to green innovation, environmental citizenship
behaviour, employee satisfaction, organizational commitment, and employee performance. For Indian
organizations, including new-generation private-sector banks, these findings highlight the potential value of
integrating green practices into routine HR activities rather than treating environmental responsibility as an
isolated corporate initiative. However, effective implementation requires management commitment, employee
participation, appropriate training, and measurable environmental performance indicators.

2. Reviews of Literature
2.1 Green HRMP and Employee Engagement

GHRMP have become increasingly important for organizations seeking to integrate environmental
sustainability into recruitment, training, performance appraisal, compensation, and employee participation.
Noor, Tunnufus, Handrian, and Yumhi (2023) examined green human resource management practices,
leadership style, and employee engagement in the green banking context using data from 363 bank employees
in Indonesia. Their findings indicated that GHRM practices were positively and significantly associated with
employee engagement, while transformational leadership moderated the relationship. The study also found
that different practices affected different dimensions of engagement: green recruitment and selection
influenced behavioral engagement, whereas green training and development influenced affective engagement.
In a broader organizational context, research published in Sustainable Futures examined the direct and indirect
relationships between green HRM and work engagement among 362 respondents from manufacturing
industries in North India, highlighting the importance of understanding the mechanisms through which
sustainability-oriented HR practices influence employee attitudes (2024). Ud Din, Yang, and Zhang (2025)
investigated the psychological benefits of green HRM in the healthcare sector, focusing on employee well-
being, engagement with environmental initiatives, and green behavior. Their research extended the discussion
beyond conventional HR outcomes by considering the psychological processes associated with environmental
practices. Alfadel et al., (2025) examined the relationship between green HRM and sustainable performance
in Saudi Arabian manufacturing small and medium-sized enterprises, with green work engagement as a
mediating variable. Their study emphasized the relevance of employee engagement in translating
sustainability-oriented HR practices into organizational outcomes. Together, these studies provide a
foundation for investigating how environmentally responsible HR policies may encourage employees to
participate actively in organizational sustainability initiatives.

Recent studies have further expanded the understanding of green HRM by examining employee
empowerment, organizational culture, and sustainability-related employee behavior. Guo et al., (2025)
synthesized evidence from 172 studies involving 54,963 participants and reported positive relationships
between green HRM and several employee and organizational outcomes. Their meta-analysis highlighted the
importance of green performance management, employee empowerment and involvement, and green
compensation and rewards in promoting environmentally responsible employee behavior. In 2025, research
published in the Journal of Management Development examined green culture, green HRM, green work
engagement, and employee ecological behavior, emphasizing the importance of organizational context and
management support. Ramesh, Kumar, and Kumari (2025) also addressed green HRM practices and employee
engagement in the banking context, although the bibliographic details and methodological quality of this
publication should be verified before it is used as a principal academic source.

In 2026, Kenar and Tat examined the sequential mediating roles of green employee empowerment and
perceived external prestige in the relationship between green HRM and green work engagement, using data
from 407 hotel employees. Their findings indicated that empowerment and perceived external prestige helped
explain the relationship, although the hospitality setting differs from banking.
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GHRMP can promote employee engagement by strengthening environmental awareness, organizational
support, employee empowerment, and opportunities to participate in sustainability initiatives. Green
recruitment and selection, green training and development, green performance appraisal, green rewards, and
employee involvement appear particularly relevant to this relationship. The reviewed studies also suggest that
leadership, sustainability culture, and green employee values may influence how employees respond to these
practices. However, findings from banking, manufacturing, healthcare, 1T, and hospitality cannot be assumed
to apply identically to private-sector banks. A specific research gap therefore exists in examining the influence
of GHRMP on employee engagement among private banking employees, particularly in the Indian context.
Future empirical research should assess the individual and combined effects of green HRM dimensions on
employees’ vigor, dedication, and absorption, while considering organizational support and environmental
leadership as potential explanatory factors. Hence, the hypothesis is

Ha: Green HRMP has significantly influences employee engagement
2.2 Green HRMP and Employee Performance

GHRMP have emerged as an important approach to integrating environmental sustainability into recruitment
and selection, training and development, performance appraisal, compensation and rewards, and employee
participation. Faisal (2023), in GHRM A Synthesis, reviewed the development of green HRM and highlighted
the importance of integrating environmentally responsible practices into organizational policies and employee
management. Xie and Lau (2023), in Evidence-Based Green Human Resource Management: A Systematic
Literature Review, examined the research evidence on green HRM and emphasized the need for effective,
evidence-based implementation. Mahdy et al., (2023), in their systematic review of the imperatives, benefits,
and initiatives of green HRM, discussed how green practices can support sustainability objectives and
encourage environmentally responsible employee behaviour. Joshi et al., (2023), in Green Human Resource
Management in the Context of Organizational Sustainability: A Systematic Review and Research Agenda,
synthesized previous studies and emphasized the importance of linking green HRM with organizational
sustainability and individual performance. Zhao et al., (2024) examined green HRM and sustainable
development performance, highlighting the relevance of organizational ambidexterity and responsible
leadership in translating environmental HR practices into sustainable organizational outcomes. These studies
collectively suggest that green recruitment, green training, green rewards, and green performance management
can help employees develop environmental awareness, strengthen their commitment to organizational
objectives, and contribute to improved performance.

Further research provides more direct evidence of the relationship between green HRM and employee
performance. Mishra and Rath (2024) investigated green HRM practices in the Indian banking sector, focusing
on environmental performance and the contribution of sustainability-oriented human resource practices. A
2024 study of banks in Bangladesh examined the relationship between green recruitment and selection, green
training and development, green performance management, green pay and rewards, and employees’ in-role
behaviour, including the mediating role of organizational citizenship behaviour towards the environment. Guo
etal., (2025), through a meta-analysis of 172 studies covering 54,963 participants, found that green HRM was
positively associated with employee and organizational outcomes; green performance management, employee
involvement, and green rewards were particularly relevant to different forms of employee green behaviour.
Sharma and Arya (2025) specifically examined the implementation of green HRM in public and private banks
and its relationship with employee performance. Yousaf (2025), studying 120 employees in public and private
banks in Islamabad, reported a positive relationship between green HRM practices and employee performance,
with green training and green rewards emerging as particularly important factors. More recently, a 2026 study
of private banks in Bangladesh reported positive performance effects associated with green culture, green
training, and green rewards and compensation. These findings indicate that green HRM can contribute to
employee productivity, task accomplishment, environmental responsibility, and organizational effectiveness.
However, because several studies examine general organizational settings or banking sectors that combine
public and private institutions, further research is needed to establish the specific effects of green HRM
practices on employee performance in private banks.

JMVRA2610003 Journal of Modern and Versatile Research Approach (JMVRA) (www.jmvra.org)



https://jmvra.org/
http://www.jmvra.org/

_ ‘-.4;22 JOURNAL OF MODERN AND VERSATILE RESEARCH APPROACH (JMVRA) 8
g A © 2026 JMVRA | Volume 4, Issue 10, October 2026 | ISSN: 2984-8911 | [IMVRA.ORG  [liCli

_AMYRS

The literature from 2023 to 2026 generally indicates that Green HRM Practices can support employee
performance by developing environmental competencies, encouraging sustainable workplace behaviour,
strengthening employee participation, and linking rewards and performance appraisal with organizational
sustainability objectives. Green training and development, green compensation and rewards, green recruitment
and selection, and green performance management appear to be particularly relevant. Nevertheless, the
existing literature does not fully establish how these practices influence different dimensions of employee
performance specifically in the private banking sector. Therefore, an empirical investigation of private bank
employees can help address this gap by examining the relationship between individual green HRM practices
and employee performance, while considering factors such as employee engagement, organizational support,
and green workplace culture. Hence, the hypothesis is

Ha: Employee engagement has significantly influenced employee performance.
2.3 Employee Engagement and Employee Performance

Monika et al., (2023) examined the relationship between employee engagement and employee performance
in the banking sector of Haryana, including employees from public and private banks. The study collected
data from 480 respondents working in SBI, PNB, HDFC and ICICI Bank. The findings revealed a positive
and statistically significant relationship between employee engagement and employee performance (r = .801,
p = .002), indicating that engaged employees are more likely to contribute effectively to organizational
objectives. Hasan (2023) investigated the effects of organizational culture on organizational learning,
employee engagement and employee performance among 215 banking employees in Indonesia. The findings
highlighted the relevance of organizational culture and organizational learning in understanding employee
engagement and performance outcomes. Parasa and Prasad (2024) compared employee involvement,
employee engagement and employee performance in the Indian banking sector, considering differences
between public and private sector banks. Their research emphasized the importance of employee participation
and engagement in understanding performance differences across banking institutions. Ahmed et al., (2025)
examined the mediating role of employee engagement in the relationship between training and development,
work-—life balance and job performance among employees of private banks in Bangladesh. Based on 346 valid
responses, the study found that training and development and work-life balance significantly influenced
employee engagement and job performance, while employee engagement mediated the relationships between
these workplace practices and performance.

Several recent studies have further demonstrated the importance of engagement, organizational support and
workplace conditions in improving employee performance. The study. The impact of remote work on job
satisfaction, engagement and individual work performance in the banking sector (2024) examined 403 banking
employees across five European countries and found that work engagement positively influenced task and
contextual performance, although remote-work intensity had a negative relationship with engagement. Ahmed
et al., (2025) examined the relationship between employee engagement and job performance in private banks
in Bangladesh and confirmed that engagement serves as an important mediating mechanism between human
resource development practices and employee outcomes. Ghosh and Basu (2025) investigated factors
influencing employee engagement in selected Indian private banks and identified job satisfaction, financial
benefits, career development opportunities and the working environment as important factors associated with
engagement. Ismawanti et al., (2025) studied work engagement, psychological capital and employee
performance in the banking industry and found that work engagement significantly influenced employee well-
being and performance, highlighting the importance of psychological resources in achieving better work
outcomes. Badaruddin et al., (2025) examined employee performance in Indonesian banking with reference
to Islamic work values and workplace engagement, extending the discussion to the role of workplace values
and engagement in employee outcomes. In India, Vyas and Dhar (2026) investigated organizational climate
among private bank employees and reported that leadership support, recognition, communication and role
clarity significantly contributed to employee engagement. Thomas et al., (2026) examined emotional
intelligence, managerial performance and employee engagement in Tamil Nadu's banking industry,
highlighting the relevance of emotional intelligence in understanding managerial and employee outcomes.
Collectively, these studies suggest that employee engagement is influenced by supportive leadership,
professional development, recognition, psychological well-being and organizational climate. However,
further empirical research focusing specifically on private banking employees in India is needed to establish
how engagement affects measurable dimensions of employee performance.
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The literature reviewed from 2023 to 2026 indicates that employee engagement is an important factor
associated with employee performance in the banking sector. Evidence from Haryana, Bangladesh, Indonesia
and other banking contexts demonstrates the relevance of engagement, organizational culture, training and
development, work-life balance, psychological well-being and supportive working conditions in improving
employee outcomes (Hasan, 2023; Monika et al., 2023; Ahmed et al., 2025; Ismawanti et al., 2025). Recent
studies also highlight the importance of leadership support, recognition, communication and organizational
climate in strengthening employee engagement (Ghosh & Basu, 2025; Vyas & Dhar, 2026). Nevertheless, the
available research varies in geographical coverage, institutional context and research design, and not all studies
focus exclusively on private banks. Therefore, a focused investigation of employee engagement and employee
performance in the private banking sector is necessary to understand whether engaged employees demonstrate
better productivity, task completion, service quality, customer responsiveness and organizational contribution.
The findings can help private banking institutions develop suitable employee engagement strategies to
strengthen workforce effectiveness and organizational performance. Hence, the hypothesis is

Ha: Green HRMP has significantly influences employee performance.
2.4 Research Gap

The research gap in the study entitled “Green HRM Practices of New Generation Private Sector Banks in
Coimbatore (Tamil Nadu)” arises from the limited location-specific empirical research examining the
adoption and implementation of Green Human Resource Management (Green HRM) practices in new-
generation private sector banks. Although previous studies have explored Green HRM practices such as green
recruitment and selection, green training and development, green performance appraisal, green rewards and
recognition, and employee participation in environmental initiatives, there remains a need to understand how
these practices are implemented in the banking sector at the regional level. In particular, insufficient attention
has been given to the extent of Green HRM adoption, the environmental awareness of banking employees, the
challenges faced by banks in implementing eco-friendly HR policies, and the role of organizational support
in encouraging sustainable workplace behaviour. Furthermore, the differences in Green HRM implementation
across employee demographic characteristics and organizational practices require further investigation.
Therefore, the present study seeks to address these gaps by systematically examining green HRM practices in
new-generation private sector banks in Coimbatore, Tamil Nadu, thereby providing empirical insights into
their implementation, effectiveness, and contribution to environmental sustainability in the banking industry.

2.5 Framework of the Research

The conceptual framework of the study entitled “Green HRM Practices of New Generation Private Sector
Banks in Coimbatore (Tamil Nadu)” proposes that GHRMP influence employee performance both directly
and indirectly through employee engagement. GHRMP is the independent variable (IV) and includes green
recruitment and selection, green training and development, green performance appraisal, green compensation
and rewards, and employee participation in environmental initiatives. Employee engagement is the mediating
variable, representing employees’ energy, dedication, enthusiasm, and involvement in organizational
activities. Employee performance is the dependent variable (DV), reflected in employees’ task
accomplishment, productivity, efficiency, and environmentally responsible workplace behaviour. The
framework assumes that green HRM practices encourage employees to participate actively in sustainability
initiatives, develop environmental awareness, and demonstrate stronger engagement, which may subsequently
improve their performance. Previous studies have identified positive relationships between GHRM practices
and work engagement, supporting the proposed mediating role of employee engagement in explaining how
green HRM practices translate into employee outcomes (Baykal & Bayraktar, 2022; Gupta & Jangra, 2024).
Accordingly, the framework proposes three relationships: GHRMP positively influences employee
performance; GHRMP positively influences employee engagement; and employee engagement positively
influences employee performance. It further hypothesizes that employee engagement mediates the relationship
between GHRMP and employee performance among employees of new-generation private sector banks in
Coimbatore. These relationships can be empirically examined using path analysis to estimate direct, indirect,
and total effects. The mediation effect should be confirmed using the collected data rather than assumed in
advance, thereby establishing whether employee engagement serves as a significant mechanism through which
green HRM practices enhance employee performance.
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Figure 1: Framework of the Research

2.6 Need for the Study

The need for the study on “Green HRM Practices of New Generation Private Sector Banks in Coimbatore
(Tamil Nadu)” arises from the growing importance of environmental sustainability and the need for banking
institutions to adopt eco-friendly human resource management practices. Although banking operations are
increasingly digital, activities such as energy consumption, paper usage, employee commuting, and resource
utilization continue to have environmental implications. Green HRM practices, including green recruitment
and selection, green training and development, green performance appraisal, green rewards, employee
participation, and paperless HR administration, can encourage employees to adopt environmentally
responsible behavior and contribute to organizational sustainability. New-generation private sector banks in
Coimbatore need to integrate these practices into their HR policies to improve environmental awareness,
employee engagement, organizational efficiency, and sustainable performance. Therefore, this study is
essential to assess the extent of Green HRM implementation, identify the challenges faced by banks,
understand employees’ perceptions of green initiatives, and recommend suitable strategies for strengthening
environmentally sustainable HR practices in the banking sector. The findings may help bank management and
policymakers develop effective GHRM policies that support environmental protection while maintaining
employee productivity and organizational growth.

2.7 Statement of the Problem

The growing concern for environmental sustainability has encouraged organizations to adopt eco-friendly
policies and practices to reduce their environmental impact. In this context, GHRM has emerged as an
important approach that integrates environmental sustainability into human resource functions, including
green recruitment and selection, green training and development, green performance appraisal, green
compensation and rewards, employee engagement, and employee participation in environmental initiatives.
New generation private sector banks in Coimbatore, Tamil Nadu, are increasingly expected to incorporate
sustainable practices into their organizational operations; however, the extent to which Green HRM practices
are implemented effectively and their influence on employee awareness, participation, engagement, and
performance remain important areas of investigation. Challenges such as limited environmental awareness,
inadequate green training, insufficient incentives for eco-friendly behavior, and difficulties in evaluating the
outcomes of green initiatives may affect the successful implementation of these practices. Therefore, the
present study seeks to examine the Green HRM practices adopted by new generation private sector banks in
Coimbatore, identify the major factors influencing their implementation, assess employees’ perceptions and
participation in green initiatives, and understand the contribution of these practices to environmental
sustainability and organizational effectiveness. The findings are expected to provide useful insights for
developing effective green HRM strategies that promote environmental responsibility and sustainable banking
practices.
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3. Research Methodology
3.1 Research Design

The study entitled “Green HRM Practices of New Generation Private Sector Banks in Coimbatore (Tamil
Nadu)” adopts a descriptive research design to examine the implementation of Green HRM practices in
selected new-generation private sector banks in Coimbatore, Tamil Nadu. The research focuses on green
recruitment and selection, green training and development, green performance appraisal, green compensation
and rewards, employee participation in environmental initiatives, and paperless HR practices. Primary data
will be collected from bank employees through a structured questionnaire, while secondary data will be
obtained from books, research journals, published articles, bank reports, and relevant websites. A suitable
sampling technique will be employed to select respondents from the identified banks, and the collected data
will be analyzed using appropriate statistical tools, such as percentage analysis, mean, standard deviation,
correlation, regression, and other relevant techniques, depending on the research objectives. The descriptive
research design will help identify the extent of Green HRM implementation, understand employees’
perceptions of environmentally responsible HR practices, and provide insights into strengthening sustainable
human resource management in new-generation private sector banks in Coimbatore.

3.2 Questionnaire Design

Data is collected from private sector banks in Coimbatore, Tamilnadu through a well-designed questionnaire.
The questionnaire construction for this study is divided into four parts. The first part of the questionnaire is a
demographic profile of the private sector bank employees, the second part is green HRMP, the third part is
employee engagement, the fourth part is employee performance. The first part is set up as a category and the
other three as a measuring scaling technique.

Table 1: Questionnaire Construction

S.No. Variable Items Author
1 Demographic Profile 6
Green HRMP 10
2 Green Communication Management 5
Green Career Management 5 | Self-Design
3 Employee Engagement 7
4 Employee Performance 5

3.3 Reliability

Pilot study was done to confirm that the results of this research questionnaire are reliable. The questionnaires
are verified by involving 50 private sector bank employees in Coimbatore, Tamilnadu. Based on the private
sector bank employees’ opinion, some changes are made in the questionnaire. Cronbach’s alpha tool is
employed to test the reliability. All the variables of this questionnaire are above 0.70. The results show that it
is reliable. This means that the questionnaire has a high reliability value.

Table 2: Reliability of the research

S.No. | Variable Items | Cronbach’s Alpha
Green HRMP 10 0.82
1 Green Communication Management 5 0.86
Green Career Management 5 0.78
2 Employee Engagement 7 0.90
3 Employee Performance 5 0.82

Source: Primary data
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3.4 Population and Sample size

Population and Sample Size: The population of the study comprises employees working in new-generation
private sector banks in Coimbatore, Tamil Nadu. The study focuses on examining the GHRM practices
adopted by these banks, including green recruitment and selection, green training and development, green
performance appraisal, green compensation and rewards, and employee participation in environmental
initiatives. A sample size of 150 respondents was selected from employees working in selected new-generation
private sector banks in Coimbatore to collect relevant primary data regarding their awareness, perceptions,
and experiences of Green HRM practices. The respondents were selected using the simple random sampling
technique to provide employees with an equal opportunity for selection and to reduce selection bias. The
collected data were used to analyses the implementation of Green HRM practices and their relationship with
employee-related outcomes in the selected banks.

3.5 Sampling Technique

The present study entitled “Green HRM Practices of New Generation Private Sector Banks in Coimbatore
(Tamil Nadu)” adopts the simple random sampling technique to select 150 employees working in new-
generation private sector banks in Coimbatore. Simple random sampling is a probability sampling method in
which every eligible employee in the defined sampling population has an equal chance of being selected for
participation in the study. The researcher may prepare a sampling frame containing the eligible employees’
names or identification numbers and select 150 respondents using a lottery method or computer-generated
random numbers. This technique helps minimize selection bias and supports the collection of data that reflects
employees’ perceptions of green recruitment and selection, green training and development, green
performance management, green compensation and rewards, and other environmentally responsible human
resource practices. The use of simple random sampling is appropriate for systematically examining
employees’ awareness, participation, and perceptions of Green HRM practices in the selected banking
institutions, provided that a complete and accurate sampling frame is available (Setia, 2016; Thompson, 2012).

3.6 Tool for data analysis

Path analysis will be employed as the principal statistical tool to examine the relationships between GHRMP
and employee engagement in new-generation private sector banks in Coimbatore, Tamil Nadu. Data collected
from 150 respondents through a structured questionnaire will be coded and analyzed using suitable statistical
software. Path analysis will help estimate the direct and indirect effects of green recruitment and selection,
green training and development, green performance management, green compensation and rewards, and other
relevant green HRM practices on employee engagement. The analysis will assess standardized path
coefficients, significance levels, coefficients of determination (R?), and relevant model-fit indices to evaluate
the proposed relationships and the explanatory power of the research model. This approach is appropriate for
examining the interconnected relationships among organizational practices and employee outcomes, as
demonstrated in research on green HRM and employee engagement (Noor et al., 2023; green HRM and work
engagement research, 2022).
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Figure 2: Influence of GHRMP on employee engagement and employee performance
Table 3: Model Fit Indication

) Recommended
Model Fit Calculated
S.No. || dicators lues in th Ivsi Values (Premapriya, et
Values in the Analysis al., 2016)
1 Chi-Square 3.104
2 p 0.215 >0.050
3 GFlI 0.999
4 AGFI 0.999
>0.90
5 CFI 0.999
6 NFI 0.999
7 RMR 0.010
<0.080
8 RMSEA 0.023

Source: Primary data

OPEN 8ACCESS

The above table presents the mode summary of influence of green HRMP on employee engagement and
employee performance. The path model presented, along with mode summary to verify the model fitness. The
Chi-square statistic is 3.104 with p> 0.05. The table illustrates the model fit statistics such as RMSEA, RMR,
NFI, CFl, AGFI and GFI. RMR and RMSEA are within than the recommended limit i.e., RMR and RMSEA
is less than 0.08 (Indra, Balaji and Velaudham, 2020; Velaudham and Baskar, 2016). NFI, CFI, AGFI and
GFI are within than the recommended limit i.e., NFI, CFI, AGFI and GFl is greater than 0.90 (Kantiah Alias
Deepak and Velaudham, 2019; Velaudham and Baskar, 2015). All the model fit statistics imply a better model
fit (Velaudham & Baskar, 2015a; Velaudham & Baskar, 2015b; Velaudham & Baskar, 2016; Premapriya, et
al., 2016; Velaudham & Baskar, 2017; Deepak, et al., 2019; Josephine Reena, et al., 2019; Indra, et al., 2020;
Hariprabhu Dhakal, et al., 2025; Hariprabhu Dhakal, et al., 2026; Hariprabhu Dhakal, et al., 2026a).
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Table 4: Regression Weights

DV v Estimate | SE. | CR. | Beta | p
Employee Green
pioy <--- | Communication 0.421 0.025 |16.641| 0.524 |0.001
Engagement
Management
Employee |___ | Green Career 0.481 | 0.034 |14.091| 0.444 |0.001
Engagement Management
Employee | | Employee 1140 | 0.088 |12.991| 0.953 |0.001
Performance Engagement
Employee Green
PIOYEe | | Communication 0218 |0.058 | 3.788 | 0.226 |0.001
Performance
Management
Employee | | Green Career 0219 |0.073 | 3.008 | 0.169 |0.003
Performance Management

Source: Primary data

The regression weights presented in Table 4 examine the influence of GHRMP, particularly Green
Communication Management and Green Career Management, on employee engagement and employee
performance in the private banking sector. The table also assesses the influence of employee engagement on
employee performance. The estimates, standard errors, critical ratios, standardized beta coefficients and p-
values indicate the direction, strength and statistical significance of the relationships among the variables. All
five relationships are statistically significant at the 1% level based on the reported p-values, although the exact
significance should be interpreted in light of the reported values and the study's statistical reporting
conventions. The findings are consistent with the broader argument that environmentally oriented HR
practices can contribute to employee attitudes and organizational outcomes (Renwick et al., 2013; Dumont et
al., 2017).

The regression results reveal that Green Communication Management has a positive and statistically
significant influence on Employee Engagement, with an unstandardized estimate of 0.421, a standard error of
0.025, a critical ratio of 16.641, a standardized beta coefficient of 0.524 and a reported p-value of 0.001. The
positive beta coefficient indicates that stronger green communication practices are associated with higher
employee engagement among private banking employees. Communicating environmental policies,
sustainability objectives, green initiatives and employees' responsibilities can help workers understand how
their individual contributions support organizational environmental goals. Such communication may
strengthen employees' sense of involvement and shared purpose. The standardized coefficient of 0.524
suggests that Green Communication Management is a substantial predictor of engagement in the reported
model. This interpretation is consistent with Dumont et al., (2017), who examined the relationship between
green HRM practices and employees' workplace green behavior, and with Renwick et al., (2013), who
emphasized the strategic role of HRM in environmental management.

The results indicate that Green Career Management has a positive and statistically significant relationship
with Employee Engagement, with an estimate of 0.481, a standard error of 0.034, a critical ratio of 14.091, a
standardized beta coefficient of 0.444 and a reported p-value of 0.001. These findings suggest that career-
related practices incorporating environmental knowledge, sustainability competencies, green skill
development and opportunities to participate in environmental initiatives can support employee engagement
in private banks. When employees perceive that their career progression is connected to learning, professional
development and the organization's environmental objectives, they may develop a stronger sense of purpose
and commitment to their work. The standardized beta of 0.444 indicates a meaningful positive association
between Green Career Management and Employee Engagement. This interpretation is consistent with the
strategic HRM perspective discussed by Renwick et al., (2013) and research by Dumont et al., (2017), which
highlights the relevance of green HRM systems and employees' perceptions of the environmental climate in
shaping workplace outcomes.
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The regression analysis reveals that Employee Engagement has a strong positive and statistically significant
influence on Employee Performance, with an unstandardized estimate of 1.140, a standard error of 0.088, a
critical ratio of 12.991, a standardized beta coefficient of 0.953 and a reported p-value of 0.001. Among the
relationships reported in Table 4, this path has the largest standardized beta coefficient, indicating that
employee engagement is the strongest predictor of employee performance within the specified model. In the
private banking sector, engaged employees may demonstrate greater energy, dedication, concentration and
willingness to complete their duties effectively. Such engagement may support service quality, customer
responsiveness, accuracy in financial transactions and the timely achievement of organizational targets. The
result is consistent with the broader evidence that employee engagement is associated with improved work
outcomes, as discussed by Saks (2006), and with the Job Demands—Resources model, which explains how
motivational processes can contribute to employee performance (Bakker & Demerouti, 2007).

The results show that Green Communication Management positively and significantly influences Employee
Performance, with an estimate of 0.218, a standard error of 0.058, a critical ratio of 3.788, a standardized beta
coefficient of 0.226 and a reported p-value of 0.001. The positive coefficient suggests that communicating
environmental objectives, green workplace procedures and sustainability expectations may help private
banking employees understand organizational priorities and perform their responsibilities more effectively.
Clear communication can also encourage coordination, reduce uncertainty about environmental procedures
and improve employees' awareness of how their daily work contributes to organizational goals. However, the
standardized beta of 0.226 is considerably smaller than the reported beta for the relationship between
Employee Engagement and Employee Performance, suggesting that the direct association between green
communication and performance is comparatively weaker in this model. These findings align with Renwick
et al., (2013), who emphasized the integration of environmental objectives into HRM practices, and Dumont
et al., (2017), who demonstrated the relevance of green HRM and employees' perceptions of the green
psychological climate to workplace behavior.

The regression weights indicate that Green Career Management has a positive and statistically significant
influence on Employee Performance, with an estimate of 0.219, a standard error of 0.073, a critical ratio of
3.008, a standardized beta coefficient of 0.169 and a reported p-value of 0.003. The results suggest that career
development opportunities that incorporate environmental awareness, sustainability-related training and green
competencies may contribute to employees' ability to fulfil their professional responsibilities. In private banks,
employees who receive opportunities to develop relevant skills may be better equipped to adapt to
environmental policies, support sustainable banking initiatives and carry out their duties efficiently.
Nevertheless, the standardized beta of 0.169 indicates that Green Career Management has a comparatively
modest direct association with performance among the relationships examined. This finding is consistent with
Renwick et al., (2013), who discussed the role of HRM in supporting environmental management, and Bakker
and Demerouti (2007), whose Job Demands—Resources model explains how workplace resources can support
employee motivation and performance.

Green Communication Management and Green Career Management are positively associated with Employee
Engagement and Employee Performance, while Employee Engagement exhibits the strongest standardized
relationship with Employee Performance (beta=0.953). Green Communication Management has a higher
standardized coefficient for Employee Engagement (beta=0.524) than Green Career Management
(beta=0.444), suggesting that communicating environmental goals and practices may be particularly important
for engaging employees in the private banking sector. Both green HRM practices also show positive direct
relationships with Employee Performance, although their standardized coefficients are smaller (beta=0.226)
and (beta=0.169), respectively). These findings suggest that banks should combine clear sustainability
communication and environmentally oriented career development with initiatives that strengthen employee
engagement. However, although the pattern of coefficients is consistent with the possibility that engagement
helps translate green HRM practices into better performance, the table alone does not establish a mediation
effect; that requires a formal indirect-effect test. The overall interpretation is consistent with the green banking
research of Heliyon (2023), which reported positive associations between green HRM practices and employee
engagement, and with Dumont et al., (2017), who highlighted the role of green HRM and psychological green
climate in workplace behavior.
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5. Finding and Implications

The findings provide important managerial implications for private-sector banks in developing effective Green
HRMP to enhance employee engagement. The results indicate that Green Communication Management has a
significant positive influence on employee engagement (f = 0.524, p = 0.001), followed by Green Career
Management (f = 0.444, p = 0.001). Therefore, bank managers should establish effective communication
systems to disseminate environmental policies, sustainability objectives, green workplace initiatives, and
employee responsibilities. Regular environmental awareness programs, digital communication platforms,
green team meetings, and employee participation in sustainability activities can strengthen employees’
understanding of the bank’s environmental commitments. In addition, managers should integrate
environmental competencies into career development plans, training programs, promotions, and performance
appraisal systems. Providing employees with opportunities to develop sustainability-related skills and
participate in green banking initiatives can improve their sense of purpose, organizational identification, and
commitment to environmental objectives. These measures can help private banks create a supportive
organizational climate that encourages employees to actively participate in green initiatives.

Furthermore, the findings demonstrate that employee engagement has a strong positive influence on employee
performance (B = 0.953, p = 0.001), highlighting the managerial importance of developing an engaged
workforce to achieve organizational effectiveness. Green Communication Management ( = 0.226, p=10.001)
and Green Career Management (B = 0.169, p = 0.003) also have significant positive relationships with
employee performance. Consequently, bank managers should connect environmental sustainability initiatives
with employees’ daily responsibilities, performance targets, and professional development opportunities.
Employees who actively participate in paperless banking, energy conservation, responsible resource
utilization, and digital service delivery can be encouraged through recognition, constructive feedback, and
career advancement opportunities. Managers should also monitor employee engagement and performance
periodically to identify areas requiring improvement and ensure that green HR policies produce practical
organizational benefits. Since employee engagement has the largest reported standardized coefficient in the
performance model, strengthening engagement should be a central managerial priority. However, the reported
coefficients should be interpreted according to the specified statistical model, and the results establish
significant relationships rather than definitive causal effects. Overall, integrating green communication,
sustainable career development, and employee engagement into banking operations can support improved
employee performance while advancing the environmental and organizational goals of private-sector banks.

5.1 Conclusion

The study on Green HRMP and employee engagement in the private banking sector, based on a sample of 150
respondents selected through simple random sampling and analysed using path analysis, reveals that green
communication management and green career management significantly influence employee engagement and
employee performance. Green communication management has a positive and significant effect on employee
engagement (beta = 0.524, p = 0.001), while green career management also positively influences employee
engagement (beta = 0.444, p = 0.001). Furthermore, employee engagement has a strong positive effect on
employee performance (beta = 0.953, p = 0.001), highlighting its importance in improving employees’ work
outcomes. Green communication management (beta = 0.226, p = 0.001) and green career management (beta
=0.169, p = 0.003) also have significant direct effects on employee performance. These findings indicate that
effective environmental communication, career development opportunities aligned with sustainability, and
higher employee engagement can contribute to improved employee performance in private banks. Therefore,
private banking institutions should integrate green HR practices into their communication, career
development, and employee engagement strategies to foster a sustainability-oriented workplace and enhance
overall organizational effectiveness.
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5.2 Limitations and Future Research Design

The study on GHRM Practices of New Generation Private Sector Banks in Coimbatore (Tamil Nadu) has
certain limitations that should be considered when interpreting its findings. The study is restricted to 150
respondents selected through simple random sampling, which may limit the generalizability of the results to
all private sector banks in Tamil Nadu and other regions. Furthermore, the study primarily focuses on green
human resource management practices and their relationship with employee engagement, while other factors,
such as organizational culture, leadership support, environmental awareness, employee motivation, and
organizational commitment, may also influence the outcomes. Future research may adopt a larger sample
covering public and private sector banks across multiple districts and states to improve the representativeness
of the findings. Longitudinal research designs could be used to examine changes in employee attitudes and
engagement over time, while comparative studies could identify differences in green HRM implementation
between public and private sector banks. In addition, future researchers may employ SEM, mediation analysis,
and moderation analysis to investigate the relationships among green recruitment and selection, green training
and development, green performance appraisal, green rewards, employee engagement, and environmental
performance. These approaches would provide deeper insights into the effectiveness of green HRM practices
and help banking institutions develop sustainable human resource strategies that promote employee
engagement and environmental responsibility.
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