



Green HRM Practices and Its Influence on Organizational Culture and Environmental Performance in Chennai's IT Sector
Abstract

This study explores the impact of Green Human Resource Management (Green HRM) policies on organizational culture and environmental performance within the IT sector in Chennai. Adopting a quantitative research approach, multiple regression analysis and Structural Equation Modeling (SEM) were employed to assess the relationships among key variables. The findings reveal that Green HRM policies significantly enhance organizational culture (R² = 0.68, p < 0.01), with Green Performance Management (β = X.XX, p < 0.01) and Green Training & Development (β = X.XX, p < 0.05) playing the most influential roles. Moreover, a strong positive relationship (r = 0.64, p < 0.01) was established between environmental performance and organizational culture, where companies integrating sustainability into their culture are more likely to achieve higher efficiency in terms of resources and waste management (R² = 0.62, p < 0.01). The research further proves that environmental performance is directly influenced by Green HRM (R² = 0.57, p < 0.01), while SEM also supports the fact that organizational culture mediates this relationship partially. The outcomes emphasize the significance of not only adopting Green HRM practices but a sustainability-driven workplace as well in order to achieve maximum environmental performance. The findings are in line with previous research and provide useful insights for IT companies looking for ways to improve their sustainability performance.
Keywords: Green Recruitment, Selection, Training & Development, Green Performance, Green Employee Involvement, Green Compensation & Rewards, Organizational Culture, Environmental Performance.
Introduction
The Introduction sets the stage in this study by giving an overview of the study, covering its background, problem statement, objectives, research questions, significance, scope, and structure. The chapter sets the foundation of the research by bringing forward the significance of Green Human Resource Management (Green HRM) and its impact on organizational culture and environmental performance in Chennai's IT industry. Sustainability has become a crucial issue for companies globally, prompting the surfacing of Green HRM as a crucial business strategy. Green HRM is the implementation of eco-friendly principles in recruitment, training, performance management, and staff engagement with a view towards sustainability in organizations 11. With growing pressure for organizations to become eco-friendly, Green HRM has become a crucial tool in curbing carbon footprints, increasing efficiency in the use of resources, and developing a sustainability-based business culture.
The IT industry, being digital, has a huge environmental impact in terms of high energy usage, production of electronic waste, and large usage of natural resources. Most IT companies, especially in India's major cities such as Chennai, are now adopting Green HRM practices in a bid to incorporate sustainability objectives in HR policies. Even so, how these Green HRM policies drive workplace sustainability culture and improve environmental performance is a relatively unexplored area. This research attempts to address this by exploring the role of Green HRM in influencing workplace sustainability culture as well as driving better corporate environmental performance. Despite growing use of Green HRM within organizations, evidence on the impact of these policies within organizational culture as well as environmental performance is scarce, with no studies in the IT industry in Chennai. Most studies are based in manufacturing firms or the West, leaving a big research void when it comes to how Indian IT firms are addressing sustainability issues through HR policies.
Additionally, while some studies suggest that Green HRM can enhance sustainability culture, it is unclear which specific HRM practices contribute most to this effect. Furthermore, there is a lack of research examining whether organizational culture mediates the relationship between Green HRM and environmental performance. Addressing these issues is crucial for developing HR strategies that not only improve business operations but also contribute to global sustainability efforts.

Concept of Green Human Resource Management (Green HRM)

Green HRM refers to the integration of environmentally sustainable practices into human resource policies, ensuring that organizations align their workforce with sustainability objectives. It includes green recruitment, training, performance management, employee engagement, and rewards to encourage eco-friendly workplace behaviors 11.

According to Jabbour and Santos 22, Green HRM plays a crucial role in developing a sustainability-driven corporate culture, leading to improved environmental performance. Firms adopting eco-friendly HRM strategies can significantly reduce their carbon footprint, enhance energy efficiency, and promote waste management.

Research Gap and Need for Study

While prior studies confirm that Green HRM improves organizational culture and environmental performance, research gaps remain:

1. Limited studies in the IT sector – Most existing research focuses on manufacturing and industrial firms, with few studies examining Green HRM in the IT industry.

2. Lack of focus on Chennai – There is no major study analyzing Green HRM’s impact on IT firms in Chennai, one of India's leading tech hubs.

3. Need for empirical testing of mediation effects – While studies suggest that organizational culture mediates the Green HRM → Environmental Performance relationship, this has not been quantitatively tested using Structural Equation Modeling (SEM) in the IT sector. 
Fig 1-Conceptual Framework







Research Objectives

This study aims to achieve the following objectives:

1. To examine the impact of Green HRM policies on organizational culture in IT companies in Chennai.

2. To analyze the influence of organizational culture on environmental performance.
3.  To evaluate direct as well as indirect impacts of Green HRM on environmental   performance.
4. To find the most effective Green HRM practices contributing to workplace sustainability and environmental gains.
Review of literature 

Jabbour and Jabbour (2016) discuss how Green Human Resource Management (Green HRM) best practices support environmental sustainability. The authors underscore the incorporation of sustainability in HR functions, such as recruitment, training, and performance management. The research reveals that organizations with effective Green HRM policies achieve better environmental performance and corporate reputation. The major takeaway from the study is not only does Green HRM enhance sustainability outcomes but also boosts employees' engagement and job satisfaction. The research presents a detailed model connecting Green HRM with organizational and environmental performance. The study also identifies Green Training and Development as the most effective HRM practice in sustaining sustainability. The study is highly applicable to IT companies looking forward to curbing carbon footprints through green workforce management. The study has limitations, though, as it focuses on a subset of industries rather than the IT sector, thus calling for more studies in this area.

Renwick et al. (2013) give a comprehensive overview of the Green HRM body of literature, highlighting the major HRM practices driving environmental sustainability. The authors divide Green HRM into five core functions: green recruitment, green training, green performance management, green compensation, and green involvement of employees. They contend that Green HRM is not merely environmental sustainability but a matter of strategic HR planning, generating a long-term source of competition. The authors use their overview to point out research gaps, such as a lack of more in-depth empirical studies of the direct impact of Green HRM at the firm performance level. The authors propose stakeholder involvement as a necessity in the adoption of Green HRM, especially when it comes to industries such as IT, where technology can be used for sustainability. The limitation of their research, however, is the fact that it is based in Western economies, thus less applicable in emerging economies such as India's IT industry.

Ahmad (2015) discusses the organizational implementation of Green HRM policies, highlighting how HR practitioners mainstream sustainability in business operations. The research reveals that organizations adopting Green HRM enjoy improved workplace morale, compliance with corporate social responsibility (CSR), and operational performance. Ahmad lists training and rewards as key HR tools in driving sustainability. One of the key results listed by Ahmad is the importance of HR policies aligned with environmental objectives in inducing green initiative participation among employees. The research, however, cautions against poorly conceived Green HRM plans leading to employees' resistance, particularly if sustainability policies are viewed as additional workload instead of value-based initiatives. Ahmad advocates for more industry-specific research in analyzing how Green HRM is distinct across sectors, hence the importance of this research to IT companies in terms of industry-specific HR sustainability plans.
Tang, Shen, and Liu (2018) discuss Green HRM in relation to workplace behavior, specifically motivation and environmental commitment. According to them, Green HRM is most effective when complemented with rewards as well as recognition. The research determines that employees tend to participate in green behaviors when they are offered financial incentives, rewards, or career progression opportunities based on sustainability initiatives. The research identifies Green Compensation as a dimension not adequately explored in the research on HRM, highlighting the importance of monetary as well as non-monetary rewards in ensuring sustainable workplace behavior. The authors also propose integrating Green HRM policies within performance assessment so employees become accountable. For this study, though, a limitation is the fact that it specifically looks at manufacturing firms, so further study has to assess the impact of Green HRM within knowledge-based sectors such as the IT industry.
Muster (2018) develops a case study of Green HRM implementation within the IT industry, hence its suitability for this research. The research discovers that IT firms implementing Green HRM experience better corporate sustainability scores, staff engagement, as well as efficient use of resources. Muster identifies Green Training as a leading factor in influencing organizational culture, observing that IT companies gain from worker-driven sustainability initiatives such as remote working, energy-efficient data centers, and digital waste decrease. The research also identifies Green HRM adoption challenges, for instance, the cost of green practices for companies, as well as change resistances from staff. In light of these challenges, the research concludes that IT companies integrating sustainability in HR policies reap long-term competitive gains. However, it recommends HR managers undergoing specialized training in Green HRM in order for effective adoption.
Jabbour and Santos (2017) discuss the relationship between Green HRM and organizational sustainability. According to their research, HRM serves as a primary driver of firm-level environmental responsibility. They observe that firms with formal Green HRM approaches perform better in terms of environmental audits, as well as CSR reporting. The study further implies that HR managers are instrumental in integrating sustainability values into firm culture. Nonetheless, they also note that most HR practitioners do not get proper training in sustainability, thus they are not able to successfully implement effective Green HRM approaches.
Jackson et al. (2018) systematically review the Green HRM literature, comparing how HR policies impact sustainability across industries. They conclude from their research that sustainability-oriented HRM in firms is associated with reduced operational costs, improved employer brand, and improved worker attitudes. The authors emphasize the leadership role in initiating Green HRM, with top management commitment cited as a key driver for effective implementation.
Dumont et al. (2020) study whether Green HRM strengthens organizational culture in diverse industry segments. They find that organizations with a focus on Green HRM cultivate a more dynamic culture of environmental stewardship. They find that sustainability-oriented HRM companies are equipped with employees who encourage green activities in their workplace. 

Research Methodology
The research design employed in this study focuses on systematically evaluating the impact of Green HRM policies on organizational culture and environmental performance in Chennai's IT industry. A cross-sectional survey technique was adopted as the research design for the study alongside a quantitative research design, in a bid to gather data from IT experts. The adoption of a cross-sectional survey design allows for effective measurement of the correlation between Green HRM practices, organizational culture, and environmental performance. A structured survey questionnaire was employed as the primary data collection tool, allowing effective data gathering at a single cross-section. The research design employed in this study is descriptive as well as causal, in helping understand the current status of Green HRM implementation, as well as its influence on the organizational environment, alongside the identification of cause-and-effect relations among variables.

The research focuses on IT professionals in Chennai, comprising HR staff, middle-level managers, and employees who are familiar with Green HRM policies. For proper representation of employees in terms of job role and size of the firm, stratified random sampling was implemented. Cochran’s formula was employed for estimating the sample size from the research area, given its wide applicability in scenarios involving populations whose size is unclear. The formula, n=Z2P(1−P)e2n = \frac{{Z^2 P (1-P)}}{{e^2}}, where Z=1.96 (at a 95% confidence interval), P=0.5 (proportion of employees with information regarding Green HRM assumed), and e=5% (margin of error), resulted in a sample size estimate of 385 respondents, rounded up to 400 for better accuracy. The inclusions were employees with experience exceeding a year in the IT sector, preferably from HR, sustainability, or managerial roles. This helped gather data from individuals having the required expertise and knowledge regarding Green HRM policies.
Data was obtained from primary and secondary data sources. Primary data was obtained through the structured survey questionnaire, distributed through Google Forms, Microsoft Forms, and paper survey. Secondary data were located through reports from firms, sustainability guidelines, and research articles from databases like IEEE, Scopus, and Web of Science. The measurement instrument employed was a tool in the form of a Likert scale of 5, ranging from Strongly Disagree = 1 to Strongly Agree = 5, in a bid to evaluate respondents' attitudes towards Green HRM practices, organizational culture, and environmental performance. The data analysis was divided into five primary components: Descriptive Statistics, Reliability Analysis, Correlation Analysis, Regression Analysis, and Structural Equation Modeling (SEM) for detailed relationship analysis. This structured, multi-level analysis guarantees data validity and consistency, generating valuable information concerning the role of Green HRM policies within organizational dynamics as well as environmental performance.

Table 1-: Measurement of Study Variables

	Variable
	No. of Items
	Example Survey Questions

	Green Recruitment & Selection
	3
	"My organization prefers candidates with sustainability awareness."

	Green Training & Development
	3
	"Employees receive training on eco-friendly work practices."

	Green Performance Management
	3
	"Sustainability goals are included in employee appraisals."

	Green Employee Involvement
	3
	"Employees participate in company-led environmental programs."

	Green Compensation & Rewards
	3
	"My company provides incentives for eco-friendly behavior."

	Organizational Culture
	3
	"Sustainability values are embedded in company policies."

	Environmental Performance
	3
	"My organization actively reduces its carbon footprint."


Data Analysis and Interpretation

1.1 Demographic Profile of Respondents
Table 2- Demographic divisions of the respondents 
	Variable
	Category
	Frequency (n)
	Percentage (%)

	Gender
	Male
	240
	60.0%

	
	Female
	160
	40.0%

	Age Group
	Below 25
	90
	22.5%

	
	26-35
	180
	45.0%

	
	36-45
	95
	23.8%

	
	Above 45
	35
	8.7%

	Work Experience
	Less than 2 years
	80
	20.0%

	
	3-5 years
	140
	35.0%

	
	6-10 years
	120
	30.0%

	
	Above 10 years
	60
	15.0%

	Job Role
	Entry-Level Employee
	150
	37.5%

	
	Mid-Level Manager
	170
	42.5%

	
	Senior Management
	80
	20.0%

	Company Size
	Small (<100 employees)
	50
	12.5%

	
	Medium (100-500 employees)
	150
	37.5%

	
	Large (>500 employees)
	200
	50.0%


The gender distribution of the respondents shows a reasonable gender balance, with 60% males and 40% female participants. The ratio demonstrates a diverse workforce in Chennai's IT industry. Most respondents (45%) fall in the age group of 26-35, indicating a youthful workforce in this industry. According to experience, 35% of the employees are in the experience groups of 3-5 years, while 30% are in the experience groups of 6-10 years, indicating many of the respondents are in the midst of their career, actively supporting organizational development. Furthermore, 42.5% of the respondents are in the rank of the middle-level managers, indicating the evaluation of Green HRM policies by decision-makers, thus supporting sustainability in companies. Furthermore, 50% of employees work in large IT firms with more than 500 employees, suggesting that sustainability practices are more commonly implemented in larger organizations, where structured Green HRM policies are more likely to be adopted. This demographic profile provides valuable insights into the workforce characteristics and their potential impact on Green HRM adoption in Chennai’s IT sector.1.2 Descriptive Statistics for Study Variables This section presents the mean (M) and standard deviation (SD) for each study variable based on survey responses. The mean represents the average agreement level among respondents, while the standard deviation indicates variability in responses.

Table 3-: Descriptive Statistics for Green HRM Practices, Organizational Culture, and Environmental Performance

	Variable
	Mean (M)
	Standard Deviation (SD)

	Green Recruitment & Selection
	3.85
	0.74

	Green Training & Development
	3.92
	0.69

	Green Performance Management
	4.10
	0.81

	Green Employee Involvement
	3.78
	0.88

	Green Compensation & Rewards
	3.65
	0.95

	Organizational Culture
	4.05
	0.72

	Environmental Performance
	4.12
	0.79


Interpretation of Findings:
1. Green HRM Practices are Well-Implemented but Vary Across Companies
· The highest-rated Green HRM practice is Green Performance Management (M = 4.10, SD = 0.81), indicating that most IT companies incorporate sustainability metrics into performance evaluations.

· Green Training & Development (M = 3.92, SD = 0.69) also received a high score, showing that employees receive sustainability-related training, although responses vary across firms.

· Green Compensation & Rewards scored the lowest (M = 3.65, SD = 0.95), suggesting that financial incentives for sustainability efforts are less common or not standardized across organizations.

2. Organizational Culture is Strongly Influenced by Green HRM
· Organizational Culture (M = 4.05, SD = 0.72) indicates that companies foster an environmentally responsible work culture.

· Since culture is closely linked to HR policies, it suggests that Green HRM policies play a key role in shaping employees' sustainability-oriented behaviors.

3. Environmental Performance Shows Positive Outcomes
· Environmental Performance (M = 4.12, SD = 0.79) is the highest-rated dependent variable, indicating that IT firms in Chennai are actively implementing sustainability measures such as energy efficiency, carbon footprint reduction, and waste management.

· However, the standard deviation (0.79) shows some variation, meaning that some organizations perform better than others in environmental sustainability.
 Reliability Analysis

To test the internal consistency of the questionnaire, Cronbach’s Alpha was used. The table below presents the reliability scores for each construct:
Table 4- Cronbach’s alpha reliability scores for each construct 
	Variable
	Number of Items
	Cronbach’s Alpha (α)

	Green Recruitment & Selection
	3
	0.81

	Green Training & Development
	3
	0.85

	Green Performance Management
	3
	0.83

	Green Employee Involvement
	3
	0.79

	Green Compensation & Rewards
	3
	0.82

	Organizational Culture
	3
	0.87

	Environmental Performance
	3
	0.86


Since all Cronbach’s Alpha values are above 0.70, the questionnaire items are considered reliable.

1.3 Correlation Analysis

Pearson’s correlation analysis was conducted to examine the relationships between Green HRM variables, Organizational Culture, and Environmental Performance. The results are presented in the table below:
Table 5- Correlation analysis examining the relationships between Green HRM variables, Organizational Culture, and Environmental Performance
	Variable
	1
	2
	3
	4
	5
	6
	7

	1. Green Recruitment & Selection
	1.00
	
	
	
	
	
	

	2. Green Training & Development
	0.58**
	1.00
	
	
	
	
	

	3. Green Performance Management
	0.62**
	0.55**
	1.00
	
	
	
	

	4. Green Employee Involvement
	0.47**
	0.51**
	0.56**
	1.00
	
	
	

	5. Green Compensation & Rewards
	0.54**
	0.49**
	0.61**
	0.52**
	1.00
	
	

	6. Organizational Culture
	0.59**
	0.57**
	0.63**
	0.53**
	0.56**
	1.00
	

	7. Environmental Performance
	0.55**
	0.52**
	0.60**
	0.50**
	0.57**
	0.64**
	1.00


Note: p < 0.01 (Highly significant correlations)

The correlation results indicate a strong positive relationship between Green HRM practices and both Organizational Culture and Environmental Performance.

1.4 Regression Analysis

A multiple linear regression analysis was conducted to test the impact of Green HRM policies on Organizational Culture and Environmental Performance.

1.5  Regression Model 1: Impact of Green HRM on Organizational Culture

A multiple linear regression analysis was conducted to examine the impact of Green HRM practices (independent variables) on Organizational Culture (dependent variable). The regression equation is as follows:

Regression Results Table
Model Summary:
· R² = 0.684 → The model explains 68.4% of the variance in Organizational Culture.

· Adjusted R² = 0.678 → Adjusted for sample size, still a strong predictor.

· F-value = 86.72, p < 0.01 → The model is statistically significant.
Table 6- Regression analysis examining the impact of Green HRM practices (independent variables) on Organizational Culture (dependent variable) 
	Variable
	B (Unstandardized Coefficients)
	β (Standardized Coefficients)
	t-value
	p-value
	Significance

	Green Recruitment & Selection
	0.215
	0.223
	4.21
	0.000
	Significant

	Green Training & Development
	0.178
	0.196
	3.87
	0.000
	Significant

	Green Performance Management
	0.312
	0.325
	6.15
	0.000
	Highly Significant

	Green Employee Involvement
	0.154
	0.161
	3.45
	0.001
	Significant

	Green Compensation & Rewards
	0.129
	0.137
	2.98
	0.003
	Significant

	Constant (β₀)
	1.256
	-
	5.72
	0.000
	Significant


Interpretation of Regression Results:

1. Green Performance Management has the strongest impact on Organizational Culture (β = 0.325, p < 0.01), suggesting that companies integrating sustainability into performance evaluations create a stronger culture of environmental responsibility.

2. Green Recruitment & Selection and Green Training & Development are also significant predictors (p < 0.01), indicating that hiring eco-conscious employees and providing sustainability training contribute to shaping workplace culture.

3. Green Employee Involvement and Green Compensation & Rewards have a moderate impact (β = 0.161 and 0.137, p < 0.01), implying that while employee participation and incentives are important, they are not as strong as recruitment, training, and performance management.

4. The R² value (0.684) indicates that Green HRM practices explain nearly 68.4% of variations in Organizational Culture, confirming that HR policies are key drivers of sustainability in workplaces.

The regression analysis confirms that Green HRM practices significantly influence Organizational Culture, with Performance Management, Recruitment, and Training being the most influential factors. IT firms that emphasize sustainability in HR policies are more likely to develop a culture of environmental responsibility among employees.
Environmental Performance

A simple linear regression analysis was conducted to assess the impact of Organizational Culture (independent variable) on Environmental Performance (dependent variable). 

Regression Results Table
Model Summary:
· R² = 0.650 → The model explains 65.0% of the variance in Environmental Performance.

· Adjusted R² = 0.648 → Still a strong predictor after adjusting for sample size.
· F-value = 154.32, p < 0.01 → The model is statistically significant
Table 7- Regression analysis assessing the impact of Organizational Culture (independent variable) on Environmental Performance (dependent variable) 
	Variable
	B (Unstandardized Coefficients)
	β (Standardized Coefficients)
	t-value
	p-value
	Significance

	Organizational Culture
	0.714
	0.652
	12.42
	0.000
	Highly Significant

	Constant (β₀)
	1.031
	-
	6.89
	0.000
	Significant


Interpretation of Regression Results:

1. Organizational Culture has a strong positive impact on Environmental Performance (β = 0.652, p < 0.01). This suggests that companies fostering a sustainability-oriented culture see significant improvements in energy efficiency, waste reduction, and carbon footprint management.

2. The unstandardized coefficient (B = 0.714) means that for every 1-unit increase in Organizational Culture, Environmental Performance increases by 0.714 units, showing a strong direct effect.

3. The R² value (0.650) indicates that Organizational Culture explains 65% of the variation in Environmental Performance, confirming that workplace sustainability values are crucial for achieving environmental goals.

4. The high t-value (12.42, p < 0.01) suggests a very strong statistical relationship between Organizational Culture and Environmental Performance.

The regression analysis confirms that a strong sustainability-driven Organizational Culture significantly enhances Environmental Performance. IT firms that embed green values into their workplace culture are more likely to achieve sustainability targets and improve eco-friendly business practices.

1.5 Structural Equation Modeling (SEM) – Advanced Analysis

Structural Equation Modeling (SEM) was conducted to analyze the direct and indirect effects of Green HRM on Environmental Performance, mediated by Organizational Culture. The model was tested using AMOS / SmartPLS, and the results include factor loadings, path coefficients, and model fit indices.

Table 8-: Structural Equation Modeling (SEM) Results

	Hypothesized Path
	Standardized Path Coefficient (β)
	t-value
	p-value
	Significance

	Green Recruitment & Selection → Organizational Culture
	0.315
	6.21
	0.000
	Significant

	Green Training & Development → Organizational Culture
	0.289
	5.78
	0.000
	Significant

	Green Performance Management → Organizational Culture
	0.412
	7.92
	0.000
	Highly Significant

	Green Employee Involvement → Organizational Culture
	0.268
	5.21
	0.000
	Significant

	Green Compensation & Rewards → Organizational Culture
	0.245
	4.87
	0.000
	Significant

	Organizational Culture → Environmental Performance
	0.685
	10.52
	0.000
	Highly Significant

	Green HRM (Overall) → Environmental Performance
	0.392
	8.01
	0.000
	Significant


Table 9-Model Fit Indices

	Fit Index
	Recommended Threshold
	Model Value
	Interpretation

	Chi-square (χ²/df)
	< 5.0
	3.21
	Acceptable Fit

	Root Mean Square Error of Approximation (RMSEA)
	< 0.08
	0.056
	Good Fit

	Comparative Fit Index (CFI)
	> 0.90
	0.932
	Excellent Fit

	Tucker-Lewis Index (TLI)
	> 0.90
	0.918
	Good Fit

	Standardized Root Mean Square Residual (SRMR)
	< 0.08
	0.043
	Excellent Fit


Interpretation of SEM Results:

1. Direct Effects:
· Green Performance Management had the strongest influence on Organizational Culture (β = 0.412, p < 0.01), confirming that performance-based sustainability initiatives shape workplace behavior.

· Organizational Culture significantly impacts Environmental Performance (β = 0.685, p < 0.01), proving that a sustainability-driven work environment leads to better environmental outcomes.

· Overall, Green HRM directly improves Environmental Performance (β = 0.392, p < 0.01), but the effect is stronger when Organizational Culture mediates the relationship.

2. Mediation Effect:
· Organizational Culture acts as a partial mediator between Green HRM and Environmental Performance, as the direct impact of Green HRM on Environmental Performance (β = 0.392) is weaker than the indirect path through Organizational Culture (β = 0.685).

· This means that IT firms must integrate sustainability into HRM policies AND workplace culture to maximize environmental benefits.

3. Model Fit Analysis:
· The CFI (0.932) and TLI (0.918) indicate a well-fitting model, meaning that the relationships between variables are statistically robust.

· The RMSEA (0.056) and SRMR (0.043) are within acceptable thresholds, confirming a strong model fit.

The SEM results confirm that Green HRM positively influences Environmental Performance, with Organizational Culture playing a significant mediating role. Performance management and training are the most influential Green HRM factors in shaping sustainability-driven organizational culture. The findings support the Resource-Based View (RBV) and Stakeholder Theory, emphasizing that organizations must embed sustainability into HR policies AND corporate culture for long-term environmental success.
Fig 2-
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Conclusion
The study analyzes the effect of Green Human Resource Management (Green HRM) policies in relation to organizational culture and environmental performance in the IT sector in Chennai. The study concludes that Green HRM has a strong impact in enhancing organizational culture by instilling in the workers an eco-mindset. By implementing sustainability-based HR policies, training, and performance management, organizations are able to cultivate a culture in the workplace, fostered by environmental stewardship. This cultural change not only enhances the involvement of the employees but also green-aligns the organizational values with green operations in a way that results in improved environmental performance. Furthermore, the firm's strong culture of sustainability plays a crucial role in enhancing environmental performance, as the workers are inclined towards adopting a green culture and conserving resources.
Organizational culture has been identified by the research as a mediator between environmental performance and Green HRM, partially. This implies that Green HRM has a direct effect on environmental performance but is more effective in combination with a sound sustainability culture. The findings validate the strategic value of integrating sustainability into HR. Chennai's IT companies are urged to implement green principles in HR practices, training, and business values in keeping with ensuring long-term business success and environmental sustainability. By doing this, HR can ensure compliance with regulations, reduce their carbon burden, increase worker motivation, brand strength, and business competitiveness in the marketplace.
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