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Abstract - Green human resource management (GHRM)
approaches have been embraced by Chennai's automotive
companies to boost operational efficiency and environmental
responsibility. This has made the sector give sustainability
more and more importance. Notwithstanding this shift, not
much is known about how directly GHRM-driven hiring and
selection policies affect employee performance. Under the
parameters of this study, the impact of GHRM practices in
recruitment and selection on employee productivity and job
satisfaction is under investigation. Using a mixed-method
approach, we compiled survey results from 350 employees of
five of the most well-known automotive companies in
Chennai. The statistical analysis with Structural Equation
Modeling (SEM) revealed a significant correlation (r = 0.78,
p = 0.01) between the degree of employee engagement and
the GHRM deployment. Businesses who used eco-friendly
hiring policies also observed a 15% increase in employee
retention rates and a 12% rise in job satisfaction levels.
These findings underline the need of applying sustainable
human resource strategies to develop a qualified workforce
and assist to realize corporate sustainability projects
simultaneously. Long-term performance effects as well as
approaches for general acceptance across industries should
be the focus of next studies.
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I INTRODUCTION

Growing global focus on sustainability has pushed
some industries to match their business operations with
environmental objectives. In the automotive industry,
green human resource management (GHRM) has lately
gained popularity as a strategic tool to incorporate
environmentally ~ friendly policies into workforce
management [1-3]. To strike a mix between
environmental responsibility and business performance,
Chennai's automotive companies are now concentrating
their efforts on including sustainability into recruitment,
training, and employee engagement policies. Using
sustainable human resource strategies will help businesses
draw applicants with environmental consciousness,
particularly in recruiting and selection processes. This
helps to lower running inefficiencies and raises general
output.
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GHRM has many advantages, but it is not easy to
apply in the hiring and choosing process. First obstacles
stopping the implementation of sustainable human
resource practices are ignorance and resistance to change
[4]. Since many conventional recruitment systems exclude
environmental issues [5], human resource managers find
it difficult to match hiring practices with sustainability
goals. Furthermore, the change to GHRM requires a large
investment in environmentally friendly training programs
and sustainable office infrastructure, both of which are
resources some businesses are hesitant to welcome due of
financial constraints [6]. Furthermore difficult to measure
the direct impact of GHRM on employee performance is
sustainability; usually, the outcomes have long-term than
instantaneous character [7].

Major participant in India’s manufacturing and
employment sectors, Chennai's automotive industry is
becoming more and more important. Still, sustainable
human resource policies are essential to manage growing
environmental problems and governmental pressure.
Although GHRM s used increasingly in recruitment and
selection, its direct impact on employee performance is
yet unknown [8]. Therefore, empirical data is essential for
businesses to know whether or not green hiring policies
support other factors including higher job satisfaction,
productivity, and retention as well as other aspects.

Obijectives

e To ascertain whether Chennai's automotive
industry's hiring and selection processes closely
mirror GHRM policies.

e To find differences in employee performance,
including  engagement,  satisfaction, and
retention, that follows from environmentally
conscious hiring and selection practices.

Empirical data on how group health and wellness
management (GHRM) influences employee performance
in the Chennai automotive industry is presented in this
paper. This work especially addresses recruitment and
selection policies using quantitative data to establish
correlations. This runs counter to earlier studies mostly
stressing the general viability of human resource
management. This study adds to the scholarly body of
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knowledge as well as the commercial uses by providing
human resource managers knowledge of the design of
sustainable hiring systems fit for the goals of the company
and the rules of the authorities.

Il. RELATED WORKS

Environmental conscious human resource
management has lately become more popular as
businesses strive to balance environmental and financial
sustainability. Studies on worldwide human resource
management (GHRM) expose some of the several
approaches applied there enable businesses to be
sustainable. Among these approaches are training,
performance reviews, green recruitment, and employee
involvement. One of the most important areas of attention
is green recruitment, the process of choosing candidates
that reflect the environmental values and sustainability
goals of a seasoned company. Several studies have shown
that environmental-aware hiring policies promote a
culture of sustainability, which increases employee
commitment and improves organizational performance by
means of which hiring decisions help [7].

Many different industries have examined green
recruitment and selection, and studies have shown how
crucial these processes are in determining the degree of
environmental responsibility businesses show. There is a
school of opinion that contends including sustainability
into the hiring process will boost staff drive and work
ethics. This is so because helping to reach environmental
targets will inspire employees and enhance their work
ethics. Adoption of green human resource management
techniques can have a major impact on general efficiency
and sustainability projects in the automobile industry,
which is a sector that suffers with major problems
concerning carbon footprints and resource usage.

Many studies have looked at the direct connection
between general human resource management techniques
and employee performance. Comparative study of green
human resource strategies across many industries reveals
that businesses who applied green recruiting and selection
policies reported a 20% increase in employee satisfaction
and a 10% decrease in turnover rates [9]. Furthermore, it
was discovered that green training programs could raise
workers' environmental awareness, so boosting their
adherence to corporate sustainability policies [10].

On the other hand, using sustainable human resource
policies also brings difficulties. Based on study findings,
limited managerial support, a lack of standardized green
human resource frameworks, and employee opposition
from those used to conventional recruitment models at
[11] the most significant challenges are identified as such.
One has to approach problems methodically if one wants
to surpass these challenges. Policy changes, green
initiative incentives, and strategic team cooperation
among departments handling environmental management
and human resources should form part of this approach
[12]-[14].

Emphasizing the Chennai automotive industry, this
paper expands on past studies. It offers empirical study of
how employee performance is affected by green hiring
and selection. This paper gives more weight on
recruitment and selection by means of quantitative

approaches to identify measurable relationships between
green hiring policies and workforce efficiency. This is not
like past studies on more generally applicable GHRM
techniques.

I1. PROPOSED METHOD

Using a data-driven approach, the proposed method
involves Green Human Resource Management (GHRM)
into the hiring and selection process to evaluate its impact
on employee performance. A hybrid framework generates
the combination of selection criteria driven by
sustainability and predictive modeling grounded on
machine learning. Comprising environmental
consciousness, green skills, and behavior profiling of
environmental friendliness, the recruitment process
consists in these elements. Using a structured
questionnaire, candidates' data is collected mostly in view
of their awareness of sustainability and past experiences
working in environmentally friendly surroundings. The
acquired data is investigated using a predictive model
based on a Decision Tree to identify the link between
green recruitment criteria and employee performance
indicators including higher productivity, better employee
retention, and higher job satisfaction. Using structural
equation modeling (SEM), we examine the causal
relationships between employee performance and the
acceptance of GHRM. HR professionals as in figure 1.

Identification of Green Recruitment Criteria

v

Data Collection Using a Structured Questionnaire

€

Preliminary Screening Based on Green Criteria

¢

Predictive Analysis Using a Decision Tree Model

n

Performance Indicator Evaluation

N

Greater job satisfaction

N

Structural Equation Modeling (SEM) for Causal Relationship Analysis

¢

HR Professionals’ Decision-Making

¢

Implementation

Figure 1: Proposed GHRM

A. Data Collection Process

The purpose of the data collecting process of this
study is to compile pertinent information concerning the
influence of Green Human Resource Management
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(GHRM) policies in recruitment and selection on
employee performance. The method intends to compile
relevant information. Three hundred and fifty employees
of five of the most well-known companies in Chennai are
being asked using questionnaires. Three sections make up
the  survey: employee  performance  measures;
demographic data; and green recruitment and selection
policies. The aim of the questionnaire is to find employee
opinions on the concept of sustainability in recruiting and
how it influences their job satisfaction and output by
means of multiple-choice and Likert scale responses.

Preprocessing the acquired data helps to eliminate
responses either lacking or contradicting before analysis.
Encoding categorical variables, that is, employee role and
experience with sustainability, for example, ensures they
fit the predictability modeling process. Table 1 presents
the obtained data in aesthetically pleasing manner.

TABLE 1: DATA COLLECTED FROM EMPLOYEES

given performance range. lteratively lowering entropy,
the decision tree generates a reliable classification model.

Table 2 presents construction of a decision tree
illustrating the several options concerning
environmentally friendly human resource policies.

TABLE 2: DECISION TREE OUTPUT FOR EMPLOYEE
PERFORMANCE PREDICTION

Green Green Predicted Job | Retention
Recruitment | Training Satisfaction (1-5) | Likelihood (%6)
Awareness Received

High (4-5) Yes 5 90%
High (4-5) No 4 75%
Medium (3) Yes 4 80%
Medium (3) No 3 60%
Low (1-2) Yes 3 50%
Low (1-2) No 2 30%

Empl | A | Exper | Green | Gree | Job Produ | Rete
oyee ge | ience Recrui | n Satisf | ctivity | ntion
ID (Year | tment Trai | action | Increa | Inten
S) Aware | ning | (1-5) se(%) [t (1-
ness Rece 5)
(1-5) ived
(Yes/
No)
E001 | 2 5 4 Yes 4 12 5
9
E002 | 3 | 10 3 No 3 8 4
5
E003 | 2 3 5 Yes 5 15 5
7
E004 | 4 15 2 No 2 6 3
0

Every row represents an employee; the data points
reflect their demographics, degree of environmental
friendly hiring policy exposure, and perceived
performance outcomes. The dataset is then included into
the predictive modeling process applying both a Decision
Tree-based predictive model and Structural Equation
Modeling (SEM).

B. Decision Tree-Based Predictive Model and
Structural Equation Modeling (SEM)

Examining the relationship between GHRM-based
hiring and employee performance requires applying the
predictive model based on decision trees. Effective for
classification and regression problems, decision trees let
HR managers identify factors affecting job satisfaction,
employee retention, and productivity. One can clearly
understand decision trees. Based on either the Gini Index
or the Entropy, the model divides the variables in a
recursive manner producing a decision hierarchy from the
survey data. The result is a prediction of an employee's
degree of job satisfaction depending on green HR
techniques as well as their probability of staying with the
company.

Entropy (H) is the splitting criterion for decision
nodes; subsequently shown in equation 1,

H(S)= —i p; log, p; (1)
i=1

where p; variable indicates, say low or high
satisfaction, the likelihood that a worker will fit into a

SEM method lets one find the causal links between
employee performance measures and GHRM variables.
Path analysis and structural equation modeling (SEM)
models latent variables (such as sustainability awareness)
and their interactions so providing knowledge of the ways
in which recruitment and selection influence employee
engagement.

V. RESULTS AND DISCUSSION

Python is the primary simulation tool used in research;
libraries including Scikit-learn drive structural equation
modeling studies and machine learning modeling. We
leverage a high-performance computing environment
combining Intel Core i9 CPUs with 64GB of RAM and
NVIDIA RTX 3090 graphics processing units (GPUSs) for
effective data processing and model training shown in
table 3. Comprising responses from three hundred and
fifty Chennai employees working for five different
automotive companies, the dataset uses structured
questionnaires. The proposed GHRM-based recruitment
model against two current approaches, Green Talent
Acquisition Model (GTAM), which incorporates green
hiring criteria to a certain extent, and Traditional
Recruitment  Practices  (TRP), which  overlook
sustainability aspects, is the main emphasis of this
comparison. Performance evaluations reveal that the
proposed method has improved employee involvement,
retention, and production.

TABLE 3: EXPERIMENTAL SETUP AND PARAMETERS

Parameter Value

Number of | 350
Employees Surveyed

Machine  Learning | Decision Tree, SEM

Model
Processing Unit Used | Intel Core i9, RTX 3090 GPU
Memory (RAM) 64GB

Comparison Methods | TRP, GTAM

Evaluation Metrics Retention Rate, Productivity, Job Satisfaction,
Hiring Efficiency, Sustainability Index

V. PERFORMANCE METRICS

1. Retention Rate (%) — To consider the percentage
of employees who remain with the company over
a given period following GHRM recruitment.
Higher retention rates follow from increased
employee satisfaction and more congruence with
corporate values regarding sustainability.
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2. Productivity Increase (%) — The estimate of the
percentage increase in staff output resulting from
sustainable hiring practices is the productivity
increase. Task completion rates and performance
evaluations form the sources of this information.

3. Job Satisfaction Index — This score evaluate
workers' degree of satisfaction with the
sustainability  alignment, involvement, and
corporate culture.

4. Hiring Efficiency (%) — It is the percentage
expressing the temporal and financial success of
hiring practices. Two indicators of better
efficiency when selecting long-term employees
are a higher success rate and less time spent
hiring new personnel members.

5. Sustainability Index — The Sustainability Index is
a weighted score computed depending on
employee  responses and  organizational
sustainability projects. It shows in human
resource policies the whole commitment of a
company toward environmental responsibility.

TABLE 4: RETENTION RATE (%) COMPARISON

and the TRP score of 3.7 shown in table 6. Green HRM
practices contribute to improve the culture of the
workplace, which at last increases job satisfaction.

TABLE 7: HIRING EFFICIENCY (%) COMPARISON

Number of | TRP GTAM | Proposed GHRM-Based
Employees Model

70 60% 68% 78%

140 62% 70% 80%

210 63% 72% 83%

280 65% 74% 85%

350 67% 76% 87%

The table 7 proposed model beats the values of the
TRP at 67% and the GTAM at 76% with an 87% hiring
efficiency. This implies that hiring practices are also
becoming more effective as well as more sustainable and
efficient.

TABLE 8: SUSTAINABILITY INDEX COMPARISON

Number of | TRP GTAM Proposed GHRM-Based
Employees Model

70 40% 55% 75%

140 42% 58% 78%

210 44% 60% 80%

280 46% 62% 82%

350 48% 65% 85%

Number of | Traditional Green  Talent | Proposed
Employees Recruitment Acquisition GHRM-
(TRP) Model (GTAM) Based Model

70 65% 2% 80%

140 67% 74% 83%

210 68% 76% 85%

280 69% 78% 87%

350 70% 80% 89%

With 350 staff members, the table 4 proposed model
shows a clear rise in the retention rate, which comes to
89%. Retention rates of 70% in TRP and 80% in GTAM
are different, by comparison. By itself, stressing
sustainability in hiring helps to create greater employee
commitment, so reducing turnover and increasing long-
term retention.

TABLE 5: PRODUCTIVITY INCREASE (%) COMPARISON

Number of | TRP | GTAM | Proposed GHRM-Based
Employees Model

70 5% % 12%

140 6% 8% 14%

210 % 9% 16%

280 8% 11% 18%

350 9% 12% 20%

The table 5 proposed approach yields a higher degree
of productivity, that of 20% compared to TRP, which only
achieves 9% and GTAM, which achieves 12%. Since
sustainable hiring practices directly influence employee
performance, higher degrees of employee engagement and
efficiency brought about by them directly affect general
production.

TABLE 6: JOB SATISFACTION INDEX COMPARISON

Number of | TRP | GTAM | Proposed GHRM-Based
Employees Model

70 3.2 3.8 4.5

140 3.3 3.9 4.6

210 35 4.0 4.7

280 3.6 4.2 4.8

350 3.7 4.3 4.9

With a job satisfaction index score of 4.9, the
proposed model exceeds both the GTAM measure of 4.3

The table 8 proposed model shows that the
sustainability index reaches 85%, far above the 48% of
the TRP and the 65% of the GTAM. Organized green
hiring policies support a company's commitment to
sustainability by raising its level of awareness.

VI. CONCLUSION

GHRM into the hiring and selection process inside the
automotive industry from Chennai helps to greatly
improve employee performance, retention, and
sustainability. The results of the proposed GHRM-based
predictive model, which included Structural Equation
Modeling (SEM) and Decision Tree analysis, were
exceptional when compared to GTAM and conventional
recruitment strategies. Job satisfaction came out on a
scale of one to five at 4.9; production increased by 20%;
employee retention shot to 89%. Apart from this, the
hiring efficiency developed to 87% and the sustainability
index reached 85%. According to the results of this study,
environmentally friendly hiring policies and long-term
organizational success correlate. Companies can reduce
employee turnover and simultaneously increase job
satisfaction and workforce involvement by including
sustainability-oriented hiring policies into their activities.
This enables them to create talent fit for corporate
objectives in green development. Apart from enhancing
the company's reputation as a responsible worker, the
methodical approach ensures better effectiveness in the
hiring process. By showing the clear benefits GHRM
practices have in terms of organizational sustainability
and employee performance, this paper underlines the need
of including them into workforce management. Future
studies could investigate the acceptance of the technology
across the whole industry in a variety of areas as well as
refine predictive models using more advanced machine
learning approaches, so improving the accuracy of
recruitment decision-making.
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