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Abstract 

In this VUCA (Volatility, Uncertainty, Complexity and Ambiguity) business world the factors such as 
Globalisation, Liberalisation and continuous upgradation of technology is becoming threat/challenge for every 
organisation to compete each other.  Banking sector is being labour intensive industry it must give a more 
prominence on people element whether it is Customers or Employees of the banks.  As in this digital era 
majority of the banks have updated their banking operations on par with the advancement of Technology,like 
Net banking, Mobile banking and also for sustainable environment Green Banking practices ex: giving loan at 
reduced interest rates for CNG cars, Green Building and projectsto attract and retain customers.  It’s a 
challenge for the banks to employ right people in a right place and retaining them, as the banks are 
experiencing the trend of Employee poaching. The Human resource Department should be averse of these kinds 
of threat and adopt Innovative HR practices to engage and retain the millennial employees.  So, this paper 
mainly emphasises on effectiveness of innovative HRM practices on the employee motivation and performance.  
It is found from the research that there is a positive impact through Innovative HRM practices on Employee 
motivation and performance. 
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Introduction: 
Banking Sector plays a pivotal role in the economic development of the country and banks 
are considered as backbone for the growth of economy.Indian banking industry has recently 
witnessed the roll out of innovative banking modelslike Payments and Small finance banks. 
The RBI granted inprinciple approval to 11 payments banks and 10 small finance banks in 
financial year 2015-16. RBI’s new measures may go a long way in helping the restructuring 
of the domestic banking industry. Due to the emergence of a greater number of Foreign banks 
in India, competition has become high among the Public and Private sector. Banks are 
increasingly looking at consolidation to derive greater benefits such as enhanced synergy, 
cost take-outs from economies of scale, organizational efficiency & diversification of risks.  
So, the banks are keen on strategies for recruiting andretaininghighly skilled employees by 
motivating to perform well to compete with other banks.  Majority of the banks are 
conducting Recruitment and Training through Electronic media, which in HRM philosophy 
called ase-HRM, it is the application of information technology for both networking and 
supporting at least two individual or collective actors in their shared performing of HR 
activities. e-HRM is not the same as HRIS (Human resource information system) which 
refers to ICT systems used within HR departments. It is software where the details of the 
employees are maintained. 
For the sustainable environment the Banks have come up with Green banking practices they 
encourage customers to make bank transactions online and using ATM cards for payments of 
bills to save energyand many banks are sanctioning loan to CNG cars, solar products, 
windmills, Green mortgages and buildings with lesser of rate of interest. So,to inculcate the 
same in their organization, banks also started with Green HRM practices like conducting 
meeting through Video Conferencing, Carpooling, Good ventilated work atmosphere, by 
using electronic media for the banking operation leading to reducing paper usage, online 
training and daily performance update through e-mails etc. 
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Literature Review: Some of the scholars have studied about the Innovative HRM 
practices,hence their findings from their research is as below: 
Dr.TapasyaJulka Malhotra & Mr. Shrawasti Jain (2017)“Impact of E-HRM practices on 
employee satisfaction”.  Study was conducted in ICICI bank in Jaipur with sample size of 70 
respondents.  They suggested E-HRM leads to flexibility and visibility.  It is cost effective 
and reduces burden of manual practices relieving employees from work stress so banks 
should go for these kinds of practices in an organisation.Tejukujur& Mushtaq Ahmad 
Shah (2016)“Innovative Human resource practices in Indian Banks: a study from HR 
manager’s perspective” in their study forty-nine innovative HRM practices have been 
identified which are being used by the Indian public sector and private sector banks. A few of 
these practices had been in use for past many years in many of these banks. However, the 
results of this study have provided with many new innovative concepts and terms related to 
HRM. Concepts like hiring professionals, sabbatical leaves policy, professional courses in 
banks, training tests, ESOPs, social networking profiles, and a many more are quite new to 
the industry. Preeti Bharaticonducted study on “Impact of E-HRM system on Organisational 
Performance: a case study of Banking sector”.  She conducted survey in CBI,SBI,ICICI and 
HDFC banks of Delhi region.  The data analysed by using statistical tools like Chi-square test 
and concluded that selected banks have many e-HRM practices like e- Recruitment, and e-
learning are applied in almost all banks in managing their human resources effectively and 
efficiently.Prof .Saba jafri[2012] taking sample size of 59 area employers, a series of 
executive interviews with green economy and regional economy professionals using ANOVA 
test table method. In the study green firms were identified as business making money by 
providing products or services that one resources more efficiently, provide alternative source 
of energy or lower or minimize greenhouse gas emission. 
The study found there were differences in perceived positive outcomes from implementing 
Green HR Practices. Various outcomes like Improved employee morale, stronger public 
image, increased employee loyalty, increased brand recognition, gained competitive 
advantage, increased workforce productivity and increased employee retention differed 
significantly according to company size.Lee(2009) elaborated that the green management 
was initiated as a part of business strategy during 1990s yet, became widely popular in 2000s. 
Though green management and greener initiatives were in existence from more than past two 
decades, yet not many elaborated researches in the area of GHRM are available. Literature 
surveys have highlighted the link of HR practices and organisational outcomes such as 
productivity, flexibility, and financial performance. Jabbour et al. (2013) studied the 
relationship between human resources and environmental management at 75 Brazilian 
companies and concluded that HRM relates positively to environmental management. 
Renwick et al. (2013) worked extensively in identifying literature gap in the area of EM and 
HRM. His work also discussed in literature on ability-motivation-opportunity (AMO) theory, 
revealing the role that GHRM processes play in people-management practice. The research 
also highlighted that some organisations limit their effectiveness in efforts to improve EM as 
most do not practice the wider initiatives of GHRM practices. 
Many researches on the related topic has conducted research in both Public and Private sector 
banks but very less research in Foreign banks category, so to fill the research gap this survey 
has been carried out to analyse the effectiveness of Innovative HRM practices in both Private 
and Foreign banks. 
Objective: The main objective of the study is to analyse and to compare the effectiveness of 
Innovative HRM practices on Motivation and performanceof employees working in Private 
and Foreign banks. 
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Research Methodology: This study isexploratory and descriptive in nature. Survey was 
conducted using structured questionnaire with the sample size of 200 bank employees 
working in both Private and Foreign banks in Bangalore.  The Random Sampling method was 
adopted to select the samples. Private banks – Axis, ICICI Bank, Yes Bank and HDFC.  
Foreign Banks – City Bank, Standard Chartered Bank, Deutsche Bank, Barclays bank and 
Mizuho bank. 
Data Source: Primary data was collected through structured questionnaire and personal 
interview with Bank Managers.  Secondary data collected through journals, Thesis and Bank 
Annual reports.The Primary data was analysed through statistical tests using SPSS statistical 
tool.  
Limitations: The surveyhas been conducted in only selected banks and the total outcome of 
the survey is based on the opinion of the employees, so there will be chances of bias.  Only 
18 elements of Innovative HRM practices are covered asit is convenient to answer by the 
employees,and that can also be the limitation. Hence, there is a scope for further in-
depthresearch on this topic in future. 
Innovative HRM initiatives 

Table 1:ShowingInnovative HRM initiatives 
 Mean Std. 

Deviation 
The banks conduct online -test for recruiting new employees 4.27 1.384 
Employees are asked what are the steps to reduce carbon foot prints at 
the time of job interview 

4.21 1.501 

Our Banks take initiative like printing only when it is essential, both 
sided printing and documentation through soft wares to reduce paper 
waste 

3.87 1.598 

Encourage employee to use recycled products 4.22 1.429 
Banks provide good fresh air ventilation and discourage to use AC and 
sun light instead of tube lights 

3.80 1.648 

My banks will encourage customers to maintain their accounts through 
Net or mobile banking 

4.24 1.443 

Banks will conduct meeting by video-conferencing and by skype 4.33 1.372 
My banks are taking steps in Innovative banking service facilities like 
Innovative home loan, Innovative building, car loan for CNG cars etc 

4.24 1.425 

My bank installed with solar powered ATM s 4.11 1.494 
Banks have installed LED lights, auto closure taps, rain water 
harvesting etc 

4.20 1.425 

Banks provide finance for Innovative projects like installing wind 
mills, solar energy plates, bio-gas plants etc 

4.02 1.555 

Bank encourage Innovative mortgages, Innovative fund scheme, 3.98 1.566 
Banks give car pooling services to high cadre officers 3.81 1.658 
Banks follows e-waste management 3.94 1.600 
Our bank had undergone Innovative Audit 4.08 1.525 
Employees are given information about how to save energy, water and 
reduce carbon foot prints for sustainable environment 

4.12 1.477 

My banks have Innovative teams to take initiative in implication of 
environmental protection policies 

4.07 1.541 

Employees are rewarded for reducing carbon foot prints 3.81 1.643 
Source – Primary Data 
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The standard deviation of all the items is higher than one which shows that there are higher 
variations in the employees’ perception on Innovative HRM practices. 
Cronbach alpha value for Innovative HRM Practices is 0.819 indicates good consistency. 
Factor analysis by the principal component method is applied on all 18 items on 
InnovativeHRM practices. The following results are obtained for the classification of the 
factors, the value of Kaiser-Meyer-Olkin measure of Sampling Adequacy is 0.835 indicating 
the size of sample taken for the study is adequate.Bartlett's Test of Sphericity with 
approximated chi-square value 1321.605 are statistically significant at 5 percent level. This 
indicates all the 18 items are normally distributed and suitable for data reduction. 
A. Effectiveness of Innovative HRM Practices on Employee Motivation  
Hypothesis: There is no statistical significant effect of Innovative HRM Practices on 
Employee Motivation 
The effectiveness of dimension of Innovative HRM Practices in foreign and private bank viz., 
e-Products Development, Workplace Initiatives, Environmental Protection, Banking e-
practices on employee motivation were measured through the regression analysis  

Table2 : Showing Model Summary of Innovative HRM Practices  
on Employee Motivation 

Model Summary 
Model R R Square Adjusted R Square Std. Error of the 

Estimate 
1 .896a .803 .801 .23872 
a. Predictors: (Constant), Innovative HRM Practices, e_Products Development, 
Workplace_Initiatives, Environmental_Protection, Banking e_practices 
It is identified that R value is 0.896, R square value is 0.803, adjusted R square value is 0.801 
with the standard error estimation of 0.238. The results indicate that the independent variable 
on dimension of Innovative HRM practices of private and foreign banks explains 89.6% 
relationship with the dependent variable on employee motivation. The following analysis of 
variance (ANOVA) table examines the fitness for regression analysis for the dimension of 
banking Innovative HRM practices and employee’s motivation.  

Table3: ANOVAof Innovative HRM Practices on Employee Motivation 
ANOVAa 
Model Sum of Squares Df Mean Square F Sig. 

1 
Regression 126.428 5 25.286 443.716 .000b 
Residual 31.000 544 .057   
Total 157.428 549    

a. Dependent Variable: Employee Motivation 
b. Predictors: (Constant), Innovative HRM Practices, e-Products Development, 
WorkplaceInitiatives, EnvironmentalProtection, Banking e-practices 
From the ANOVA table, it is found that the F value is 443.716 and the p value is 0.000 which 
is statistically significant at 5% level. Therefore, it is concluded that the regression fit is 
significant and it is proved that the dimension of Innovative HRM practices and employee’s 
motivation were significant. Hence, it is proved that the real existence and variable 
relationship.  

Table4: Showing Coefficients of Innovative HRM Practices on Employee Motivation 
Coefficientsa 
Model Unstandardized 

Coefficients 
Standardized 
Coefficients 

T Sig. 95.0% 
Confidence 
Interval for B 
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B Std. 
Error 

Beta Lower 
Bound 

Upper 
Bound 

1 

(Constant) .343 .065  5.276 .000 .215 .471 
e-Products Development .023 .019 .032 1.235 .217 -.014 .059 
Environmental Protection .007 .020 .009 .354 .723 -.032 .047 
Workplace Initiatives -.022 .016 -.034 -1.340 .181 -.054 .010 
Banking e-practices .197 .028 .250 6.960 .000 .141 .253 
Innovative HRM Practices .599 .036 .681 16.526 .000 .528 .670 

a. Dependent Variable: Employee Motivation 
It is found that banking e practices (b= 0.197, t = 6.960, p < 0.000) which is significant and 
the coefficient is positive which indicates that Innovative HRM practices in private 
andforeign banks is related to positively effects on employee motivation. However, 
Innovative HRM practices (b= 0.599, t =16.526, p < 0.000) which is significant and the 
coefficient is positive which indicates that Innovative HRM practices in private and foreign 
banks is related positively on employee motivation at 5 % level. Therefore, it is concluded 
that there is a significant effect of employee motivation on dimensions of Innovative HRM 
practices with respect to banking e-practices in private and foreign banks.  
B. Effectiveness of Innovative HRM Practices on Employee Performance  
Hypothesis: There is no statistical significant effect of Innovative HRM Practices on 
Employee Performance 
The effectiveness of dimension of Innovative HRM Practices in foreign and private bank viz., 
e-Products Development, Workplace Initiatives, Environmental Protection, Banking e-
practices on employee performance were measured through the regression analysis  

Table5:-Model Summary of Innovative HRM Practices on Employee Performance 
Model Summary 
Model R R Square Adjusted R Square Std. Error of the 

Estimate 

1 .946a .894 .893 .20500 
a. Predictors: (Constant), Innovative HRM Practices, e_Products Development, 
Workplace_Initiatives, Environmental_Protection, Banking e_practices 
The results indicates that the independent variable on dimension of Innovative HRM policies 
of private and foreign banks explains 94.6% relationship with the dependent variable on 
employee performance.  

Table6: showing ANOVAof Innovative HRM Practices on Employee Performance 
ANOVAa 
Model Sum of Squares Df Mean Square F Sig. 

1 
Regression 193.031 5 38.606 918.632 .000b 
Residual 22.862 544 .042   
Total 215.892 549    

a. Dependent Variable: Employee Performance 
b. Predictors: (Constant), Innovative HRM Practices, e_Products Development, 
Workplace_Initiatives, Environmental_Protection, Banking e_practices 
From the above ANOVA table, it is found that the F value is 918.632 and the p value is 0.000 
which is statistically significant at 5% level. Therefore, it is concluded that the regression fit 
is significant and it is proved that the dimension of Innovative HRM practices and 
employee’s performance were significant. Hence, it is proved that the real existence and 
variable relationship. 
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Table7: showing Coefficients of Innovative HRM Practices on Employee Performance 
Coefficientsa 
Model Unstandardized 

Coefficients 
Standardized 
Coefficients 

T Sig. 95.0% 
Confidence 
Interval for B 

B Std. 
Error 

Beta Lower 
Bound 

Upper 
Bound 

1 

(Constant) .160 .056  2.864 .004 .050 .270 
e-Products Development .052 .016 .062 3.258 .001 .021 .083 
Environmental Protection -.012 .017 -.013 -.687 .492 -.046 .022 
Workplace Initiatives -.020 .014 -.026 -1.426 .155 -.047 .007 
Banking e-practices .232 .024 .252 9.560 .000 .185 .280 
Innovative HRM Practices .744 .031 .722 23.888 .000 .683 .805 

a. Dependent Variable: Employee Performance 
It is found that e-product development (b= 0.52,  t = -3.258, p =0.001) which is significant 
and the coefficient is positive which indicate that e-product development with respect to 
Innovative HRM practices is related negatively on employee performance. Followed by 
banking e practices (b= 0.232, t = 9.560, p < 0.000) which is significant, and the coefficient is 
positive which indicates that Innovative HRM practices in private and foreign banks is 
related to positively on employee performance. However, Innovative HRM practices (b= 
0.744, t =23.888, p < 0.000) which is significant and the coefficient is positive which 
indicates that Innovative HRM practices in private and foreign banks is related positively on 
employee performance at 5 % level. Therefore, it is concluded that there is a significant effect 
of employee performance on dimensions of Innovative HRM practices with respect to e-
product development and banking e-practices in private and foreign banks. 

Table 8: Hypothesis testing results 

 RESEARCH HYPOTHESIS t-Value 
Sigma 
(2-tailed) 

RESULT 

H1 There is no significant difference between  
e- product development with respect to Innovative 
HRM Adopters of the employees 

5.141 0.000 Rejected 

H2 There is no significant difference between 
environmental protectionwith respect to Innovative 
HRM Adopters of the employees 

14.779 0.000 Rejected 

H3 There is no significant difference betweenwork-place 
initiativewith respect to Innovative HRM Adopters of 
the employees 

4.742 0.000 Rejected 

H4 There is no significant difference between  
e-banking practiceswith respect to Innovative HRM 
Adopters of the employees 

5.310 0.000 Rejected 

H5 There is no significant difference between Green audit 
with respect to Innovative HRM Adopters of the 
employees 

5.511 0.000 Rejected 

H6 There is no significant difference between Employee 
Motivation with respect toInnovative HRM Adopters 
of the employees 

8.913 0.000 Rejected 

H7 There is no significant difference between Employee 
Performance with respect toInnovative HRM Adopters 
of the employees 

15.141 0.000 Rejected 
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Conclusion: 
Private banks and Foreign banks are upgraded with new technology and are also using 
strategies to attract customers.  Innovative HRM practices used by these banks in India is still 
in nascent stage as through the survey it is found that employees have high variation in their 
opinion towards Innovative HRM initiatives.  Innovative HRM practices (b= 0.599, t 
=16.526, p < 0.000) which is significant and the coefficient is positive which indicates that 
Innovative HRM practices in private and foreign banks is related positively on employee 
motivation at 5 % level. Banking e-products and practices are having greater impact on the 
HRM practices by resulting high Motivation and Performance of employees.So, from the 
above Hypothesis testing table null hypothesis is been rejected as there is a significant 
difference between Private and Foreign banks related to Innovative HRM practices. It is very 
important that bank should conduct awareness program to enrich the knowledge of 
employees about the Innovative HRM practices.  Compared to private banks, foreign bank 
employees are highly motivated. Banks can motivate employees by giving awards and 
recognitions, differential compensation system, ESOPs and other fringe benefits.  To 
encourage Green HRM practices bank should give awards /recognition, cash prizes to 
employees for saving the energy and should make Green Teams to execute Green HRM 
practices effectively. 
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