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Abstract: Sustainable Human Resource Management (Sustainable HRM) has emerged as an important approach for organizations seeking
to achieve long-term economic, social, and environmental sustainability while simultaneously supporting employee needs. Unlike traditional
Human Resource Management, Sustainable HRM emphasizes employee development, employee well-being, work-life balance, ethical
employment practices, employee participation, diversity and inclusion, sustainable recruitment, training and development, and environmentally
responsible HR practices. This study examines the relationship between Sustainable HRM and organizational sustainability, with particular
emphasis on the mediating roles of employee well-being and employee engagement. A quantitative research design is proposed, using primary
data collected through a structured questionnaire administered to employees working in selected organizations. Secondary information will be
obtained from research journals, sustainability reports, annual reports, organizational websites, and other relevant sources. The proposed
study will employ descriptive statistics, reliability analysis, correlation analysis, multiple regression and Structural Equation Modeling
(SEM)/PLS-SEM to examine the relationships among Sustainable HRM, employee well-being, employee engagement, and organizational
sustainability. The study proposes that Sustainable HRM positively influences organizational sustainability and that employee well-being and
employee engagement provide important mechanisms through which Sustainable HRM contributes to sustainable organizational outcomes.
The study is expected to provide useful insights for HR managers and organizational leaders regarding the development of people-centered
HR systems that simultaneously promote employee welfare, engagement and long-term organizational sustainability.
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Sustainability, Sustainable Work Practices, HR Practices.

Recent literature indicates that Sustainable HRM is increasingly
viewed as a mechanism for connecting human capital
management with broader organizational sustainability

1. Introduction

Sustainability has become a main consideration for

organizations as businesses face increasing environmental,
social and economic pressures. Organizations are no longer
evaluated only on the basis of financial performance.
Stakeholders increasingly expect organizations to demonstrate
responsible employment practices, employee welfare,
environmental responsibility, ethical governance and long-term
value creation.

Human resource plays an inevitable role in achieving these
objectives because employees are directly involved in
implementing organizational strategies and sustainability
initiatives.  Sustainable Human Resource Management
(Sustainable HRM) extends the traditional role of HRM by
integrating economic, social and environmental considerations
into human resource policies and practices.

Sustainable HRM can be understood as an approach to
managing employees in a manner that supports organizational
sustainability =~ while  maintaining  employee  health,
development, employability and quality of working life.
Sustainable HR practices may include sustainable recruitment
and selection, continuous training and development, employee
participation, fair compensation, diversity and inclusion, work-
life balance, health and safety, employee empowerment and
environmentally responsible workplace practices.

objectives. Research also suggests that sustainable HR practices
can positively influence employee well-being and work
engagement. A recent cross-cultural study involving employees
across 54 countries found evidence that Sustainable HRM was
positively associated with work engagement and eudaimonic
well-being.

Employee well-being is particularly important because
organizational sustainability cannot be achieved effectively
when employees experience excessive stress, poor work-life
balance, inadequate support or limited opportunities for
development. Sustainable HRM therefore seeks to create
working environments in which employees can remain healthy,
motivated, productive and capable of contributing to
organizational objectives.

Employee engagement represents another important
mechanism. Engaged employees demonstrate greater vigour,
dedication and absorption in their work. Sustainable HR
practices may strengthen engagement by providing employees
with  meaningful work, development opportunities,
organizational support, participation and fair treatment.
Previous empirical research has reported positive relationships
between sustainable HRM practices and employee engagement.
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Organizational sustainability represents the ability of an
organization to achieve long-term economic viability while
maintaining  social  responsibility and environmental
responsibility. Thus, Sustainable HRM may contribute to
organizational sustainability not only directly, but also
indirectly by improving employee well-being and employee
engagement.

Therefore, the present study proposes an integrated framework
examining the relationship between Sustainable HRM and
organizational sustainability, with employee well-being and
employee engagement serving as mediating variables.

2. Review of Literature

1) Aust, 1., Matthews, B., & Miiller-Camen, M. (2020)

The researchers introduced the concept of Common Good
Human Resource Management (CGHRM) as a new perspective
within sustainable HRM. The study emphasizes that HRM
practices should focus not only on organizational performance
but also on the well-being of employees, society, and the
broader environment. The authors argue that sustainable HRM
should contribute to the common good by balancing economic,
social, and environmental objectives.

2) Ehnert, 1. (2009)

Ehnert provided a comprehensive conceptual analysis of
Sustainable Human Resource Management (SHRM) from a
paradox perspective. The study highlights the need to balance
economic objectives with social and environmental
responsibilities in human resource management. It emphasizes
that organizations must effectively manage the conflicting
demands between short-term organizational performance and
the long-term sustainability and well-being of employees and
other stakeholders.

3) Ehnert, 1., Harry, W., & Zink, K. J. (Eds.). (2014)

The authors explored the relationship between sustainability
and human resource management, emphasizing the role of
HRM in developing sustainable business organizations. The
work highlights how effective HR practices can support
economic, social, and environmental sustainability. It also
emphasizes the importance of integrating sustainability
principles into HR policies and practices to promote long-term
organizational success and employee well-being.

4) Kramar, R. (2014)

The study examined Sustainable Human Resource
Management (SHRM) as an emerging approach that extends
beyond traditional strategic HRM. The study emphasizes that
HRM should focus not only on improving organizational
performance but also on promoting employee well-being, social
equity, and environmental sustainability. The author argues that
integrating sustainability principles into HR practices can
contribute to the long-term success and sustainable
development of organizations.

5) Ren, S., Tang, G., & Jackson, S. E. (2023)

Their study reviewed the emerging research on Green Human
Resource Management (GHRM) and identified major themes
and future research directions in the field. The study highlights
how green HR practices, such as green recruitment, training,
performance management, and employee involvement, can
support organizational environmental sustainability. The
authors also emphasize the need for further research to
understand the mechanisms through which GHRM influences
employee  attitudes, behaviours, and organizational
sustainability outcomes.

3. Research Gap

Existing studies have established relationships between
Sustainable HRM and various employee outcomes. However,
several research gaps remain.

First, many studies examine Sustainable HRM and employee
outcomes separately rather than integrating employee well-
being, employee engagement and organizational sustainability
within one model.

Second, although employee well-being has been identified as
an important outcome of Sustainable HRM, further research is
required to examine whether well-being acts as a mechanism
through which Sustainable HRM contributes to organizational
sustainability.

Third, employee engagement has received substantial attention,
but its mediating role between sustainable HR practices and
organizational sustainability requires further empirical
examination.

Fourth, there is a need for more empirical research in the Indian
organizational context. Recent Indian studies have begun
examining Sustainable HRM and employee outcomes, but the
combined mediating framework proposed in the present study
remains worthy of further investigation.

Therefore, the present study attempts to address this gap by
developing an integrated model in which Sustainable HRM is
the independent variable, organizational sustainability is the
dependent variable, and employee well-being and employee
engagement are proposed as mediating variables.

4. Problem Statement

Organizations are increasingly adopting sustainability-oriented
HR practices, but the extent to which these practices translate
into organizational sustainability remains insufficiently
understood. Sustainable HRM may influence organizational
sustainability directly; however, its effectiveness may depend
on how employees experience and respond to sustainable HR
practices.

If employees experience better well-being, supportive working
conditions and opportunities for development, they may
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become more engaged with their work and contribute more
effectively to organizational sustainability initiatives.

Therefore, the present study seeks to examine whether
employee well-being and employee engagement mediate the
relationship between Sustainable HRM and organizational
sustainability.

5. Objectives of the Study

Primary Objective

To examine the relationship between Sustainable Human
Resource Management and organizational sustainability and to
assess the mediating roles of employee well-being and
employee engagement.

Specific Objectives

e To understand the concept and significance of Sustainable
Human Resource Management.

e To assess the level of Sustainable HRM practices adopted
by organizations.

e To examine the relationship between Sustainable HRM and
employee well-being.

e To examine the relationship between Sustainable HRM and
employee engagement.

e To examine the relationship between Sustainable HRM and
organizational sustainability.

e To examine the relationship between employee well-being
and organizational sustainability.

e To examine the relationship between employee engagement
and organizational sustainability.

e To determine whether employee well-being mediates the
relationship between Sustainable HRM and organizational
sustainability.

e To determine whether employee engagement mediates the
relationship between Sustainable HRM and organizational
sustainability.

e To examine the combined mediating role of employee well-
being and employee engagement in the relationship between
Sustainable HRM and organizational sustainability.

o To suggest practical measures for strengthening Sustainable
HRM and organizational sustainability.

6. Research Questions

e What is Sustainable Human Resource Management?

o To what extent are Sustainable HRM practices implemented
by organizations?

e Does Sustainable HRM significantly influence employee
well-being?

e Does Sustainable HRM significantly influence employee

engagement?

e Does Sustainable @HRM  significantly  influence
organizational sustainability?

e Does employee well-being significantly influence
organizational sustainability?

e Does employee engagement significantly influence

organizational sustainability?

o Does employee well-being mediate the relationship between
Sustainable HRM and organizational sustainability?

e Does employee engagement mediate the relationship
between  Sustainable @ HRM  and  organizational
sustainability?

o Do employee well-being and employee engagement jointly
mediate the relationship between Sustainable HRM and
organizational sustainability?

7. Hypotheses

Null Hypotheses (Ho)

Hoi: There is no significant relationship between Sustainable
HRM and employee well-being.

Hoo: There is no significant relationship between Sustainable
HRM and employee engagement.

Hos: There is no significant relationship between Sustainable
HRM and organizational sustainability.

Hos: Employee well-being has no significant relationship with
organizational sustainability.

Hos: Employee engagement has no significant relationship with
organizational sustainability.

Hos: Employee well-being does not significantly mediate the
relationship between Sustainable HRM and organizational
sustainability.

Ho7: Employee engagement does not significantly mediate the
relationship between Sustainable HRM and organizational
sustainability.

Hos: Employee well-being and employee engagement do not
jointly mediate the relationship between Sustainable HRM and
organizational sustainability.

Alternative Hypotheses (Hi)

Hii: Sustainable HRM has a significant positive relationship
with employee well-being.

Hiz: Sustainable HRM has a significant positive relationship
with employee engagement.

His: Sustainable HRM has a significant positive relationship
with organizational sustainability.

His: Employee well-being has a significant positive relationship
with organizational sustainability.

His: Employee engagement has a significant positive
relationship with organizational sustainability.

His: Employee well-being significantly mediates the
relationship between Sustainable HRM and organizational
sustainability.

Hi7: Employee engagement significantly mediates the
relationship between Sustainable HRM and organizational
sustainability.

His: Employee well-being and employee engagement jointly
mediate the relationship between Sustainable HRM and
organizational sustainability.

8. Research Methodology

Research Design
The study will adopt a descriptive and analytical research
design.
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Nature of Study
The study will use a quantitative research approach.

Data Collection

Primary Data
Primary data will be collected through a structured
questionnaire administered to employees working in selected
organizations.

Secondary Data

Secondary information will be collected from:
e Research journals

e Books

e Annual reports

o Sustainability reports

o ESG reports

o Company websites

e Government publications

e Reports of international organizations
e Relevant research databases

Population

The population will consist of employees working in
organizations that have adopted or are adopting sustainability-
oriented HR practices.

Sampling Technique

Stratified random sampling may be used to obtain
representation from different sectors, organizational levels and
employee categories.

Sample Size
A sample of approximately 300-400 employees from service
organization and it firms.

Variables

Independent Variable
e Sustainable Human Resource Management

Dependent Variable

e Organizational Sustainability

o Economic sustainability

e Social sustainability

e Environmental sustainability

o Long-term organizational performance
o Sustainable resource utilization

Control Variables

o Age

o Gender

o Educational qualification
e Work experience

o Organizational tenure

o Job level

o Organization size

e Industry type

Statistical Tools

The following statistical techniques may be employed:
o Percentage analysis

e Mean and standard deviation

o Cronbach's Alpha reliability test

o Exploratory Factor Analysis

o Correlation analysis

o Multiple regression analysis

e Mediation analysis

o Independent Sample t-test

¢ ANOVA

o Structural Equation Modeling (SEM)
e Bootstrapping analysis

Software

e SPSS

e AMOS /SmartPLS (optional)
e MS Excel

o« SEM/PLS-SEM would be particularly appropriate for
testing the proposed mediation model.

9. Scope of the Study

The study focuses on the role of Sustainable HRM in promoting
organizational sustainability. It specifically examines employee
well-being and employee engagement as mechanisms through
which sustainable HR practices may influence organizational
sustainability. The study cover organizations operating in
manufacturing, banking, healthcare, information technology,
education, retail, hospitality and service sectors. The study is
primarily concerned with employee’s perceptions of
Sustainable HRM practices and their relationship with
employee and organizational outcomes.

10. Significance of the Study

The study can help HR managers identify sustainable HR
practices that improve employee well-being and engagement.
The findings may encourage organizations to move beyond
short-term HR outcomes and develop HR systems that support
long-term organizational sustainability.

11. Expected Outcomes

e The study is expected to provide evidence regarding:

e The level of Sustainable HRM practices in organizations.

o The relationship between Sustainable HRM and employee
well-being.

o The relationship between Sustainable HRM and employee
engagement.

e The relationship between
organizational sustainability.

e The mediating role of employee well-being.

o The mediating role of employee engagement.

e The combined mediating effect of employee well-being and
employee engagement.

o The possible sequential pathway from Sustainable HRM to
well-being, engagement and organizational sustainability.

Sustainable HRM and
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o Practical strategies for strengthening sustainable HR
systems.

o The expected model is that organizations implementing
employee-centred and sustainability-oriented HR practices
will demonstrate stronger employee well-being and
engagement, which in turn may contribute to organizational
sustainability.

12. Conclusion

Sustainable Human Resource Management represents a
significant shift from conventional HRM toward a broader
approach that integrates employee welfare, organizational
performance and environmental and social responsibility.
Organizations increasingly need HR systems that not only
support productivity but also create healthy, inclusive, ethical
and sustainable workplaces.

The present study proposes that employee well-being and
employee engagement are important mechanisms connecting
Sustainable HRM  with organizational sustainability.
Sustainable HR practices can create supportive working
environments, improve employee well-being and encourage
employees to become more engaged with their work. Engaged
and healthy employees may then contribute more effectively to
long-term organizational sustainability.

The proposed research framework therefore provides an
integrated approach for examining how people-centered HR
practices can contribute to sustainable organizational outcomes.
The study is expected to provide useful theoretical and practical
insights for HR professionals, organizational managers,
policymakers and researchers interested in sustainable business
and human resource management.
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