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Abstract

Sustainable development has become a critical concern for organizations operating in the global
business environment. Increasing environmental challenges, social expectations, and regulatory
pressures require organizations to integrate sustainability into their strategic and operational practices.
Human Resource Management plays a crucial role in this transformation because employees are
central to the implementation of sustainability initiatives. The present study investigates the influence
of sustainable Human Resource Management practices on organizational sustainability in global
organizations. The research focuses on four key Human Resource practices, recruitment and selection,
training and development, performance management, and employee wellbeing initiatives. A
quantitative research design was adopted and data were collected through a structured questionnaire
administered to employees working in multinational organizations. A total of 180 valid responses were
analyzed using descriptive statistics, correlation analysis, and regression analysis. The findings
indicate that sustainable Human Resource Management practices significantly contribute to
organizational sustainability across economic, social, and environmental dimensions. Training and
development and employee wellbeing practices demonstrate a stronger influence on sustainability
outcomes. The study highlights the strategic role of Human Resource Management in supporting
sustainable organizational development and provides practical implications for managers and policy

makers seeking to strengthen sustainability initiatives.
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Introduction:

In recent years sustainable development has emerged as an important strategic objective for
organizations operating in global markets. Businesses are increasingly expected to balance economic
performance with environmental protection and social responsibility. organizations that fail to address
sustainability challenges risk losing stakeholder trust and long-term competitiveness. Human Resource
Management plays a central role in promoting sustainability within organizations. Employees
influence organizational culture, decision making, and operational practices. Through recruitment
policies, training programs, performance management systems, and employee wellbeing initiatives,
Human Resource Management can encourage employees to adopt responsible and sustainable
behaviour.
The integration of sustainability into Human Resource Management has led to the development of
sustainable Human Resource Management practices. These practices aim to promote long term
organizational success while protecting social and environmental resources. Despite the growing
importance of sustainable Human Resource Management, empirical research examining its impact on
organizational sustainability remains limited.
Therefore, the present study aims to analyze how sustainable Human Resource Management practices
influence organizational sustainability in global organizations. The study addresses the following
research questions.

1. How do sustainable Human Resource Management practices influence organizational

sustainability.
2. Which Human Resource practices contribute most significantly to sustainability outcomes.
3. How do employees perceive sustainability oriented Human Resource policies in global

organizations.

Review of Literature:

Sustainable Human Resource Management has gained increasing attention in management research as
organizations seek to integrate sustainability into their operational strategies. Sustainable Human
Resource Management refers to organizational policies and practices that support economic
performance while promoting employee wellbeing and environmental responsibility. Recruitment and
selection practices aligned with sustainability help organizations attract employees who share
organizational values and ethical standards. Such practices contribute to organizational reputation and
improve long term competitiveness. Training and development programs play a significant role in

improving employee awareness of sustainability issues. Employees who participate in sustainability-
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oriented training programs demonstrate higher levels of engagement in environmental initiatives and
responsible behaviour.

Performance management systems that incorporate sustainability indicators encourage employees to
align their individual performance with organizational sustainability goals. Reward systems linked
with sustainability initiatives reinforce positive behaviour and organizational commitment.

Employee wellbeing represents an important component of social sustainability. Organizations that
promote employee health, work life balance, and inclusive work environments experience higher
employee satisfaction and productivity. However existing research suggests that empirical studies
examining the combined impact of these Human Resource practices on organizational sustainability
are limited. The present study attempts to address this gap through an empirical investigation.
Theoretical Framework

The theoretical foundation of this research is based on the Resource Based View, Stakeholder Theory,
and the Triple Bottom Line approach. The Resource Based View suggests that organizational success
depends on the effective utilization of valuable and unique resources. Human capital represents a
critical strategic resource for organizations. Sustainable Human Resource Management practices
enhance employee capabilities and organizational knowledge, which contribute to long term
competitive advantage.

Stakeholder Theory emphasizes that organizations must consider the interests of multiple stakeholders
including employees, customers, communities, and regulatory authorities. Human Resource policies
that emphasize employee wellbeing, ethical conduct, and environmental responsibility enable
organizations to meet stakeholder expectations and maintain organizational legitimacy.

The Triple Bottom Line approach emphasizes the integration of economic, social, and environmental
objectives. Sustainable organizations seek to achieve profitability while also contributing to social
welfare and environmental protection. Human Resource Management can support this approach by
encouraging responsible employee behaviour and integrating sustainability goals into organizational
policies. These theoretical perspectives collectively support the argument that sustainable Human
Resource Management practices contribute significantly to organizational sustainability.

Research Methodology:

Research Design

The study adopts a descriptive and quantitative research design to examine the relationship between
Human Resource Management practices and organizational sustainability.

Sample and Participants

The sample consists of employees working in multinational organizations operating in both service
and manufacturing sectors. Convenience sampling technique was used for data collection. A total of

200 questionnaires were distributed, out of which 180 valid responses were obtained.

Page | 34



Bhagyashree Chittaranjan Nayak & Dr. Sachin Godhani

ANANYASASTRAM:

Data Collection Instrument

Primary data were collected through a structured questionnaire consisting of three sections.

An International Multidisciplinary Journal
(A Unique Treatise of Knowledge)

ISSN: 3049-3927(Online)

The first section collected demographic information including gender, age, education level,

designation, and work experience. The second section measured sustainable Human Resource

Management practices including recruitment, training and development, performance management,

and employee wellbeing.

The third section measured organizational sustainability outcomes including economic sustainability,

social sustainability, and environmental sustainability.

Responses were recorded on a five-point Likert scale ranging from strongly disagree to strongly agree.

Data Analysis

Data were analysed using descriptive statistics, correlation analysis, and regression analysis.

Research Results

Demographic Profile of Respondents

Variable  Category

Gender Male
Female

Age 25 to 30 years
31 to 40 years
41 to 50 years
Above 50 years

Education Graduate
Postgraduate
Doctorate

Interpretation

Table 1

Percentage

60%
40%
32%
38%
20%
10%
28%
54%
18%

The demographic results indicate that the respondents represent a diverse workforce with varied levels

of education and professional experience.

Table 2
Descriptive Statistics of HRM Practices
HRM Practice ~ Mean Score  Standard Deviation
Sustainable 3.92 0.64
Recruitment
Training and | 4.10 0.58
Development
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Management
Employee Wellbeing 4.18 0.55
Interpretation

Employee wellbeing and training practices received the highest mean scores, indicating strong

organizational emphasis on employee development and welfare.

Table 3

Correlation between HRM Practices and Organizational Sustainability

Variable Correlation

Value

Recruitment 0.61

Training and Development  0.74

Performance Management  0.66

Employee Wellbeing 0.71
Interpretation
The results reveal a positive relationship between Human Resource Management practices and

organizational sustainability.

Table 4
Regression Analysis of HRM Practices and Sustainability

Variable Beta Value  Significance

Recruitment 0.28 0.03

Training and Development ~ 0.36 0.01

Performance Management 0.31 0.02

Employee Wellbeing 0.34 0.01
Interpretation

The regression analysis confirms that Human Resource Management practices significantly influence

organizational sustainability outcomes.
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Discussion / Analysis

The results indicate that sustainable Human Resource Management practices play a crucial role in
promoting organizational sustainability. Recruitment policies that emphasize ethical values and
sustainability awareness help organizations attract employees who support sustainability goals.
Training and development programs focused on sustainability were found to have the strongest impact
on sustainability outcomes. These programs enhance employee knowledge and encourage responsible
behaviour.

Employee wellbeing initiatives also demonstrate a significant impact on sustainability by improving
employee satisfaction and engagement. Organizations that prioritize employee wellbeing are more
likely to create positive organizational cultures that support sustainable development.

However, the study has certain limitations including reliance on cross sectional data and employee
perceptions. Future research may examine sector specific sustainability practices or conduct

comparative studies across countries.

Conclusion:

The study highlights the strategic importance of sustainable Human Resource Management practices
in achieving organizational sustainability. The findings demonstrate that Human Resource policies
related to recruitment, training, performance management, and employee wellbeing significantly
influence sustainability outcomes. From a theoretical perspective the research contributes to the
literature on sustainable Human Resource Management by providing empirical evidence linking
Human Resource practices with sustainability performance. From a practical perspective the findings
suggest that organizations should integrate sustainability principles into Human Resource strategies
and organizational culture. Overall, the study emphasizes that Human Resource Management is a

strategic partner in building responsible and sustainable organizations.

References:

Becker, B. E., and Huse lid, M. A. (1998). High performance work systems and firm performance.
Academy of Management Journal.

Ehnert, I. (2009). Sustainable human resource management. Springer.

Jackson, S. E., Renwick, D., Jabbour, C., and Muller Camen, M. (2011). Green human resource
management and sustainability. Journal of Management Studies.

Jabbour, C. J. C., and Santos, F. C. A. (2008). The central role of human resource management in

sustainable organizations. International Journal of Human Resource Management.
Page | 37



Bhagyashree Chittaranjan Nayak & Dr. Sachin Godhani
ANANYASASTRAM:

An International Multidisciplinary Journal
(A Unique Treatise of Knowledge)

ISSN: 3049-3927(Online)

Kramar, R. (2014). Sustainable human resource management. International Journal of Human
Resource Management.

Pfeffer, J. (2010). Building sustainable organizations. Academy of Management Perspectives.

Renwick, D., Redman, T., and Maguire, S. (2013). Green human resource management. International
Journal of Management Reviews.

Schuler, R., Jackson, S., and Tarique, I. (2011). Global talent management. Journal of World Business.

Savitz, A. W., and Weber, K. (2013). The triple bottom line. Jossey Bass.

World Commission on Environment and Development. (1987). Our common future. Oxford

University Press

Page | 38



