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Abstract:  Organizational sustainability has changed from being a side issue to a top strategic objective, 

necessitating proactive attention to social, economic, and environmental factors. When strategically aligned, 

human resource (HR) strategies are essential to integrating sustainability into company operations and 

workplace culture. With a focus on the triple bottom line of profit, planet, and people, this study investigates 

how Strategic Human Resource Practices (SHRPs) might improve workplace sustainability. This study offers 

a paradigm that connects green HRM practices—like sustainable hiring, training, performance management, 

and employee engagement—to sustainability results by drawing on the Resource-Based View (RBV) and 

Stakeholder Theory. Data will be gathered from HR experts and workers in the manufacturing and service 

sectors using an empirical, quantitative methodology. SEM, or structural equation modeling, will be used to 

examine the connections between workplace sustainability and SHRPs. Results should support the strong 

positive impact of SHRPs on sustainability outcomes, with organizational culture acting as a moderator. By 

providing insights into how HRM strategies might support resilient, competitive, and sustainable businesses 

in the context of Industry 4.0, this study advances both theory and practice. 
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I. INTRODUCTION 

As businesses work to strike a balance between social responsibility, environmental care, and economic 

success, sustainability has emerged as a crucial component of modern corporate strategies. Beyond token 

green activities like recycling or cutting back on paper use, workplace sustainability encompasses a 

comprehensive strategy meant to minimize adverse effects on the triple bottom line: people, planet, and profit 

(Elkington, 1997). 
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Because HRM influences employee behavior, company culture, and moral decision-making, it is in a unique 

position to promote sustainability. Strategic Human Resource Practices (SHRPs) integrate social and 

environmental responsibility into corporate operations, bringing workforce management into line with long-

term sustainability objectives. For example, sustainability-focused training builds skills that promote eco-

friendly activities, and green recruitment guarantees that workers with pro-environmental beliefs are hired. 

Even though the significance of sustainability is becoming more widely acknowledged, empirical research 

connecting SHRPs to workplace sustainability is still lacking, especially in light of the upcoming Industry 4.0 

changes. In order to close this gap, this study looks at how SHRPs support workplace sustainability and 

identifies the practices that have the most effects. 

II. LITERATURE REVIEW 

Sustainability in organizations has become a central concern as businesses strive to align corporate strategies 

with the triple bottom line framework—people, planet, and profit (Elkington, 1997). Within this context, 

sustainable human resource management (SHRM) has emerged as a critical driver in embedding 

sustainability into workplace culture and practices. SHRM emphasizes the integration of environmental, 

social, and economic goals into HR policies such as recruitment, training, performance management, and 

compensation (Mariappanadar & Kramar, 2014). 

 A recent systematic review by Madero-Gómez et al. (2023) analyzed 30 peer-reviewed studies and 

concluded that sustainable HRM practices significantly enhance employee well-being and organizational 

viability while reducing negative environmental impacts. Their study also highlighted how SHRM aligns 

with the United Nations’ Sustainable Development Goals (SDGs), particularly SDG 3 (Good Health and 

Wellbeing), SDG 8 (Decent Work and Economic Growth), and SDG 13 (Climate Action). This reinforces 

the argument that sustainability-oriented HR policies foster long-term corporate resilience and employee 

engagement. 

 The literature on SHRM frequently discusses the importance of employee well-being. According to 

studies, green training programs, sustainable leadership, and equitable pay are examples of HRM practices 

that directly increase job satisfaction, lower stress levels, and encourage employee retention (Di Fabio & 

Peiró, 2018; Jaskeviciute et al., 2021). According to Manuti et al. (2020), sustainable leadership, for 

example, creates a positive work environment that improves both individual well-being and organizational 

competitiveness. 

 Green HRM practices strongly predicted both task-related and voluntary employee green behaviors, 

according to Chaudhary's (2019) empirical investigation of 301 employees, with organizational 

identification acting as a crucial mediator [4]. This research emphasizes how crucial psychological 

processes are to converting HR procedures into sustainable results. According to the mediation role of 

organizational identification, HR procedures need to go beyond merely putting policies into operation in 

order to promote psychological and emotional bonds between workers and sustainability goals. Employees 

are more likely to participate in mandatory and optional green practices when they have a strong sense of 

alignment with the company's sustainability objective. 
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 Using the ability-motivation-opportunity paradigm, Morgan's empirical study investigated green 

workplace practices and offered insights into the prerequisites for successful HR-sustainability 

interventions [5]. The study highlights the need for HR policies to enable structural support and 

opportunity for sustainable behaviours in addition to addressing employee capabilities (capacity) and 

willingness (motivation). 

 The significance of incorporating HR practices with corporate social responsibility activities is 

demonstrated by Nakra's (2023) examination of socially responsible HRM and organizational 

sustainability performance from an HRD perspective [7]. According to the report, HR procedures that 

support CSR goals improve an organization's overall sustainability performance. 

III. RESEARCH GAP:  

Although research on green human resource management (HRM) has gained attention, the existing 

literature remains largely conceptual or focused on isolated practices, such as recruitment or training, 

without examining strategic HR practices (SHRPs) as an integrated system. Moreover, most studies 

emphasize specific sectors or regional contexts, limiting the generalizability of findings across diverse 

industries. Empirical evidence that comprehensively evaluates the impact of SHRPs on workplace 

sustainability is still scarce. To address this gap, the present study undertakes an empirical analysis to assess 

how SHRPs collectively influence sustainability outcomes across multiple industries and organizational 

settings. 

IV. RESEARCH OBJECTIVES 

 To examine the overall relationship between Strategic Human Resource Practices (SHRPs) and 

workplace sustainability across multiple industries. 

 To identify which HR practices—such as green recruitment, sustainability-oriented training, 

performance management, and compensation—have the strongest influence on sustainability outcomes. 

 To analyze the mediating role of organizational culture in linking SHRPs with workplace 

sustainability. 

 To evaluate how Industry 4.0 technologies (digital HR tools, analytics, e-learning) enhance the 

effectiveness of SHRPs in promoting sustainable practices. 

 To contribute empirical evidence from an emerging economy context, addressing the limited 

generalizability of prior studies. 

 

V. RESEARCH HYPOTHESES 

 H1: Strategic Human Resource Practices (SHRPs) have a significant positive effect on workplace 

sustainability across industries. 

 H2: Organizational culture mediates the relationship between SHRPs and workplace sustainability. 

 H3: The adoption of Industry 4.0 technologies in HR processes enhances the effectiveness of SHRPs 

in promoting workplace sustainability. 
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VI. CONCEPTUAL FRAMEWORK: 

 

The conceptual framework illustrates the relationship between Strategic Human Resource Practices (SHRPs) 

and workplace sustainability, emphasizing both mediating and moderating factors. SHRPs—including green 

recruitment, sustainability-focused training, performance management, and fair compensation—are 

positioned as the primary drivers of sustainable outcomes. These practices influence organizational processes 

and employee behavior, ultimately shaping the triple bottom line of sustainability: people, planet, and profit. 

A key mediating variable in this relationship is organizational culture. A culture that values ethics, 

collaboration, and environmental responsibility enables SHRPs to translate more effectively into sustainable 

behaviors and practices. Without a supportive culture, HR policies may exist in isolation, limiting their 

practical impact on employee well-being and ecological outcomes. 

Furthermore, the framework incorporates Industry 4.0 technologies as a moderating factor. Digital HR tools, 

big data analytics, and e-learning platforms enhance the effectiveness of SHRPs by streamlining recruitment, 

enabling sustainability training at scale, and tracking sustainability metrics more accurately. This 

technological integration strengthens the link between HR strategies and workplace sustainability, making 

practices more efficient and adaptable in a rapidly evolving business environment. By combining SHRPs, 

organizational culture, and Industry 4.0 innovations, the framework highlights a comprehensive pathway 

through which HR can contribute to workplace sustainability. It underscores the need for organizations to not 

only implement green HR practices but also nurture cultural support and adopt digital advancements to 

achieve long-term sustainability goals. 

VII. RESEARCH METHODOLOGY: 

The relationship between Strategic Human Resource Practices (SHRPs) and workplace sustainability is 

empirically investigated in this study using a quantitative, cross-sectional research approach. The study's focus 

on businesses in the manufacturing and service sectors guarantees the findings' diversity and generalizability. 

The main tool for gathering data will be a structured questionnaire. The poll will be broken down into parts 

that measure workplace sustainability outcomes (people, planet, profit), corporate culture, adoption of 

Industry 4.0 technology, and SHRPs (green recruiting, training and development, performance management, 

and remuneration). A five-point Likert scale that was modified from instruments used in previous research 

will be used to measure each issue. Using a stratified random sample technique, the study will choose 

participants from among HR managers and staff members actively involved in sustainability projects. To 

http://www.ijcrt.org/


www.ijcrt.org                                                 © 2025 IJCRT | Volume 13, Issue 9 September 2025 | ISSN: 2320-2882 

IJCRT2509229 International Journal of Creative Research Thoughts (IJCRT) www.ijcrt.org b892 
 

guarantee statistical validity, a target sample size of 300–400 participants will be established using Krejcie 

and Morgan's approach.  AMOS/SmartPLS and SPSS will be used for data analysis. While Structural Equation 

Modeling (SEM) will examine the proposed relationships, descriptive statistics and correlation analysis will 

offer initial insights. Cronbach's Alpha (>0.70) will be used to validate reliability, and Confirmatory Factor 

Analysis (CFA) will be used to evaluate validity. This methodology ensures a rigorous empirical evaluation 

of SHRPs, organizational culture, and Industry 4.0 in enhancing workplace sustainability. 

VIII. DATA ANALYSIS AND INTERPRETATION: 

Data collected from 300 respondents across manufacturing and service organizations were analyzed to 

examine the relationship between Strategic Human Resource Practices (SHRPs) and workplace sustainability.  

 DESCRIPTIVE STATISTICS: 

According to descriptive analysis, 42% of respondents were women and 58% of respondents were men, with 

the majority being between the ages of 25 and 40. In terms of schooling, 35% had a postgraduate degree and 

65% had a graduate degree. The following were the means and standard deviations for the SHRPs constructs: 

remuneration (M=3.85, SD=0.66), performance management (M=3.78, SD=0.70), training & development 

(M=3.95, SD=0.72), and green recruiting (M=3.82, SD=0.68). People (M=3.90, SD=0.65), planet (M=3.82, 

SD=0.68), and profit (M=3.88, SD=0.67) are the average workplace sustainability outcomes. 

Table 1: Descriptive Statistics of Key Constructs 

Construct Mean SD Cronbach’s α 

Green Recruitment 3.82 0.68 0.81 

Training & Development 3.95 0.72 0.85 

Performance Management 3.78 0.70 0.79 

Compensation 3.85 0.66 0.82 

Organizational Culture 3.88 0.69 0.84 

Industry 4.0 Adoption 3.76 0.71 0.80 

Workplace Sustainability – People 3.90 0.65 0.83 

Workplace Sustainability – Planet 3.82 0.68 0.81 

Workplace Sustainability – Profit 3.88 0.67 0.82 

 Source: Authors Own Works 

The descriptive statistics of the main study constructs, derived from the answers of 300 participants, 

are shown in Table 1.  According to the Strategic Human Resource Practices (SHRPs) mean scores, which 

varied from 3.78 to 3.95, respondents typically believe that their companies are implementing moderate to 

high levels of SHRPs, which include performance management, green hiring, training and development, and 

remuneration.  The three workplace sustainability outcomes—profit, planet, and people—also received scores 

over 3.8, indicating that workers believe their companies are doing a moderate job of putting sustainable 

practices into reality.  All constructs have Cronbach's Alpha values more than 0.70, indicating the measuring 

scales' good internal consistency and dependability. 
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 CORRELATION ANALYSIS: 

Pearson correlation analysis showed significant positive relationships between SHRPs and workplace 

sustainability outcomes (ranging from r = 0.42 to r = 0.65, p < 0.01). Organizational culture and Industry 

4.0 adoption were also positively correlated with both SHRPs and sustainability outcomes. 

Table 2: Pearson Correlations among Constructs: 

Construct 1 2 3 4 5 6 7 

1. SHRPs (Composite) 1       

2. Organizational Culture 0.58** 1      

3. Industry 4.0 Adoption 0.46** 0.49** 1     

4. Sustainability – People 0.62** 0.55** 0.48** 1    

5. Sustainability – Planet 0.57** 0.52** 0.44** 0.68** 1   

6. Sustainability – Profit 0.65** 0.50** 0.46** 0.70** 0.67** 1  

*Note: *p < 0.01      Source: Authors Own Works 

The Pearson correlation coefficients between workplace sustainability results, Industry 4.0 adoption, 

organizational culture, and SHRPs are shown in Table 2. The findings show that all of the constructs have 

substantial positive correlations with one another (p < 0.01). Significantly, there is a considerable correlation 

between SHRPs and sustainability results (r = 0.62–0.65), suggesting that companies that use good HR 

practices typically have more sustainable workplaces. Both SHRPs and sustainability results have a favorable 

correlation with organizational culture and Industry 4.0 adoption, indicating that these elements may increase 

the influence of SHRPs on sustainability performance. 

 STRUCTURAL EQUATION MODELING (SEM): 

SEM analysis confirmed the hypothesized model with good fit indices: CFI = 0.92, TLI = 0.91, RMSEA = 

0.055, and χ²/df = 2.10. Path coefficients indicated that SHRPs positively influence workplace sustainability 

(β = 0.48, p < 0.001). Organizational culture partially mediated this relationship (indirect effect β = 0.15, p < 

0.01), while Industry 4.0 adoption showed a moderating effect (β = 0.12, p < 0.05). 

Table 3: SEM Path Coefficients 

Path β SE t-value p-value 

SHRPs → Workplace Sustainability 0.48 0.05 9.60 <0.001 

SHRPs → Organizational Culture 0.56 0.04 12.50 <0.001 

Organizational Culture → Sustainability 0.27 0.06 4.50 <0.001 

SHRPs × Industry 4.0 → Sustainability (Moderation) 0.12 0.05 2.40 0.018 

Source: Authors Own Works  

Table 3: To test the proposed correlations and overall model fit, SEM analysis was performed. The findings 

corroborate the main hypothesis by showing that SHRPs significantly improve workplace sustainability (β = 

0.48, p < 0.001). A supportive culture also enhances the impact of SHRPs on sustainability outcomes, 

suggesting that organizational culture partially mediators this link (indirect effect β = 0.15, p < 0.01). 

Organizations utilizing Industry 4.0 technologies further increase the efficacy of SHRPs in fostering 

workplace sustainability, as seen by the significant moderating effect of the interaction between SHRPs and 

Industry 4.0 adoption (β = 0.12, p < 0.05). 
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IX. Result of Evaluation of hypotheses (H1–H3): 

Based on the data analysis and SEM results from the previous tables, here’s the evaluation of hypotheses (H1–

H3): 

Hypothesis Path Tested 

Path 

Coefficient 

(β) 

p-

value 
Result Interpretation 

H1: SHRPs → 

Workplace 

Sustainability 

Direct effect 0.48 <0.001 Accepted 

SHRPs have a significant positive 

effect on workplace sustainability 

across industries. 

H2: SHRPs → 

Organizational Culture 

→ Workplace 

Sustainability 

Mediated 

effect 

0.15 

(indirect) 
<0.01 Accepted 

Organizational culture partially 

mediates the relationship, 

strengthening the effect of SHRPs 

on sustainability. 

H3: SHRPs × Industry 

4.0 → Workplace 

Sustainability 

Moderation 

effect 
0.12 0.018 Accepted 

Adoption of Industry 4.0 

technologies enhances the 

effectiveness of SHRPs in 

promoting sustainability. 

All three hypotheses are accepted based on the SEM results, correlation analysis, and model fit indices. 

X. INTERPRETATION: 

The results of the study show that Strategic Human Resource Practices (SHRPs) greatly improve workplace 

sustainability in terms of people, the environment, and financial gain. Effective SHRP implementation 

improves sustainability results for organizations, and this benefit is amplified when bolstered by a strong 

organizational culture. The impact of SHRPs is further enhanced by the use of Industry 4.0 technologies, 

which emphasizes the significance of technology integration in environmentally friendly workplace 

procedures. Overall, the findings highlight how crucial it is for businesses looking to gain a competitive edge 

and long-term sustainability to combine smart HR practices with a positive workplace culture and cutting-

edge technology. 
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