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Abstract

Sustainability has become a multidimensional phenomenon that includes economic sustainability, environmental sustainability and social equity. Over the last few years, the social aspect of sustainability, especially employee welfare, has been in the spotlight with organizations realizing the importance of human capital in ensuring long-term sustainability and performance. The article reviewed is a synthesis of theoretical and empirical sources that analyse the correlation between sustainability practices and employee well-being and pays more attention to post-COVID changes in workplaces.

The review is based on the established frameworks including the theories of sustainability-related organization practices, namely the triple bottom line theory, stakeholder theory, social exchange theory, the job demands-resources theory, and self-determination theory, and reflects how the organization practice of sustainability can affect the physical, psychological, and social well-being of employees. The review marries both the international literature and the literature on the Indian context and uncovers a balanced and contextually pertinent picture of the sustainability-well-being nexus. Special focus is made on sustainable human resource management practices, leadership, flexible work arrangements, and mental health initiatives that become more popular in the course of and after the COVID-19 pandemic.

The results have shown that there is a positive and significant correlation between sustainability-oriented organizational behavior and employee performance in the form of job satisfaction, engagement, work-life balance, and psychological well-being. Companies that incorporate employee welfare in its sustainability initiatives are in a better position to boost organizational commitment, burnout and long-term organizational resilience. Nevertheless, the review also singles out such challenges as work intensity and role overload in case of poor implementation of sustainability initiatives.

The article adds to the literature by strengthening the employee well-being as a result and a cause of organizational sustainability. It provides useful information to managers and policymakers who will aim to formulate human-oriented sustainability policies and points to future research directions, such as the necessity of longitudinal research and more emphasis on emerging economies.
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[bookmark: _22u9oh3qbfzf]Introduction
Sustainability has become one of the key organizing concepts in the new organizational discourse, way beyond its initial environmental focus, to include economic feasibility and social justice. The contemporary explanations focus more and more on the triple bottom line (TBL) approach which states that long term organizational prosperity rests on balanced approach to economic performance, environmental care, and social accountability (Elkington, 1997). In this context, the social aspect of sustainability, especially the welfare of the employees has been re-emphasized where organizations have considered human capital as a primary resilience factor, productivity and long-term competitiveness.

The concept of employee well-being is multidimensional because it involves physical health, psychological well-being, job satisfaction, work-life balance, and purpose at work (Guest, 2017). Recent studies indicate that companies that focus on the well-being of the employees can have more engagement and commitment levels as well as better performance that may in turn decrease absenteeism and turnover (Harter et al., 2002). In the perspective of sustainability, this highlights the reason why employee well-being is not an ethical requirement but a strategic requirement in the overall attainment of organizational sustainability in the long-term (Pfeffer, 2010).
Rationale of the Study
The argument behind conducting the current study is that employee well-being is gradually being considered as a determinant as well as outcome of organizational sustainability. Although the sustainability initiatives are commonly created to respond to the environmental issues or the demands of the external stakeholders, the level of their effectiveness is highly dependent on the acceptance, motivation, and engagement of the employees. In the absence of a healthy, engaged, and motivated workforce, the sustainability effort will be kept only as a form of symbolic or short-term (Dyllick and Muff, 2016).
The COVID-19 pandemic also contributed to heightening this relationship, revealing the vulnerable situation in the workplace systems regarding job security, mental health, workload, and work-life balance. The swift changes to remote and hybrid work patterns provided more flexibility opportunities but also generated the problems of the intensification of work and digital exhaustion, as well as work-family boundaries (Allen et al., 2015). These changes have increased the value of integrating employee welfare in the sustainability plans instead of considering it as a marginal human resource issue.
In spite of this increased topicality, the current literature is still rather fragmented in terms of disciplines (management, organizational psychology and sustainability studies). Numerous studies emphasize specific components of well-being or sustainability, but little is done to combine them into a cohesive understanding of how sustainability practices of the organizations have a systematic impact on employee well-being, especially in post-pandemic conditions and developing economies. This gap gives a solid rationale of having a review and synthesis of theoretical and empirical literature concerning sustainability-well-being nexus.

Problem Statement
Despite the common agreement that sustainability is a multidimensional concept, organization sustainability programs tend to promote environmental and economic objectives at the cost of employee welfare. Sustainability-motivated performance pressures, restructuring, or efficiency-promoting strategies in most instances unintentionally escalate work pressures, role overload and stress, thus compromising the welfare of the employees (Bakker and Demerouti, 2017). This paradox gives a very important question which is: Can organizations be really said to be sustainable when the well-being of the employees is compromised in the process?
Moreover, the available empirical evidence is mostly based on developed economies and this limits its application in various institutional and cultural settings. Emerging market research, such as India, is a relatively rare case of study, even though there are a lot of differences in terms of labor markets, organizational practices, and social protection systems. The post-COVID working environment has also only added complexity to this picture, and now there is an urgent need to re-evaluate previous beliefs regarding sustainability and well-being considering the changing work set-ups and expectations of employees.
Conceptual Background
The theoretical basis of this study is based on various theoretical approaches, which respectively explain the relationship between sustainability practices and employee well-being. The triple bottom line model places the wellbeing of employees under the social pillar of sustainability with its focus on labor rights, equity, health and quality of working life as a part of a sustainable development (Elkington, 1997). To supply this, stakeholder theory believes that employees are the most important stakeholders whose interests should be protected to make organizations become legitimate and trusted.
On a behavioural level, social exchange theory indicates that the more organizations are concerned with the well-being of their employees by treating them fairly and supporting, the more employees would be committed and engaged (Cropanzano and Mitchell, 2005). Analogously, another helpful framework to interpret the influence of sustainable work environment on minimizing the job demands including stress, insecurity, and maximizing the work resources, including autonomy, social support, and development prospects, is the Job Demands Resources (JD-R) model (Bakker and Demerouti, 2017).
Also, self-determination theory emphasizes the need to satisfy fundamental psychological needs such as autonomy, competence and relatedness to create intrinsic drive and well-being (Deci and Ryan, 2000). Involving, learning, and being inclusive are part of sustainable human resource management practices that may contribute significantly to the fulfillment of these needs, strengthening the well-being of employees and the sustainability of an organization (Kramar, 2014).
Objectives of the Study
With the underlying justification and conceptual basis provided above, the following research aims are aimed to be realized in the current study:
1. To assess conceptual and theoretical relationships between the organizational sustainability and employee well-being.
2. To generalize available empirical data on the effect of sustainability-focused organizational and HR practices on employee well-being outcomes.
3. To determine whether post-COVID workplace changes can be considered as implications on sustainability-well-being relationship.
4. In order to find out gaps in the existing literature, especially in the sphere of emerging economies.
5. To draw practical and policy-based implications to include employee well-being in the organizational sustainability strategies.

Significance of the Study
This study can be used to contribute to the increasing discussion of human-centered sustainability by combining different theoretical approaches and empirical evidence. It supports the thesis that employee well being is not only a social outcome of desirable character but a critical enabling factor of sustainable organizational performance. The research is worth reading to managers, policymakers, and researchers who are planning on how to create sustainable strategies that are effective and humane, especially in a post-pandemic world, which is uncertain and rapidly changing.

Review of Literature
The conceptual framework of sustainability in organizations can be explained as follows.
The understanding of sustainability in the context of organizations is often framed in the concept known as the triple bottom line (TBL) that focuses on economic, environmental, and social performance. Where economic sustainability is concerned with long term profitability and competitiveness, environmental sustainability is concerned with resource efficiency, reduction of pollution, and responsibility towards climate. Social sustainability which is not clearly defined contains labor rights, equity, diversity, health, safety, and well being of the employees.
The recent research is of the view that social sustainability is not a supportive aspect but a pillar that supports environmental and economic sustainability. The employees play a major role as stakeholders and change agents in the application of sustainable practices. It is in vain to expect sustainability efforts to turn out to be superficial or temporary without motivated, healthy, and engaged employees. Therefore, the well-being of the employees is becoming a sensitive issue that is perceived as a result and a cause of sustainable organizational performance.

Sustainability and Social Aspects of Organizations.

Sustainability has changed its definition to a multidimensional model that includes economic, environmental, and social pillars in addition to being an environment-centred agenda. The triple bottom line model outlines the fact that the long term success of an organization lies in balancing profitability with environmental accountability and equity with the society (Elkington, 1997). In this context, the social aspect, especially the well-being of employees has been receiving more and more focus as a factor in sustainable performance of an organization.

The report of the Brundtland Commission Our Common Future emphasized that it is necessary not to damage the future generation at the expense of current needs, and implicitly saw human well-being as the main issue of sustainability (Brundtland, 1987). Based on this premise, Dyllick and Muff (2016) claimed that, indeed, sustainable businesses are not merely in compliance and risk management but in the generation of positive value to various stakeholders, such as employees. The move is an indication of increased awareness of the fact that sustainability efforts should be integrated into co-ordinated and internal organizational efforts rather than being just restricted to external environmental efforts.

Employee Well-Being: Concept and Importance.

The multidimensional construct of employee well-being concept includes physical health, psychological well-being, job satisfaction, and work-life balance. Guest (2017) pointed out that well-being must be regarded as an essential result of human resource management, and not as a secondary or indirect gain. Positive organizational performance improvement in terms of better performance, reduced absenteeism and turnover intention has always been linked to high employee well-being (Harter et al., 2002).

To a great extent, Pfeffer (2010) criticized models of organization that work towards the financial results without taking into account employee health, citing that compromising on human sustainability compromises organizational sustainability in the long run. In this light, the welfare of the employees is not only a moral obligation but a long-term competitiveness position.

Theoretical Lenses between Sustainability and Well -Being.

There are a number of theoretical frameworks to explain the connection between sustainability practices and employee well-being. According to the stakeholder theory, employees are one of the stakeholders whose interests should be safeguarded by the companies to maintain their legitimacy and trust. In line with this opinion, the social exchange theory argues that in the case where employees feel that organizational practices are friendly and equitable, they will return the favor by becoming more committed and engaged (Cropanzano and Mitchell, 2005).

The Job Demands- Resources (JD-R) model offers a solid explanation of the impact of sustainable work environment on the welfare of employees. Bakker and Demerouti (2017) observe that high work demands that include work pressure and job insecurity are causes of burnout, and job resources in the form of autonomy, social support, and development opportunities contribute to motivation and well-being. Organizations that are sustainability oriented are more likely to aim at diminishing the bad demands and empowering resources to ensure healthy work places.
Also, the self-determination theory focuses on the achievement of autonomy, competence, and relatedness as some of the essential psychological needs (Deci and Ryan, 2000). The needs are supported by sustainable HR practices that promote participation, skill development, and inclusive cultures that would contribute to intrinsic motivation and well-being.

Sustainable Human Resource Management and Well-Being.

Sustainable human resource management (HRM) has become a very important connection between sustainability and human well-being. Kramar (2014) suggested that sustainable HRM is an improvement of traditional strategic HRM because it looks after the long-term welfare of the employees, social justice and environmental responsibility should be included in HR policies. The core of this approach is the fair compensation, safe working conditions, involvement of employees, and continuous learning.

Renwick et al. (2013) also emphasized the importance of green practices in the HRM as attitude and behavior shapers of employees. Although green HRM has been associated with transforming the environment, it is revealed to positively influence employee pride, organizational identification, and psychological well-being through aligning personal values with organizational sustainability objectives.

Workplace Changes and Well-Being of Employees in the Post-COVID.

The pandemic has completely changed the working conditions and raised the issue of the well-being of workers. Allen et al. (2015) also showed that telecommuting as a flexible working arrangement can lead to job satisfaction and decrease in work-family conflict when managed effectively. Biju et al. (2022) observed that work-from-home working conditions enhanced the worklife and job satisfaction of IT professionals in the Indian context, though the results were different depending on the job title and family settings.

Comparative evidence of this article was presented by Pardawala et al. (2024) on an Indian population, where overall employee well-being declined after the COVID, with a higher level of stress and mental health issues. Nevertheless, it was also observed in the study that the negative outcomes were partially reduced by the hybrid work models and organizational support mechanisms. These results highlight how critical it is to consider the aspect of well-being as a part of the sustainability strategies, especially when the situation is one of crisis and transition.

Agencies dealing with global health have also focused on the well-being of the workplace as one of the sustainability concerns. In the article by the World Health Organization (2024), it was emphasized that mental health in the workplace should be promoted in order to achieve sustainable economic growth, productivity, and social inclusion.

Organizational Outcomes and Human Sustainability.

Spreitzer et al. (2012) also came up with the human sustainability concept with focus on employee vitality and learning as the most important outcome of sustainable organizations. This view holds that companies who are well-being oriented in their employees establish virtuous cycles of energy, engagement, and flexibility. This makes such organizations more responsive to environmental, technological and economic disruptions.

In general, the literature hints that there is a strong and positive correlation between the sustainability-oriented practices and employee well-being. Nevertheless, there is also empirical evidence that potential tensions can occur in case the sustainability initiatives are imposed on workload or performance without proper support. This brings out the importance of the employee-focused sustainability policies.
[bookmark: _prch6om6lnur]Research Methodology
The article has taken a narrative review approach where a synthesis of available theoretical and empirical knowledge concerning sustainability and employee well-being has been undertaken. The peer reviewed journal articles, books, and policy reports published mostly in the past 20 years were reviewed. The review concentrates on interdisciplinary studies in the field of management, organizational psychology, economics and sustainability studies.
The academic databases used to find literature using keywords like sustainability, employee well-being, social sustainability, sustainable HRM, and work place well-being in Scopus, Web of science and Google scholar. The selection of studies was done according to relevance, theoretical contribution and rigor of the methodology. Both conceptual and empirical studies were enclosed in order to have a vivid picture of the topic.
The literature conducted a review was analyzed thematically, which allowed tracing the common patterns, theoretical frameworks, and empirical results. This will enable the incorporation of various views and point out gaps and discrepancies in already existing studies.
[bookmark: _rvawgy86epeh]Data Analysis and Interpretation
The review of the studies under consideration shows that there are a few common patterns. To begin with, it can be said that there is a substantial amount of evidence demonstrating the positive correlation between sustainability-focused organizational activities and employee well-being outcomes including job satisfaction, engagement, and mental health. Companies that incorporate social sustainability in their policies also have lower turnover intentions and commitment by their employees.
Second, the critical mediating role goes to leadership. The connection between sustainability efforts and employee welfare is enhanced through transformational and ethical leadership styles which promote trust, fairness and shared purpose. When leaders maintain consistency in their values and behaviours, then the employees tend to see sustainability efforts as real.
Third, organizational forces, including the industry type, the size of an organization, and the national culture, affect results. To illustrate, sustainability practices can have greater well-being advantages in the knowledge-intensive industries and in institutions where labor protections are high.
Lastly, there are methodological limitations. Cross-sectional surveys are the basis of a lot of research, and this restricts causation. The number of studies by developed economies is also overrepresented, and additional studies should be conducted in the environment of emerging and developing countries.
[bookmark: _buumsd172448]Discussion and Implications
Practical Implications
To practitioners, the review shows that employee well-being should be integrated in sustainability strategies as opposed to it being viewed as an isolated HR programme. Organizations need to embrace holistic methods that would bring the environment-related objectives in line with the social and human factors. Investments in employee well being should be considered as long term investments in sustainability and not short term expenditure- like mental health support, flexible work arrangements and inclusion.
There is also the possibility of tension between performance pressures and well-being that should be identified by managers and policymakers. Sustainable organizations must strike a balance between efficiency and humane working practice as sustainability objectives should not make the stress and inequality levels unknowingly.
Theoretical Implications
The review adds to the theory by supporting the perception that employee well-being is a cause and a consequence of sustainability. By becoming more explicit in the sustainability systems, well-being can be integrated into the existing theories to enhance their holistic approaches to organizational performance. Further theoretical research needs to be conducted on dynamic and longitudinal correlations between sustainability programs and well-being outcomes.
Conclusion and Future Research Direction
This review highlights the increased appreciation of employee well-being as a key component of organizational sustainability. Combining both theoretical insights and empirical data, the article explains that sustainable practices and the well-being of employees go hand in hand. Companies focusing on well-being are in a better position to realize long-term resilience, legitimacy and performance.
[bookmark: _gnk19gppmvzh]There are a number of gaps that need to be filled in future research. Causal relationships should be done through longitudinal and experimental research. More effort needs to be put on various institutional and cultural settings, especially in the developing economies. Furthermore, the potential research in the future might be focused on how digitalization, remote working, and climate-related issues transform the sustainability-well-being nexus.
[bookmark: _27ckdjg248l]To sum up, to proceed with sustainability, one must stop focusing on environmental indicators and adopt human-centered solutions. It is an ethical requirement but also a strategic requirement to ensure that organizations are really sustainable in terms of employee well-being.
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