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Abstract
The well-being of workers has acquired some relevancy given that the organizations are oriented towards aligning their business plans with the sustainable development goals (SDGs). Sustainable Human Resource Management (SHRM) is focused on the HR practices which ensure maximization of the company performance besides being focused on enhancing the long run welfare of employees, social equity and environmental responsibility. The implications of sustainable HR practices in the welfare of corporate employees in Pune, India will be discussed in the paper. A structured survey was used to carry out the survey on 400 employees in the IT, manufacturing and service sectors. The research conducted on sustainable work practices with few participants meant that, multiple regression analysis can be applied to make meaningful predictions of high employee well being as a result of work participation through employee participation, training and development and work-life balance programs. It indirectly positively affected the activities of environmental sustainability. The results can be added to the theoretical data on SHRM and practical means of approaching people in a sustainable way and prove that the theory of sustainability in HR integration may impact the welfare of the employees tremendously.
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1. Introduction
1.1 Background
A growing number of organizations become vulnerable to the postulates of implementing sustainable approaches of conducting their business, which would prove economically viable yet socially and ecologically responsible in the age of the United Nations Sustainable Development Goals (SDGs) (Ehnert et al., 2014). This change has rendered Human Resource Management (HRM) very important since it incorporates the element of sustainability in HR strategies, policies and practices (Kramar, 2014). HRM was also prone to focusing on efficiency and productivity and taking the wellbeing of the employees as a backburner. Nonetheless, SHRM in the long-term view focuses on the human development which includes fair employment, lifelong learning, employee voice, environmental awareness and work life balance (Mariappanadar, 2012).

1.2 Problem Statement
Most organizations particularly the new economies such as India are at the initial stages of applying the concept sustainability in HR functions. The employee well-being factor is perceived by many as the peripheral factor, which is dealt with by the wellness plans, but not an inseparable part of the HR strategies. Empirical researches that investigate the effects that a sustainable HR practice has on the well being of employees within the Indian corporate set up are lacking.

1.3 Objectives
1. To establish the most relevant sustainable HR practices utilized by companies.
2. To establish the connection between sustainable Hr practices and employee well-being.
3. To explore in the best manner the HR practices that are closely tied with the well being of the workers in the Indian corporate organizations.

Literature Review
2.1. Sustainable Human Resource Management (SHRM)
SHRM presupposes the implementation of HRM practices and strategies, which will allow achieving financial, social, and ecological objectives that will have an impact at both the organizational level and within a long-term period (Ehnert et al., 2014, p. 11). It includes:
· Environmental HR practices (e.g. paperless HR, environmental training)
· Inclusion of the employees into decision making.
· Training and developing continuously.
· E-mail, ethical employment.
· Work–life balance programs

2.2 Employee Well-being
Employee well-being is a multidimensional concept which is correlated with psychological, physical and social well-being (Danna and Griffin, 1999). It is associated with job satisfaction, mental health, engagement and organization commitment (Warr, 2002). Sustainable practices Hr ensure well being because they offer motivating working conditions and develop employees.

2.3Well-being and Sustainable HR Practices
Both the work life balance programs (e.g. flex working arrangements) decrease the stress and consequently result in better life satisfaction (Beauregard and Henry, 2009).
The training and development promotes the developmental spirit, professionalism and employment security (Pfeffer, 2010). Employee voice and participation enhance the psychological well being as employees have an opportunity to become independent and be in control (Boxall and Purcell, 2016). Promotion of well-being through Green Hr is the method of meaningful working and environmental pride in its development (Renwick et al., 2013).

2.4 Research Gap
The Indian corporate settings have not been well-researched, and the SHRM has been researched in the international settings (Kramar, 2014; Ehnert et al., 2014). No substantial quantitative studies exist on how the amount of sustainable HR practices affects the wellbeing of the personnel in the Indian companies. This study fills this gap.

2.5 Macroeconomic links of Sustainable practices

Taxation and economic growth have always been the subject of interest in fiscal policy studies. According to Sruthi (2020), a good effective tax system is crucial to encouraging sustainable economic development in India. The paper has noted that direct and indirect taxation has a great impact on investment, consumption, and the amount of revenue generated by the government hence affecting GDP growth. Existing literature also implies that moderate taxation is beneficial to business creation and adherence, whereas high taxation rates will slow down the investment of the individual, as well as have a negative effect on the productivity of the entire population. The paper highlighted the significance of tax reforms including Goods and Services Tax (GST), which can simplify the tax regime, raise transparency and enhance fiscal efficiency, which can positively impact the economy development path of India.

Methodology
3.1 Study Area
The study was done in Pune, Maharashtra in India where the city of great IT, manufacturing and service industries and the diversified population had the emerging interest to sustainability.

3.2 Sample and Data Collection
· Sample size: 400 employees
· Industries 40 (IT), 35 ( manufacturing), 25 ( services ).
· Sampling: Stratified random chosen companies having more than 200 workers.
· Period: January–April 2024
In this case, the questionnaire was an instrument Likert scale questionnaire (Likert scale 15).

3.3 Measures
	Construct
	Measurement Source
	α

	Sustainable Work Practices
	Adapted from Jabbour & Santos (2008)
	0.88

	Employee Participation
	Boxall & Purcell (2016)
	0.84

	Training & Development
	Pfeffer (2010)
	0.86

	Work–Life Balance
	Beauregard & Henry (2009)
	0.81

	Green HR Practices
	Renwick et al. (2013)
	0.79

	Employee Well-being
	Danna & Griffin (1999); Warr (2002)
	0.90



3.4 Data Analysis
· Reliability test: Cronbach 0.79 and above all scales.
· Correlation between HR practices and the well-being.
· As part of the data analysis, a multiple regression analysis will be conducted to determine strong predictors.
· Software: SPSS v26

4. Results
4.1 Descriptive Statistics
	Variable
	Mean
	SD

	Sustainable Work Practices
	3.76
	0.68

	Employee Participation
	3.69
	0.72

	Training & Development
	3.85
	0.64

	Work–Life Balance
	3.61
	0.71

	Green HR Practices
	3.55
	0.75

	Employee Well-being
	3.80
	0.66



4.2 Correlation Analysis
	Variable
	r with Well-being
	p-value

	Sustainable Work Practices
	0.45
	<0.01

	Employee Participation
	0.39
	<0.01

	Training & Development
	0.42
	<0.01

	Work–Life Balance
	0.51
	<0.01

	Green HR Practices
	0.28
	<0.05



4.3 Regression Analysis
Dependent Variable: Well-being of the employee
Sustainable HR practices: Independent Variables
	Predictor
	β
	t-value
	Sig.

	Sustainable Work Practices
	0.21
	3.98
	0.000***

	Employee Participation
	0.19
	3.52
	0.001**

	Training & Development
	0.23
	4.11
	0.000***

	Work–Life Balance
	0.29
	5.45
	0.000***

	Green HR Practices
	0.09
	1.98
	0.048*



Model Summary: R² = 0.49, Adjusted R² = 0.47, F(5,394) = 72.8, p < 0.001
5. Discussion
The results validate the positive relationship between sustainable Hr practices and the well being of the employees, and has been solidified in the past studies (Kramar, 2014; Mariappadar, 2012). This was most influential on the work -life balance which implies the increasing significance of flexible working and psychological well being in the Indian work places. The well-being also contained training and development since it enhances a feeling of growth and security among the workers. The meeting with the employees provided them with a sense of control and autonomy and it is in line with the Self-Determination Theory (Deci and Ryan, 2000) which considers autonomy to be a significant factor in well being. It had less yet notable impact on the green HR practices that were a manifestation of an increase in the environmental awareness of the employees.

6. Conclusion
This report is grounded on the facts that sustainable HR practice is a major practice that improves the well being of the workers in the corporate organizations in India. The problems that are implemented as the strategic sources of health of employees and business are the work-life balance, employee engagement, and lifelong learning.

7. Implications
· The Hr leaders must integrate sustainability to the overall HR strategy, and not CSR.
· It must be oriented to the work-life balance policies (e.g., hybrid work, flexibility in terms of schedule).
· A continuous training is one of the secrets of well-being and retention.
· The green HR programs must be supplemented in such a way that the employees are involved.

8. Future Research
· Long term longitudinal investigation on long term implications of SHRM.
· Interindustry, intercultural relative analysis.
· Models of mediation/moderation (e.g., organization culture, leadership).
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