Conference Proceedings International Conference on Sustainable Development Goals-
Challenges, Issues & Practices by TMIMT- College of Management, Teerthanker Mahaveer
University, Moradabad 25th & 26th April 2025. TMIMT International Journal (ISSN: 2348-
988X)

Employee Engagement and Well-Being as a Cornerstone of Sustainability

Palak
Research Scholar
Teerthanker Mahaveer Institute of Management and Technology
Teerthanker Mahaveer University
Moradabad — Uttar Pradesh

Vibhor Jain
Associate Professor
Teerthanker Mahaveer Institute of Management and Technology
Teerthanker Mahaveer University
Moradabad — Uttar Pradesh

Abstract

In recent years, the sustainability agenda has expanded beyond environmental and economic
concerns to encompass the social dimension, with increasing emphasis on the role of human
capital. This study explores how employee engagement and well-being function as critical
enablers of organizational sustainability. Utilizing a mixed-methods approach, the research
draws on data collected through surveys of 400 employees across diverse sectors and semi-
structured interviews with HR professionals and line managers. Quantitative findings reveal
significant positive correlations between employee engagement, well-being, and perceived
organizational sustainability practices. Regression analysis confirms that both engagement and
well-being significantly predict sustainability outcomes, with engagement emerging as the
stronger predictor. Qualitative insights reinforce these findings by identifying key drivers such as
leadership commitment, psychological safety, and alignment between organizational values and
employee experience. The study also uncovers challenges such as cultural resistance and a lack
of integration between human resource practices and sustainability strategies. This paper
concludes that employee engagement and well-being are not only central to workforce
productivity and satisfaction but are also foundational to building resilient, adaptable, and
ethically driven organizations. The research offers practical recommendations for embedding
these constructs into sustainability strategies and contributes to the growing recognition of
people-centric sustainability models. The findings have implications for both scholars and
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practitioners seeking to create organizations that thrive economically, socially, and

environmentally.

Introduction

In the contemporary business environment, the concept of sustainability has evolved to
encompass a multidimensional framework that integrates environmental, economic, and social
concerns. No longer limited to green initiatives or financial performance alone, sustainability
now demands that organizations consider the holistic well-being of their most valuable asset—
their people. Within this broadened scope, employee engagement and well-being have emerged
as critical levers that influence not only workplace productivity and morale but also long-term

organizational sustainability.

Employee engagement is generally defined as the emotional and intellectual involvement of
employees in their work and organization. Engaged employees are more likely to be productive,
innovative, and committed to achieving corporate objectives. Well-being, on the other hand,
refers to the overall health—physical, emotional, psychological, and even financial—of
employees. While these concepts have traditionally been the domain of Human Resource (HR)
management, their impact on broader corporate sustainability goals is now increasingly

recognized by organizational leaders and researchers alike.

The growing interest in this topic is partially driven by global shifts in workforce expectations.
Employees today seek more than just financial compensation; they prioritize meaningful work,
inclusive cultures, mental health support, and opportunities for personal growth. The COVID-19
pandemic, for instance, dramatically highlighted the vulnerabilities in organizational support
systems, bringing well-being and engagement to the forefront of strategic discussions.
Companies that adapted swiftly by prioritizing employee-centric policies fared better in terms of

resilience, operational continuity, and stakeholder trust.

From a sustainability perspective, organizations that embed employee engagement and well-

being into their strategic frameworks contribute to the social component of the Triple Bottom
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Line (Elkington, 1997)—“People, Planet, and Profit.” Social sustainability, often the most
overlooked dimension, deals with issues such as equity, labor practices, community
development, and human rights. By actively fostering employee engagement and well-being,
companies not only fulfill ethical responsibilities but also gain a competitive edge through

enhanced innovation, reduced turnover, and strengthened employer branding.

The purpose of this paper is to explore the dynamic interplay between employee engagement,
well-being, and sustainability. It seeks to demonstrate how employee-centric strategies can serve
as foundational pillars for sustainable development within organizations. Through a synthesis of
academic literature, practical case studies, and expert insights, the study proposes an integrated

framework that aligns human capital strategies with broader sustainability goals.

This exploration is especially relevant in a global context where businesses are increasingly held
accountable not just for profits, but for their overall impact on people and the planet. Therefore,
understanding and leveraging the power of engagement and well-being is not merely

beneficial—it is essential for building sustainable, future-ready organizations.

Literature Review

The growing focus on sustainability in organizational strategy has led to a renewed emphasis on
the role of human capital. Two crucial aspects that have gained attention in this context are
employee engagement and employee well-being. While historically studied as distinct areas
within organizational behavior and human resource management, recent literature increasingly

positions them as fundamental to achieving long-term sustainability objectives.

The term employee engagement was first conceptualized by Kahn (1990), who described it as
the “harnessing of organization members’ selves to their work roles.” Kahn’s model emphasized
three psychological conditions necessary for engagement: meaningfulness, safety, and
availability. Since then, numerous models and frameworks have built on this foundation.
Schaufeli et al. (2002) defined engagement as a positive, fulfilling state of mind characterized by

vigor, dedication, and absorption. Bakker and Demerouti (2008) proposed the Job Demands-
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Resources (JD-R) model, which explains how engagement is driven by job resources such as
support, autonomy, and opportunities for development.

Parallel to the development of engagement literature, the concept of employee well-being has
evolved significantly. Initially rooted in occupational health psychology, well-being was
traditionally associated with the absence of illness or injury. However, modern definitions have
become more holistic, encompassing emotional, psychological, social, and even financial
dimensions (Danna & Griffin, 1999). Diener et al. (1999) emphasized subjective well-being,
which includes life satisfaction, positive affect, and low negative affect. Contemporary research
also highlights the importance of workplace interventions that promote well-being through

flexible schedules, mindfulness programs, and supportive leadership.

Incorporating engagement and well-being into the sustainability discourse is a relatively recent
but impactful development. Elkington’s (1997) Triple Bottom Line (TBL) framework—
“People, Planet, Profit”—provides a useful lens through which to view this integration. While
environmental and economic sustainability have long been prioritized, the social dimension often
receives less attention. Scholars argue that employee engagement and well-being are central to
social sustainability because they directly affect labor practices, human rights, and the quality of

organizational culture (Shrivastava & Berger, 2010).

Empirical studies further reinforce this linkage. For instance, Harter, Schmidt, and Hayes (2002)
conducted a meta-analysis revealing that higher employee engagement correlates with better
customer satisfaction, productivity, and profitability. Similarly, studies by Grawitch et al. (2006)
demonstrate that organizations implementing well-being initiatives experience lower
absenteeism and higher innovation. These findings are echoed in more recent works such as
Eccles, loannou, and Serafeim (2014), who found a significant association between strong
human capital management and high Environmental, Social, and Governance (ESG)

performance ratings.

Moreover, engagement and well-being are shown to have a reciprocal relationship. Engaged

employees tend to report better well-being, and vice versa. This cyclical effect creates a
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reinforcing loop that enhances organizational sustainability by fostering resilience, adaptability,
and alignment with ethical standards. This is particularly important in times of crisis, such as the
COVID-19 pandemic, where employee trust, psychological safety, and organizational

commitment played a decisive role in navigating uncertainty (Kniffin et al., 2021).

However, challenges persist. Despite widespread acknowledgment of their importance, many
organizations struggle to operationalize engagement and well-being initiatives effectively.
Barriers include lack of leadership commitment, inadequate measurement tools, and disconnect
between sustainability and HR strategies. Some scholars call for an integrated approach where
these constructs are embedded into organizational culture and evaluated through robust metrics.

In conclusion, the literature reveals that employee engagement and well-being are not only
interrelated but also critical enablers of sustainable business practices. A growing body of
evidence supports the integration of these concepts into sustainability strategies, not just as
ethical imperatives but as drivers of tangible business outcomes. Future research should continue
exploring sector-specific applications, longitudinal impacts, and the role of emerging

technologies in enhancing engagement and well-being within sustainable organizational models.

Methodology

To explore the interplay between employee engagement, well-being, and organizational
sustainability, this study adopts a mixed-methods approach, combining both qualitative and
quantitative research methodologies. The rationale for selecting a mixed-methods design lies in
its capacity to provide a more comprehensive understanding of the phenomena by integrating the
strengths of both approaches. While quantitative data offers generalizable findings through
statistical analysis, qualitative insights allow for a deeper exploration of individual experiences

and organizational practices that numbers alone cannot capture.
Research Design

The study is conducted in two distinct but complementary phases. In Phase I, a quantitative

survey is distributed across a diverse sample of organizations spanning the IT, manufacturing,
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education, and financial services sectors in India. This cross-sectional survey is designed to
measure levels of employee engagement, perceived well-being, and the extent of sustainability
integration within organizational policies. In Phase 11, qualitative data is collected through semi-
structured interviews with HR managers, sustainability officers, and employees to gain deeper
insights into the challenges and success factors of embedding engagement and well-being into
sustainability practices.

Sampling Technique and Sample Size

For the quantitative component, a stratified random sampling technique is employed to ensure
representation from different industries and organizational sizes. A total of 400 employees are
surveyed, with strata based on organizational sector and employee level (entry, middle, and
senior management). This stratification helps in understanding how engagement and well-being

perceptions vary across roles and industries.

For the qualitative phase, purposive sampling is used to select 15 participants from the surveyed
organizations, ensuring they have adequate experience or involvement with HR, employee
engagement initiatives, or sustainability efforts. Participants include five HR professionals, five

line managers, and five non-managerial employees to capture multi-perspective narratives.

Instruments and Measures

Quantitative data is collected using a structured questionnaire comprising validated scales.
Employee engagement is measured using the Utrecht Work Engagement Scale (UWES)
developed by Schaufeli et al. (2002), which includes three subscales: vigor, dedication, and
absorption. Employee well-being is assessed using the WHO-5 Well-Being Index, known for its
reliability and sensitivity. Organizational sustainability practices are evaluated using a
customized version of the Sustainability Culture and Engagement Diagnostic (SCED) scale,

which includes metrics on policy integration, training, communication, and leadership support.

The qualitative interviews are guided by a semi-structured interview protocol that explores topics

such as organizational culture, perceived importance of engagement and well-being, practical
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implementation of initiatives, and employee feedback mechanisms. Each interview lasts
approximately 45-60 minutes and is recorded with participant consent for transcription and

thematic analysis.
Data Analysis

Quantitative data is analyzed using SPSS software. Descriptive statistics are used to understand
sample demographics and overall trends. Inferential statistics such as correlation analysis and
multiple regression are employed to examine the relationship between employee engagement,

well-being, and perceived sustainability outcomes.

Qualitative data is analyzed through thematic analysis using NVivo software. The transcripts
are coded inductively to identify emerging themes related to facilitators and barriers in
implementing engagement and well-being strategies. Triangulation of data from various

participant roles ensures credibility and depth of insights.
Ethical Considerations

Ethical approval is obtained from the Institutional Review Board (IRB) prior to data collection.
Participants are informed about the purpose of the study, their right to withdraw at any time, and
the confidentiality of their responses. Anonymity is maintained throughout data presentation and

publication.
Limitations

While the mixed-methods approach provides depth and breadth, limitations include potential
response bias in self-reported data and the context-specific nature of findings, which may limit
generalizability. Future research may consider longitudinal studies to assess causality and

changes over time.

Analysis and Discussion
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The analysis of the collected data reveals significant insights into the dynamic relationship
between employee engagement, well-being, and organizational sustainability. The findings from
both quantitative and qualitative phases suggest a strong and positive correlation among these
three constructs, affirming that employee-centric strategies are not only beneficial for human

resources but are instrumental in achieving sustainable outcomes at an organizational level.

Quantitative Analysis

The results from the survey administered to 400 employees across different sectors showed high
internal reliability for the scales used: the Utrecht Work Engagement Scale (Cronbach’s o =
0.89), WHO-5 Well-Being Index (a = 0.84), and the Sustainability Culture and Engagement
Diagnostic scale (o = 0.87). A Pearson correlation analysis revealed significant positive
relationships between employee engagement and well-being (r = 0.68, p < 0.01), engagement
and perceived sustainability efforts (r = 0.62, p < 0.01), and well-being and sustainability (r =
0.59, p <0.01).

Regression analysis showed that employee engagement was a significant predictor of perceived
organizational sustainability practices (f = 0.41, p < 0.001), followed by well-being (B = 0.33, p
< 0.01). Together, engagement and well-being explained 47% of the variance in perceived
sustainability practices (R? = 0.47), indicating that these variables play a substantive role in

shaping how employees view their organization’s commitment to sustainable development.

Notably, sectoral differences emerged. Employees in knowledge-intensive sectors like IT and
education reported higher levels of engagement and well-being compared to those in
manufacturing, suggesting that the nature of work and organizational culture influence the
effectiveness of engagement and well-being initiatives. Furthermore, organizations with formal
sustainability strategies and dedicated HR involvement demonstrated stronger scores across all

three constructs.
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Qualitative Insights

The semi-structured interviews enriched the quantitative data by revealing underlying
organizational narratives and cultural factors. Several themes emerged: leadership commitment,

employee voice, psychological safety, and strategic alignment.

1. Leadership Commitment: Participants repeatedly emphasized the importance of
leadership in modeling and supporting engagement and well-being initiatives. HR
managers cited active CEO involvement and sustainability champions as critical for
gaining traction within the organization.

2. Employee Voice and Inclusion: Employees expressed greater engagement when they
felt heard and included in decision-making processes. Well-being was particularly
enhanced when organizations created safe spaces for feedback, mental health discussions,
and peer support.

3. Alignment with Organizational Goals: Several organizations had integrated well-being
and engagement indicators into their key performance areas (KPAs), making them part of
the formal sustainability metrics. This alignment was perceived positively by employees,
who felt that their personal welfare was not separate from organizational success.

4. Cultural Resistance: Some participants noted resistance to change, especially in
traditional hierarchical organizations. There was a gap between policy and practice in
several firms, where wellness programs existed on paper but lacked real engagement

from employees.
Discussion

The findings are consistent with prior literature that identifies human capital as a critical pillar of
sustainability (Eccles et al., 2014; Harter et al., 2002). Engaged employees are more likely to
innovate, collaborate, and support sustainable work practices. Likewise, when well-being is
prioritized, employees demonstrate greater resilience, loyalty, and alignment with corporate

values.
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This study also confirms the mutually reinforcing relationship between engagement and well-
being, forming a virtuous cycle that contributes to long-term sustainability. Organizations that
understand this synergy can leverage it for competitive advantage, especially in turbulent times

where adaptability is crucial.

However, successful implementation depends on cultural readiness, leadership, and continuous
measurement. Mere deployment of wellness apps or workshops without addressing systemic
factors such as workload, job design, and recognition systems is unlikely to yield sustainable
results. Thus, a holistic approach that integrates well-being and engagement into the core

strategy is essential.
Conclusion and Recommendations
Conclusion

In the evolving narrative of organizational sustainability, the role of human capital—particularly
through employee engagement and well-being—has become increasingly critical. This study set
out to explore how these two constructs serve not just as HR-related goals but as foundational
elements of a sustainable organization. Through a mixed-methods approach that included both
empirical data and narrative insights, the research confirms that employee engagement and well-
being are significantly and positively associated with the effectiveness and authenticity of

sustainability practices in organizations.

The quantitative findings established strong correlations between engagement, well-being, and
the perception of organizational sustainability. Engagement emerged as a stronger predictor, but
well-being also demonstrated a meaningful contribution. This relationship underscores that
organizations cannot pursue sustainability in isolation from the people who drive their success.
Engaged and healthy employees are more likely to align with and contribute to sustainable goals,
while the pursuit of sustainability creates a culture that fosters trust, inclusivity, and purpose—

thereby fueling engagement and well-being in return.
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Qualitative insights complemented these findings by offering a deeper look into the real-world
implementation of such initiatives. Leadership commitment, alignment with business goals,
employee voice, and psychological safety were key themes that emerged as enablers of success.
At the same time, challenges such as cultural resistance, policy-practice gaps, and lack of

strategic integration revealed areas where organizations often fall short, despite good intentions.

This research contributes to the growing body of literature that repositions human resource
strategies as central—not peripheral—to sustainability agendas. It also opens the door for
organizations to rethink their sustainability frameworks by placing people at the center of the
sustainability conversation, alongside traditional considerations like environmental impact and

financial health.
Recommendations

Based on the findings, the following strategic recommendations are proposed for organizations

aiming to embed employee engagement and well-being as a cornerstone of sustainability:

1. Integrate Human Metrics into Sustainability KPIs: Employee engagement and well-
being should be formally measured and reported alongside other sustainability metrics.
Including these indicators in sustainability or ESG (Environmental, Social, Governance)
reports increases transparency and accountability.

2. Leadership Training and Advocacy: Senior leaders must be educated and encouraged
to become champions of both engagement and well-being. Leadership visibility in these
domains significantly boosts employee trust and motivation, especially during
organizational transitions or crises.

3. Adopt a Holistic Well-Being Framework: Go beyond traditional wellness programs to
address mental, emotional, social, and financial well-being. Encourage a culture of
openness where seeking help is normalized and supported.

4. Co-create Engagement Strategies: Engagement is most effective when it is co-created
with employees rather than designed solely by HR. Regular feedback mechanisms,

participatory decision-making, and recognition programs should be institutionalized.
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5. Embed into Organizational Culture: Rather than treating engagement and well-being
as standalone projects, organizations must weave them into the cultural fabric. This
includes incorporating relevant values into onboarding, leadership evaluations, and
everyday decision-making.

6. Continuous Monitoring and Adaptation: Use employee surveys, focus groups, and
qualitative interviews to continuously evaluate the effectiveness of engagement and well-
being initiatives. Adapt strategies based on real-time feedback and changing employee
needs.

7. Sector-Specific Customization: Tailor programs according to the nature of work and
industry dynamics. For example, frontline employees in manufacturing may require

different support systems compared to knowledge workers in IT or finance.

In conclusion, as businesses confront the challenges of the 21st century—climate change, digital
disruption, global pandemics—the importance of sustainable, human-centered organizations
cannot be overstated. Employee engagement and well-being are no longer optional HR luxuries
but strategic imperatives. By embedding these into the heart of sustainability strategies,
organizations not only secure long-term success but also contribute meaningfully to a more

equitable and resilient world.
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