
1

INTRODUCTION
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This conceptual research paper states the intersection of  work-life balance and sustainability within organizational contexts. As 

the modern workplace evolves, achieving a harmonious balance between professional responsibilities and personal well-being 

has emerged as a critical factor for employee satisfaction and retention. Simultaneously, sustainability has gained prominence as 

organizations increasingly recognize the importance of  environmental and social responsibility. This study proposes a 

framework that links work-life balance to sustainable practices, arguing that a sustainable workplace not only enhances 

employee well-being but also contributes to long-term organizational success. By analysing existing literature, we identify key 

strategies that organizations can adopt to promote both work-life balance and sustainability, including flexible work 

arrangements, green initiatives, and supportive workplace cultures. Our findings suggest that integrating sustainability into 

work-life balance initiatives can lead to improved employee morale, reduced burnout, and increased engagement. This paper 

contributes to the understanding of  how sustainable practices can serve as a catalyst for fostering a healthier work-life balance, 

ultimately benefiting both employees and organizations. Recommendations for future research and practical applications are 

also discussed, emphasizing the need for a holistic approach to workplace wellness in the context of  sustainability. Several 

definitions and perspectives on work-life balance in relation to sustainability in organizations from various authors over the last 

decade:

Green and Peloza (2011): They 

emphasize that work-life balance is not 

just about individual well-being but also 

about the susta inabi l i ty  of  the 

organization. A balanced workforce is 

more productive, and sustainable 

practices in managing work-life balance 

can lead to long-term organizational 

success.

Kreiner, Hollensbe, and Sheep 

(2009): This study discusses work-life 

balance as a dynamic process that 

involves the integration of  work and 

per sona l  l i f e .  T hey  a rgue  tha t 

o r g a n i z a t i o n s  c a n  p r o m o t e 

sustainability by creating policies that 

support employee well-being, leading to 

greater engagement and reduced 

turnover.
Wang and Verma (2018): They define 

work-life balance as the ability to meet 

work and personal life demands 

effectively. Their research highlights 

how organizations that prioritize work-

life balance can enhance employee 

satisfaction, which is crucial for 

sustainable organizational practices.

Demerouti et al. (2014): They propose 

that sustainable work-life balance is 

integral to employee engagement and 

well-being. Their framework suggests 

that organizations should adopt 

practices that allow for flexibility, which 

can lead to improved performance and 

sustainability.

Bakker and Demerouti (2017): They 

argue that a sustainable work-life 

balance is essential for promoting 

employee resi l ience and health. 

Org an i z a t i ons  tha t  imp l emen t 

supportive work environments can 
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foster a culture of  sustainability that 

benefits both employees and the 

organization.

Koc and Altintas (2020): They focus 

on the impact of  remote work on work-

l i f e  ba l ance ,  emphas i z ing  tha t 

sustainable work practices should adapt 

to new work environments. Their 

findings suggest that organizations can 

enhance employee well-being and 

sustainability by adopting flexible work 

arrangements.

Hoffman et al. (2021): This research 

emphasizes that organizations fostering 

work-l i fe balance contr ibute to 

sustainable development goals. They 

argue that policies that support work-

life integration are essential for retaining 

talent and promoting long-term 

sustainability.
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Morgeson and Humphrey (2008): 

They discuss the role of  job design in 

achieving work-life balance. By creating 

roles that allow employees to balance 

their  personal  and professional 

responsibilities, organizations can 

enhance both employee satisfaction and 

overall sustainability.
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Steffen et al. (2015): They discuss the 

planetary boundaries framework, which 

outlines the limits within which 

humanity can safely operate. Their work 

stresses that organizations must 

recognize and respect these boundaries 

in their sustainability strategies to ensure 

ecological integrity.

reporting standards can enhance 

credibility and trust.

Aguinis and Glavas (2012): This study 

examines corporate social responsibility 

(CSR) and its relat ionship with 

organizational performance. They 

conclude that a strong commitment to 

sustainability can lead to improved 

f i n a n c i a l  o u t c o m e s ,  e m p l oy e e 

engagement, and brand loyalty.

Garriga and Melé (2004): While 

slightly older, their work on CSR 

remains relevant, outlining various 

theories of  corporate sustainability and 

emphasizing the need for ethical 

considerations in business practices. 

They argue for a stakeholder approach 

to enhance sustainability efforts.

Krammer and Domański (2020): 

Their research on organizational culture 

and sustainability highlights how a 

supportive culture can drive sustainable 

practices. They find that leadership 

c o m m i t m e n t  a n d  e m p l o y e e 

involvement are critical for embedding 

sustainability in organizational values.

Sarkis et al. (2011): This literature 

reviews the relationship between supply 

chain management and sustainability. 

They ident i fy  best  pract ices  in 

sustainable sourcing and logistics that 

help organizations minimize their 

env i ronmenta l  foo tpr in t  wh i l e 

improving efficiency.

Lozano (2018): His work focuses on 

the integration of  sustainability into 

strategic planning processes. He 

emphasizes the importance of  aligning 

sustainability goals with business 

objectives to create a cohesive strategy 

that supports long-term success.

Recent literature on sustainability in 

modern organizations

Elkington (2018): In revisiting the 

Triple Bottom Line (TBL) framework, 

E l k i n g t o n  e m p h a s i z e s  t h a t 

organizations must balance social, 

environmental, and economic factors to 

achieve sustainabil i ty.  His work 

advocates for integrating TBL into 

corporate strategies to enhance long-

term viability.

Porter and Kramer (2019): They 

introduce the concept of  "shared 

value," arguing that businesses can 

create economic value by addressing 

societal challenges. Their literature 

highlights how sustainability initiatives 

can align business goals with societal 

needs, leading to mutual benefits.

Bocken et al. (2014): This research 

explores sustainable business models, 

identifying key strategies organizations 

can implement, such as circular 

economy principles. They discuss how 

businesses can innovate their processes 

and products to reduce environmental 

impact while maintaining profitability.

Hahn et al. (2015): They present a 

comprehensive review of  sustainability 

repor t ing pract ices,  noting that 

transparency in sustainability efforts is 

crucial for stakeholder engagement. 

T h e i r  f i n d i n g s  s u g g e s t  t h a t 

organizations adopting rigorous 

Recent literature on work-life 

balance and employee well-being

Greenhaus & Allen (2011): This 

foundational  work explores the 

relationship between work-life balance 

and well-being. They argue that 

achieving balance is essential for 

reducing stress and enhancing overall 

life satisfaction. Their framework 

emphasizes the interplay between work 

and personal domains.

Fiksenbaum (2014): This study 

e x a m i n e s  h o w  f l e x i b l e  w o r k 

arrangements impact employee well-

being. Fiksenbaum finds that greater 

f lexibility leads to increased job 

satisfaction and lower stress levels, 

highlighting the importance of  work-

life integration in modern workplaces.

Shockley & Allen (2015): Their 

research reviews various work-life 

balance policies and their effectiveness. 

They emphasize that supportive policies 

(e.g., telecommuting, flexible hours) are 

positively correlated with employee 

well-being, reducing burnout and 

enhancing job engagement.

Kreiner, Hollensbe, & Sheep (2009): 

They propose a dynamic model of  

work-life balance that considers 

personal and professional roles. Their 

findings suggest that individuals who 

e f f ec t ive l y  manag e  the i r  ro l e s 

experience greater well-being and job 
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performance.

Bakker & Demerouti (2017): This 

study links the Job Demands-Resources 

model to work-life balance, arguing that 

adequate resources (like social support) 

are crucial for managing demands in 

both work and personal life, thereby 

improving overall well-being.

Wayne et al. (2017): Their meta-

analysis shows that work-life balance 

significantly correlates with employee 

well-being, particularly in terms of  

psychological health. They emphasize 

the role of  organizational culture in 

facilitating or hindering balance.

Wang et al. (2019): This research 

highlights the effects of  remote work on 

work-life balance. They find that while 

remote work can enhance flexibility, it 

can also blur boundaries, leading to 

potential negative impacts on well-being 

if  not managed properly.

Gajendran & Harrison (2007): Their 

study on telecommuting finds that it can 

lead to improved job satisfaction and 

work-life balance. However, they note 

that the benefits depend on individual 

differences and organizational support.
Shagholi et al. (2021): They explore the 

impact of  work-life balance on mental 

health during the COVID-19 pandemic, 

h ighl ight ing that  organizat ions 

providing support (like mental health 

resources) can significantly enhance 

employee well-being.

Wong et al. (2020): This literature 

review emphasizes the importance of  

organizational commitment to work-

life balance initiatives. They argue that 

when organizations genuinely support 

balance, it leads to improved employee 

morale and retention.

These studies collectively emphasize the 

critical link between work-life balance 

and employee well-being, advocating 

for organizational policies that promote 

flexibility and support to enhance 

overall satisfaction and mental health.
 
These studies collectively demonstrate 

that employee well-being is a critical 

driver of  organizational success, linking 

enhanced well-being to improved 

performance, engagement, and overall 

business outcomes. Organizations that 

prioritize the well-being of  their 

employees are likely to experience better 

results and sustainable growth.

challenges related to work-life balance.
Wellness Programs

· Mental Health Support: Provide 

access to counselling and mental health 

resources to help employees manage 

stress.

· Physical Health Initiatives: Offer 

fitness programs, healthy eating 

options, and mindfulness sessions that 

contribute to overall well-being.
Training and Development

· Work-Life Balance Training: 

Provide workshops that teach time 

management and stress reduction 

techniques.

· Sustainability Training: Educate 

employees on sustainable practices and 

h o w  t h e y  c a n  c o n t r i b u t e  t o 

organizational goals.

 Employee Empowerment
· Autonomy in Work: Give employees 

more control over their tasks and 

projects, which can enhance satisfaction 

and reduce burnout.

· Recognition Programs: Ackno 

wledge employees who successfully 

balance work and life while contributing 

to sustainability initiatives.

Inclusive Policies
· Family-Friendly Policies: Imple ent 

parental leave, childcare support, and 

family leave options that promote a 

healthy work-life balance.

· Diversity and Inclusion: Ensure 

policies consider diverse employee 

n e e d s ,  f o s t e r i n g  a n  i n c l u s i v e 

environment that supports all work-life 

scenarios.

 Sustainable Technology
· Collaboration Tools: Use technology 

that facilitates collaboration and 
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Discussion

Several Strategies Organizations can 

adopt to promote work-life balance 

while ensuring sustainability

Flexible Work Arrangements
• Remote Work Options: Allow 

employees to work from home to 

reduce commuting and related carbon 

footprints.

• Flexible Hours: Implement flexible 

scheduling to accommodate personal 

responsibilities, which can lead to 

increased product iv i ty  and job 

satisfaction.

Sustainable Policies and Practices
· Green Commuting: Encourage 

carpooling, public transport, or biking 

to work through incentives or support 

programs.

· Paperless Initiatives: Promote digital 

documentation and communication to 

reduce waste and improve efficiency.
Supportive Organizational Culture

· Leadership Commitment: Ensure 

leaders advocate for and model work-

life balance, reinforcing its importance.

· Open Communication: Foster a 

c u l t u r e  w h e r e  e m p l oy e e s  f e e l 

comfortable discussing their needs and 

ABS International Journal of  Management
Volume XIII Issue 1 June 2025 | ISSN 2319-684X (PRINT)



9

communication without the need for 

constant in-person meetings, reducing 

travel and time spent in the office.

· Project Management Software: 

Implement tools that help manage 

work loads  e f f i c i en t l y,  a l lowing 

employees to better balance their 

responsibilities.

Feedback Mechanisms
· Regular Surveys: Conduct employee 

surveys to gather feedback on work-life 

balance initiatives and make necessary 

adjustments.

· Focus Groups: Organize discussions 

to explore employee needs and 

preferences regarding work-life balance 

and sustainability.

 Community Engagement
· Volunteering Opportunities: En 

courage employees to engage in 

community service or sustainability 

projects, which can enhance well-being 

and promote a sense of  purpose.

B y  a d o p t i n g  t h e s e  s t r a t e g i e s , 

organizations can create a supportive 

environment that not only promotes 

work-life balance but also aligns with 

sustainable practices, ultimately leading 

to a healthier workforce and a more 

responsible organization.

Here are the key outcomes of  achieving 

work-life balance and sustainability for 

both employees and organizations:
Outcomes for Employees

Enhanced Well-Being
o Improved mental health and reduced 

stress levels, leading to greater overall 

satisfaction
.
o Better physical health due to reduced 

burnout and increased opportunities for 

exercise and self-care.
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5. Sustainable Practices
o Organizat ions that  pr ior i t ize 

sustainability alongside work-life 

balance can enhance their corporate 

reputation and brand loyalty, attracting 

c u s t o m e r s  w h o  v a l u e  s o c i a l 

responsibility.

6. Innovation and Creativity
o A balanced workforce is often more 

creative and innovative, as employees 

feel empowered to think outside the box 

and contribute ideas.

7. Financial Performance
o Improved employee well-being and 

retention can lead to lower operational 

costs, increased productivity, and 

ultimately better financial performance.

8. Stronger Corporate Reputation
o Org an iza t ions  commit ted  to 

sustainability and employee well-being 

enhance their reputation, which can lead 

to increased customer loyalty and 

market share.

By fostering work-life balance alongside 

sustainability, organizations can create a 

positive cycle that benefits both 

employees and the overall health of  the 

organization, leading to sustainable 

success in the long term.

Here are several recommendations for 

modern organizations to enhance work-

life balance (WLB) while promoting 

sustainability:

1. Implement Flexible Work Policies
· Remote Work Options: Encourage 

remote or hybrid work arrangements to 

reduce commuting and suppor t 

employees' personal needs.

· Flexible Hours: Allow employees to 

choose their work hours, accom 

modating personal responsibilities and 

enhancing productivity.

Increased Job Satisfaction

o Employees who experience work-life 

balance report higher job satisfaction 

and morale, fostering a positive work 

environment.
Greater Engagement

o  A ba l anced  approach  a l lows 

employees to be more engaged and 

mot iva t ed ,  r e su l t i ng  in  h i ghe r 

productivity and creativity.
Lower Turnover Rates

o Improved work-life balance leads to 

reduced employee turnover, as satisfied 

employees are more likely to remain 

with the organization.

Enhanced Personal Relationships
o Employees can spend more quality 

t i m e  w i t h  f a m i l y  a n d  f r i e n d s , 

strengthening personal relationships 

and improving social support networks.

Outcomes for Organizations
1. Improved Productivity
o Organizations with work-life balance 

initiatives often see higher levels of  

e m p l o y e e  p r o d u c t i v i t y  a n d 

performance.

2. Reduced Absenteeism
o A supportive work environment leads 

to lower absenteeism rates, as employees 

are healthier and more satisfied with 

their work-life integration.

3. Enhanced Talent Attraction and 

Retention
o Companies known for promoting 

work-life balance and sustainability are 

more attractive to potential employees, 

leading to a stronger talent pool.

4. Positive Organizational Culture
o A focus on work-life balance fosters a 

culture of  respect and support, 

enhancing collaboration and teamwork.
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2. Promote a Healthy Work Culture
· Leadership Support: Train leaders to 

model and advocate for work-life 

balance, emphasizing its importance in 

organizational success.

· Encourage Downtime: Promote 

regular breaks and discourage after-

hou r s  commun i c a t i on  to  he lp 

employees recharge.

3. Develop Sustainable Practices
· Green Initiatives: Implement eco-

friendly practices like reducing waste, 

promoting digital communication, and 

encouraging sustainable commuting 

options.

· Wellness Programs: Offer programs 

focused on mental and physical health, 

such as fitness classes, mindfulness 

training, and mental health resources.

4. Invest in Employee Development
· Training and Workshops: Provide 

training on time management, stress 

management, and sustainable practices 

to equip employees with necessary 

skills.

· Career Development Opportun 

ities: Support professional growth 

through mentoring, coaching, and 

educational programs that align with 

employee interests.

5. Enhance Communication and 

Feedback
· Open Dialogue: Foster a culture of  

open communication where employees 

feel comfortable discussing their needs 

related to work-life balance.

· Regular Feedback Mechanisms: 

Conduct surveys and focus groups to 

gather employee feedback on work-life 

balance and sustainability initiatives, 

making adjustments as needed.

6. Create Supportive Family Policies
· Parental Leave and Childcare 

Support: Offer generous parental leave 

policies and consider providing 

childcare support or subsidies.

· Caregiver Support: Implement 

programs that ass ist  employees 

balancing work with caregiving 

responsibilities for children or elderly 

family members.

7. Utilize Technology Wisely
· Collaboration Tools: Use technology 

to facilitate remote collaboration 

without overwhelming employees with 

constant notifications.

· Digital Well-being: Encourage 

practices that promote digital well-

being, such as setting boundaries 

around screen time and after-hours 

work.

8 .  E n c o u r a g e  C o m m u n i t y 

Involvement
· Volunteering Oppor tunities: 

O r g a n i z e  v o l u n t e e r  d a y s  o r 

sustainability initiatives that allow 

employees to engage in community 

service, enhancing team cohesion and 

social responsibility.

· Sustainability Challenges: Create 

friendly competitions or challenges that 

promote sustainable practices among 

employees, fostering engagement and 

awareness.

9. Monitor and Evaluate Progress
· Sustainability Metrics: Track and 

report on sustainability initiatives and 

work-life balance outcomes to assess 

their effectiveness and make informed 

adjustments.

· Benchmarking: Compare policies 

and practices with industry standards to 

ensure competitiveness in attracting and 

retaining talent.

10. Promote a Work-Life Integration 

Approach
· Encourage Boundaries: Help 

employees create boundaries between 

work and personal life, emphasizing that 

both can coexist harmoniously.

· Personal Development: Support 

employees in pursuing personal 

interests and hobbies, recognizing their 

importance for overall well-being.

By adopting these recommendations, 

modern organizations can create a work 

environment that prioritizes both work-

life balance and sustainability, ultimately 

leading to healthier employees and more 

successful, responsible businesses.

Showcasing various organizations that 

focus on work-l ife balance and 

sustainability, along with their sectors 

and the year they implemented notable 

initiatives:
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This table provides a snapshot of  how different organizations are addressing work-life balance and sustainability within their operational 

frameworks. Here's a table highlighting recent organizations focused on employee well-being and sustainability, incorporating work-life 

balance (WLB) initiatives, along with the year, initiatives, and outcomes:
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1. Patagonia
· Sustainable Practices: Uses recycled 

materials, promotes fair labor practices, 

and advocates for environmental causes.

· Employee Well-Being: Offers on-

site childcare and flexible work hours.

· Long-Term Success: Strong brand 

loyalty and a committed customer base.

2. Unilever
· Sustainable Practices: Implements 

the "Unilever Sustainable Living Plan" 

to reduce environmental impact and 

enhance livelihoods.

· Employee Well-Being: Provides 

comprehensive health benefits and a 

focus on work-life balance.

· Long-Term Success: Increased 

market share and positive public 

perception.
3. Sales force
· Sustainable Practices: Aims for 

100% renewable energy and carbon 

neutrality across its operations.

· Employee Well-Being: Offers 

wellness programs, mental health 

resources, and f lexible working 

arrangements.

· Long-Term Success: Enhanced 

employee satisfaction and productivity, 

leading to robust growth.

4. IKEA
· Sustainable Practices: Focuses on 

sustainable sourcing and aims to 

become climate positive by 2030.

· Employee Well-Being: Implements 

family-friendly policies and promotes 

diversity and inclusion.

· Long-Term Success: Resilience in 

the market and strong customer loyalty.

5. Google
· Sustainable Practices: Committed to 

operating on 24/7 carbon-free energy 

by 2030.

· Employee Well-Being: Provides 

extensive wellness programs, mental 

health support, and flexible work 

options.

· Long-Term Success: Attracts top 

talent and maintains high levels of  

innovation.

6. Johnson & Johnson
· Sustainable Practices: Focuses on 

sustainable healthcare practices and 

reducing waste in operations.

· Employee Well-Being: Offers health 

and wellness programs and initiatives to 

promote work-life balance.

· Long-Term Success: Strengthened 

reputation and continuous growth in 

market share.

7. Adobe
· Sustainable Practices: Implements 

ene rg y - e f f i c i en t  p r a c t i c e s  and 

sustainable product development.

· Employee Well-Being: Encourages 

mental health days and provides 

resources for personal development.

· Long-Term Success: High employee 

retention rates and a strong brand 

image.

8. Starbucks
· Sustainable Practices: Committed to 

ethically sourced coffee and reducing 

waste through recycling programs.

· Employee Well-Being: Offers 

comprehensive benefits and education 

reimbursement for employees.

· Long-Term Success: High customer 

satisfaction and brand loyalty.
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This table provides an overview of  how 

modern organizations are integrating 

employee well-being, sustainability, and 

work-life balance into their practices.
Here are examples of  different 

companies applying susta inable 

practices that promote a sustainable 

workplace and employee well-being for 

long-term success:
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These companies exemplify how 

integrating sustainable practices and 

prioritizing employee well-being can 

lead to long-term success and positive 

societal impact.

Here are some examples of  modern 

organizations that have implemented 

green initiatives and social responsibility 

practices:

1. Microsoft
· Green Initiatives: Aims to be carbon 

negative by 2030, investing in renewable 

energy and innovative carbon removal 

technologies.

· Social Responsibilities: Promotes 

digital skills training and inclusivity 

through various community programs.

2. Unilever
· Green Initiatives: Focuses on 

sustainable sourcing and reducing 

plastic waste through its "Unilever 

Sustainable Living Plan.”

· Social Responsibilities: Supports 

initiatives for health and well-being, 

including women's empowerment 

programs globally.

3. Patagonia
· Green Initiatives: Utilizes recycled 

materials in products and promotes 

environmental activism through its "1% 

for the Planet" commitment.

· Social Responsibilities: Advocates 

for social justice issues and provides fair 

labor practices in its supply chain.

4. Tesla
· Green Initiatives: Designs electric 

vehicles and solar energy products to 

reduce reliance on fossil fuels.

· Social Responsibilities: Engages in 

community outreach and supports 
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Here's an overview of  sustainable 

practices in modern organizations and 

the benefits they offer to both 

employees and employers:

Sustainable Practices
1. Remote and Flexible Work Policies
o Description: Allowing employees to 

work from home or set their own hours.

o Benefits: Reduces commuting-related 

carbon footprints and enhances work-

life balance, leading to higher job 

satisfaction.

2. Energy Efficiency Initiatives
o Description: Implementing energy-

saving technologies and practices, such 

as LED lighting and smart building 

systems.

o Benefits: Lowers operational costs and 

fosters a healthier work environment, 

improving employee productivity.

3. Sustainable Sourcing
o Description: Using eco-friendly 

materials and ethical suppliers in 

production.

o Benefits: Builds a positive brand image 

and boosts employee pride in working 

for a socially responsible company.

4. Waste Reduction Programs
o Description: Initiatives like recycling, 

composting, and reducing single-use 

plastics.

o Benefits: Creates a cleaner workplace 

and engages employees in sustainability 

efforts, fostering a sense of  community.

5. Employee Wellness Programs
o Description: Offering mental health 

resources, fitness programs, and 

ergonomic workspaces.

o Benefits: Improves employee health 

and well-being, reducing absenteeism 

and increasing productivity.

sustainable energy initiatives.

5. IKEA
· Green Initiatives: Aims to become 

climate positive by 2030, focusing on 

sustainable materials and energy 

efficiency in products.

· Social Responsibilities: Invests in 

community programs and supports 

refugee employment initiatives.

6. Starbucks
· Green Initiatives: Implements 

recycling and composting programs, 

and aims to reduce carbon emissions 

and water usage.

· Social Responsibilities: Supports 

farmers through ethical sourcing 

practices and invests in community 

development projects.

7. Google
· Green Initiatives: Committed to 

operating on 24/7 carbon-free energy 

by 2030, with significant investments in 

renewable energy projects.

· Social Responsibilities: Promotes 

diversity and inclusion initiatives and 

provides support for educational 

programs.
8. Ben & Jerry's

· Green Initiatives: Uses fair trade-

certified ingredients and aims for 

sustainable packaging solutions.

· Social Responsibilities: Actively 

engages in social justice issues, including 

climate change and racial equality 

initiatives.

These companies demonstrate how 

integrating green initiatives and social 

responsibility into their core operations 

can lead to positive environmental and 

social impacts while enhancing their 

brand reputation.
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6. Training and Development on 

Sustainability

o Description: Providing education on 

sustainable practices and environmental 

stewardship.

o Benefits: Empowers employees to 

contribute to sustainability goals, 

enhanc ing  the i r  sk i l l s  and  job 

satisfaction.

7. Diversity and Inclusion Initiatives
o Description: Promoting a diverse 

workforce and inclusive culture.

o Benefits: Drives innovation and 

enhances team performance, benefiting 

overall business outcomes.

8. Community Engagement and 

Volunteering
o  D e s c r i p t i o n :  E n c o u r a g i n g 

employees to participate in local 

environmental and social initiatives.

o Benefits: Strengthens community ties 

and fosters a sense of  purpose among 

employees.

B e n e f i t s  t o  E m p l o y e e s  a n d 

Employers
· Increased Employee Satisfaction: 

Employees tend to feel more fulfilled 

when working for organizations 

committed to sustainability, leading to 

higher morale and retention rates.

· Attraction of  Talent: Companies 

with strong sustainability practices 

of ten  a t t rac t  t a l en t  who va lue 

environmental and social responsibility.

· Enhanced Productivity: Healthier 

employees, stemming from wellness 

in i t i a t ives  and a  pos i t ive  work 

environment, contribute to higher 

productivity levels.

· Cost Savings: Sustainable practices 

often lead to reduced operational costs 

(e.g., energy savings), benefiting the 

organization's bottom line.

·  Posit ive Brand Reputation: 

Organizations recognized for their 

sustainability efforts enjoy better public 

perception, which can translate into 

increased customer loyalty and sales.

· Long-Term Resilience: Companies 

that adopt sustainable practices are 

often better positioned to adapt to 

regula tor y  changes  and market 

demands, ensuring long-term viability.
In summary, integrating sustainable 

practices into modern organizations 

yields significant benefits for both 

employees and employers, creating a 

more engaged,  product ive,  and 

responsible workforce.

RECOMMENDATIONS
Here are some recommendations for 

enhanc ing  sus t a inab i l i t y  wh i l e 

promoting work-life balance in modern 

organizations:

1 .  Implement  F lex ib le  Wor k 

Arrangements
· Recommendation: Offer options for 

remote work, flexible hours, and hybrid 

models.

·  Benefit :  Reduces commuting 

emissions and allows employees to 

better manage their personal and 

professional lives.

2. Promote a Culture of  Well-Being
· Recommendation: Introduce welln 

ess programs that include mental health 

support, fitness initiatives, and stress 

management resources.

·  Benef i t :  Enhances  employee 

satisfaction and productivity, leading to 

a healthier workforce.

3 .  E n c o u r a g e  S u s t a i n a b l e 

Commuting
· Recommendation: Provide incentiv 

es for carpooling, biking, or using public 

transportation (e.g., subsidies or bike-

sharing programs).

· Benefit: Reduces carbon footprints 

and encourages a more sustainable 

lifestyle among employees.

4. Invest in Green Technologies
· Recommendation: Utilize energy-

efficient technologies and renewable 

energy sources in the workplace.

· Benefit: Lowers operational costs and 

creates a healthier working environ 

ment.

5. Adopt a Results-Oriented Work 

Environment (ROWE)
· Recommendation:  Focus on 

outcomes rather than hours worked, 

allowing employees to set their own 

schedules.

· Benefit: Promotes autonomy and 

work-life balance, leading to increased 

job satisfaction.

6. Create a Sustainable Office 

Environment

· Recommendation: Implement eco-

friendly practices l ike recycling, 

reducing waste, and using sustainable 

materials in office supplies.

· Benefit: Enhances employee pride 

and engagement in sustainability 

efforts.

7. Encourage Continuous Learning 

on Sustainability
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· Recommendation: Provide training 

on sustainable practices and environme 

ntal stewardship.

· Benefit: Empowers employees to 

contribute to sustainability goals, 

enhancing their engagement and skills.

8. Foster Community Engagement

· Recommendation:  Encourage 

employees to participate in local 

sustainability and social responsibility 

initiatives through volunteer programs.

· Benefit: Strengthens community ties 

and enhances employees' sense of  

purpose.

9. Integrate Work-Life Balance in 

Policies
· Recommendation: Revise company 

policies to explicitly support work-life 

balance, such as generous parental leave 

and vacation policies.

· Benefit: Attracts and retains top talent 

while promoting a healthy work 

environment.

10. Regularly Assess and Improve 

Practices

·  Recommendat ion :  Conduc t 

employee surveys and sustainability 

assessments to gather feedback and 

identify areas for improvement.

· Benefit: Ensures that sustainability 

and work-life balance initiatives are 

m e e t i n g  e m p l o y e e  n e e d s  a n d 

organizational goals.

By implementing these recomme 

ndations, organizations can create a 

more sustainable workplace that also 

promotes a healthy work-life balance, 

benefiting both employees and the 

organization as a whole.

ABS International Journal of  Management
Volume XIII Issue 2 June 2025 | ISSN 2319-684X (PRINT)

life balance: A review of  the 

literature and future research 

directions. International Journal 

of  Business and Management, 

15(5), 27-38. https://doi.org/10 

.5539/ijbm.v15n5p27

Ÿ  Hoffman, A. J., et al. (2021). 

Work-life balance and sustainable 

development goals: The case for 

o r g a n i z a t i o n a l  c h a n g e . 

S u s t a i n a b i l i t y,  1 3 ( 2 ) ,  8 5 7 . 

https://doi.org/10.3390/su1302

0857

Ÿ  Morgeson, F. P., & Humphrey, S. 

E. (2008). The work design 

questionnaire: Developing and 

val idat ing a comprehensive 

measure for assessing job design 

and the motivational properties of  

j o b s .  Jo u r n a l  o f  A p p l i e d 

Psychology, 93(3),  735-753. 

https://doi.org/10.1037/0021-

9010.93.3.735

Ÿ  Elkington, J. (2018). The Triple 

B o t t o m  L i n e :  1 9 9 4 - 2 0 1 8 . 

Retrieved from https://www.jo 

hnelkington.com/2018/11/the-

triple-bottom-line-1994-2018/

Ÿ Porter, M. E., & Kramer, M. R. 

(2019). Creating shared value. 

Harvard Business Review, 97(1), 

64-77. Retrieved from https://h 

br.org/2011/01/the-big-idea-

creating-shared-value

Ÿ Bocken, N. M. P., Short, S. W., 

Rana, P., & Evans, S. (2014). A 

literature and practice review to 

develop sustainable business 

model archetypes. Journal of  

Cleaner Production, 65, 42-56. 

https://doi.org/10.1016/j.jclepro

.2013.11.039

REFERENCES

Ÿ Green, S., & Peloza, J. (2011). 

Finding the balance between work 

and l i fe :  A f ramework  for 

understanding work-life balance. 

Organizational Behavior and 

Human Decision Processes, 

115(2), 157-167. https://doi.org/ 

10.1016/j.obhdp.2011.01.001

Ÿ   Kreiner, G. E., Hollensbe, E. C., 

& Sheep, M. L. (2009). Balancing 

borders and bridges: Negotiating 

the work-life interface. Academy 

of  Management Review, 34(4), 

704 -730 .  h t tp s : //do i . o rg/ 

10.5465/amr.2009.44884936

Ÿ Wang, Y., & Verma, R. (2018). 

Work-life balance: A holistic 

a p p r o a c h  t o  s u s t a i n a b l e 

o r g a n i z a t i o n a l  p r a c t i c e s . 

International Journal of  Human 

Resource Management, 29(1), 

109 -125 .  h t tp s : //do i . o rg/ 

10.1080/09585192.2017.1303603

Ÿ Demerouti, E., Bakker, A. B., & 

Bulters, A. J. (2014). The loss spiral 

of  work pressure and work-life 

balance: A longitudinal study. 

Journal of  Occupational Health 

P s y c h o l o g y,  1 9 ( 1 ) ,  1 - 1 4 . 

https://doi.org/10.1037/a00355

81

Ÿ Bakker, A. B., & Demerouti, E. 

(2017). Job demands–resources 

theory: Taking stock and looking 

forward. Journal of  Occupational 

Health Psychology, 22(3), 273-

2 8 5 .  h t t p s : / / d o i . o r g 

/10.1037/ocp0000056

Ÿ Koc, E., & Altintas, E. (2020). The 

impact of  remote work on work-

ABS International Journal of  Management
Volume XIII Issue 1 June 2025 | ISSN 2319-684X (PRINT)



16

Ÿ  Hahn, R., Pinkse, J., Preuss, L., & 

Figge, F. (2015). Tensions in 

corporate sustainability: Towards 

an integrative framework. Journal 

of  Business Ethics, 127(2), 297-

3 1 6 .  h t t p s : / / d o i . o r g 

/10.1007/s10551-014-2055-0

Ÿ Aguinis, H., & Glavas, A. (2012). 

What we know about CSR: A 

review and research agenda. 

Journal of  Management, 38(4), 

9 3 2 - 9 6 8 .  h t t p s : / / d o i . o r 

g/10.1177/0149206311436079

Ÿ Garriga, E., & Melé, D. (2004). 

Corporate social responsibility 

theories: Mapping the territory. 

Journal of  Business Ethics, 53(1-

2) ,  51-71.  https://doi .org/ 

10.1023/B:BUSI.0000039399.905

87.34

Ÿ  Krammer, S. M., & Domański, T. 

(2020). The role of  organizational 

culture in susta inabi l i ty :  A 

systematic l iterature review. 

Sustainabil ity, 12(11), 4518. 

https://doi.org/10.3390/su1211

4518

Ÿ Sarkis, J., Gonzalez-Torre, P., & 

A d e n s o - D i a z ,  B .  ( 2 0 1 1 ) . 

Sustainability and the role of  

supply chain management: A 

review of  the literature. Journal of  

Cleaner Production, 19(1), 1-12. 

https://doi.org/10.1016/j.jclepro

.2010.05.001

Ÿ Lozano, R. (2018). Sustainable 

business model innovation: A 

review.  Journal  of  Cleaner 

Produc t ion ,  197 ,  476-491 . 

https://doi.org/10.1016/j.jclepro

.2018.06.164
Ÿ Steffen, W., Richardson, K., 

Rockström, J., Cornell, S. E., 

Fetzer, I., & Bennett, E. M. (2015). 

Planetary boundaries: Guiding 

h u m a n  d e ve l o p m e n t  o n  a 

ch a n g i n g  p l a n e t .  S c i e n c e , 

347(6223), 1259855. https://d 

oi.org/10.1126/science.1259855

Ÿ Harter, J. K., Schmidt, F. L., & 

Hayes, T. L. (2002). Business-unit-

l eve l  re l a t ionsh ip  be tween 

employee satisfaction, employee 

eng ag ement ,  and  bus ines s 

outcomes:  A meta-analysis. 

Journal of  Applied Psychology, 

87(2), 268-279. https://doi.org 

/10.1037/0021-9010.87.2.268

Ÿ Warr, P. (2013). Work, happiness, 

and unhappiness. New York, NY: 

Psychology Press. https://doi.org 

/10.4324/9781315861053

Ÿ  Kahn, W. A. (1990). Psychological 

c o n d i t i o n s  o f  p e r s o n a l 

engagement and disengagement at 

work. Academy of  Management 

J o u r n a l ,  3 3 ( 4 ) ,  6 9 2 - 7 2 4 . 

https://doi.org/10.5465/256287

Ÿ Hakanen, J. J., Bakker, A. B., & 

Schaufeli, W. B. (2006). Burnout 

and work engagement among 

teachers. Journal of  School 

Psychology, 43(6), 495-513. 

https://doi.org/10.1016/j.jsp.20

05.11.001

Ÿ Bakker, A. B., & Demerouti, E. 

(2014). Job demands-resources 

theory. In The Oxford Handbook 

of  Work and Organizational 

Psychology (Vol. 1, pp. 38-64). 

O x f o r d  U n i ve r s i t y  P r e s s . 

https://doi.org/10.1093/oxford

hb/9780199646378.013.0003

Ÿ Cascio, W. F., & Boudreau, J. W. 

(2016). Investing in people: 

Financial impact of  human 

resource initiatives. Pearson.

Ÿ  Krekel, C., Ward, G., & De Neve, 

J. E. (2019). Employee well-being, 

p r o d u c t i v i t y ,  a n d  f i r m 

perfor mance.  Internat ional 

Jour na l  o f  Env i ronmenta l 

Research and Public Health, 

16(19), 3610. https://doi.org/1 

0.3390/ijerph16193610

Ÿ Grant, A. M., Curtayne, L.& 

B u r t o n ,  G .  ( 2 0 1 0 ) .  T h e 

rediscovery of  gratitude: How 

g ra t i tude  can  improve  the 

effectiveness of  work. Journal of  

Business and Psychology, 25(2), 

207-219. https://doi.org/10.1 

007/s10869-010-9198-4

Ÿ  Lang, J., & Möller, A. (2020). The 

impact of  well-being programs on 

organizational success. European 

J o u r n a l  o f  W o r k  a n d 

Organizational Psychology, 29(3), 

467-482. https://doi.org/10. 

1080/1359432X.2020.1748868

Ÿ Cohen, A., & Spector, P. E. (2021). 

Mental health and work: A review 

of  the literature. Journal of  

Occupational Health Psychology, 

26(3) ,  263-279.  ht tps ://do 

i.org/10.1037/ocp0000251

ABS International Journal of  Management
Volume XIII Issue 2 June 2025 | ISSN 2319-684X (PRINT)

ABS International Journal of  Management
Volume XIII Issue 1 June 2025 | ISSN 2319-684X (PRINT)



17

Ÿ  Morgeson, F. P., & Humphrey, S. 

E. (2008). The work design 

questionnaire: Developing and 

val idat ing a comprehensive 

measure for assessing job design 

and the motivational properties of  

j o b s .  Jo u r n a l  o f  A p p l i e d 

Psychology, 93(3),  735-753. 

https://doi.org/10.1037/0021-

9010.93.3.735

Ÿ Elkington, J. (2018). The Triple 

B o t t o m  L i n e :  1 9 9 4 - 2 0 1 8 . 

Retrieved from https://www.joh 

nelkington.com/2018/11/the-

triple-bottom-line-1994-2018/

Ÿ Porter, M. E., & Kramer, M. R. 

(2019). Creating shared value. 

Harvard Business Review, 97(1), 

6 4 - 7 7 .  R e t r i e v e d  f r o m 

https://hbr.org/2011/01/the-

big-idea-creating-shared-value

Ÿ Bocken, N. M. P., Short, S. W., 

Rana, P., & Evans, S. (2014). A 

literature and practice review to 

develop sustainable business 

model archetypes. Journal of  

Cleaner Production, 65, 42-56. 

https://doi.org/10.1016/j.jclepro

.2013.11.039

Ÿ  Hahn, R., Pinkse, J., Preuss, L., & 

Figge, F. (2015). Tensions in 

corporate sustainability: Towards 

an integrative framework. Journal 

of  Business Ethics, 127(2), 297-

3 1 6 .  h t t p s : / / d o i . o r g / 1 

0.1007/s10551-014-2055-0

Ÿ Aguinis, H., & Glavas, A. (2012). 

What we know about CSR: A 

review and research agenda. 

Journal of  Management, 38(4), 

ABS International Journal of  Management
Volume XIII Issue 2 June 2025 | ISSN 2319-684X (PRINT)

9 3 2 - 9 6 8 .  h t t p s : / / d o i . o r g 

/10.1177/0149206311436079

Ÿ Garriga, E., & Melé, D. (2004). 

Corporate social responsibility 

theories: Mapping the territory. 

Journal of  Business Ethics, 53(1-

2), 51-71. https://doi.org/1 

0.1023/B:BUSI.0000039399.9058

7.34

Ÿ  Krammer, S. M., & Domański, T. 

(2020). The role of  organizational 

cul ture in susta inabi l i ty :  A 

systematic l iterature review. 

Sustainabil ity, 12(11), 4518. 

https://doi.org/10.3390/su1211

4518

Ÿ Sarkis, J., Gonzalez-Torre, P., & 

A d e n s o - D i a z ,  B .  ( 2 0 1 1 ) . 

Sustainability and the role of  

supply chain management: A 

review of  the literature. Journal of  

Cleaner Production, 19(1), 1-12. 

https://doi.org/10.1016/j.jclepro

.2010.05.001

Ÿ  Lozano, R. (2018). Sustainable 

business model innovation: A 

rev iew.  Journa l  of  Cleaner 

Produc t ion ,  197 ,  476 -491 . 

https://doi.org/10.1016/j.jclepro

.2018.06.164

Ÿ Steffen, W., Richardson, K., 

Rockström, J., Cornell, S. E., 

Fetzer, I., & Bennett, E. M. (2015). 

Planetary boundaries: Guiding 

h u m a n  d e ve l o p m e n t  o n  a 

ch a n g i n g  p l a n e t .  S c i e n c e , 

3 4 7 ( 6 2 2 3 ) ,  1 2 5 9 8 5 5 . 

https://doi.org/10.1126/science.

1259855

Ÿ Harter, J. K., Schmidt, F. L., & 

Hayes, T. L. (2002). Business-unit-

l eve l  r e l a t ionsh ip  be tween 

employee satisfaction, employee 

eng ag ement ,  and  bus ine s s 

outcomes:  A meta-analys is. 

Journal of  Applied Psychology, 

87(2), 268-279. https://doi. 

org/10.1037/0021-9010.87.2.268

Ÿ Warr, P. (2013). Work, happiness, 

and unhappiness. New York, NY: 

Psychology Press. https://doi.org 

/10.4324/9781315861053

Ÿ  Kahn, W. A. (1990). Psychological 

c o n d i t i o n s  o f  p e r s o n a l 

engagement and disengagement at 

work. Academy of  Management 

J o u r n a l ,  3 3 ( 4 ) ,  6 9 2 - 7 2 4 . 

https://doi.org/10.5465/256287

Ÿ Hakanen, J. J., Bakker, A. B., & 

Schaufeli, W. B. (2006). Burnout 

and work engagement among 

teachers. Journal of  School 

Psychology, 43(6),  495-513. 

https://doi.org/10.1016/j.jsp.200

5.11.001

Ÿ Bakker, A. B., & Demerouti, E. 

(2014). Job demands-resources 

theory. In The Oxford Handbook 

of  Work and Organizational 

Psychology (Vol. 1, pp. 38-64). 

O x f o r d  U n i ve r s i t y  P r e s s . 

https://doi.org/10.1093/oxfordh

b/9780199646378.013.0003

Ÿ Cascio, W. F., & Boudreau, J. W. 

(2016). Investing in people: 

Financial  impact of  human 

resource initiatives. Pearson.

Ÿ  Krekel, C., Ward, G., & De Neve, 

ABS International Journal of  Management
Volume XIII Issue 1 June 2025 | ISSN 2319-684X (PRINT)



18

J. E. (2019). Employee well-being, 

p r o d u c t i v i t y ,  a n d  f i r m 

perfor mance.  Internat ional 

Jour na l  o f  Env i ronmenta l 

Research and Public Health, 

16(19), 3610. https://doi.org/10. 

3390/ijerph16193610

Ÿ Grant, A. M., Curtayne, L.& 

B u r t o n ,  G .  ( 2 0 1 0 ) .  T h e 

rediscovery of  gratitude: How 

g ra t i tude  can  improve  the 

effectiveness of  work. Journal of  

Business and Psychology, 25(2), 

207-219.  https ://doi .org/1 

0.1007/s10869-010-9198-4

Ÿ   Lang, J., & Möller, A. (2020). The 

impact of  well-being programs on 

organizational success. European 

J o u r n a l  o f  W o r k  a n d 

Organizational Psychology, 29(3), 

4 6 7 - 4 8 2 .  h t t p s : / / d o i . o r g 

/10.1080/1359432X.2020.17488

68

Ÿ Cohen, A., & Spector, P. E. (2021). 

Mental health and work: A review 

of  the literature. Journal of  

Occupational Health Psychology, 

26(3), 263-279. https://doi.org/ 

10.1037/ocp0000251

ABS International Journal of  Management
Volume XIII Issue 2 June 2025 | ISSN 2319-684X (PRINT)

ABS International Journal of  Management
Volume XIII Issue 1 June 2025 | ISSN 2319-684X (PRINT)


