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ABSTRACT:

Digitalization emerged as an urgent need for organizations during Covid -19 pandemic in remote working conditions
which enabled connecting over digital platforms for all kinds of day-today business operations. This adoption of
technology as a means of convenience and survival in the business world, also started influencing the employees” work
well — being having both positive and negative effects. Digitalization reached its peak in the recent years due to its
potential benefits in terms of e-recruitment, automation, data — driven decision making, predictive analytics etc. Its
adoption into HR practices led to enhanced employee experience causing increased level of employee engagement
through tailored Al — driven HRD interventions. It has been observed that a more engaged employee shows more
productivity, due to alignment of goals through a mutual identification with the organization. This enables the
development of a greener organizational environment and formation of green attitude where employees work efficiently,
utilizing the available resources in a responsible and effective manner producing eco-friendly products and services. In
fact, digitalization plays a crucial role in reducing the organization’s carbon foot print and attaining organizational
sustainability through automation of repetitive tasks saving time, money and energy, digital waste reduction leading to
effective production, predictive analytics to understand the future trends and identify the employee needs to provide
tailored HRD interventions aimed at enhanced employee well-being. The available literature provides evidence
establishing the relationship between employee well-being and sustainable HR practices which is said to be strengthened
by leveraging Al adoption in HR. Organizational sustainability relies on how the HR practices are suitable enough to
sustain or retain its talented employees depending on enhanced employee well-being. And this further affects
organizational sustainability depending on how much an employee feels connected and dedicated to work beyond
employee roles and responsibilities to achieve organizational goals. However, this adoption of Al into HR and its
integration, is not free from challenges, the most notable one being ‘techno stress’ caused due to work exhaustion. It
arises from techno complexity, techno anxiety and techno insecurity, affecting the employees’ work well-being in terms
of fear of losing their job as being unable to adapt to the technological advancements or ethical considerations, data
privacy concerns or issues of trust and scepticism due to social influence etc. This widens the gap in the adoption and
integration of Al into HR and it can further lead to decreased organizational performance as not being able to sustain
amidst the challenges in the competitive business world of today. The objective of this study is to analyse the current
state of research on the impact of digitalization on employee well-being and sustainable HR practices, to identify the
benefits and challenges coming across its way of adoption in HRM and to provide recommendations for organizations to
implement Al driven HR practices in a responsible and effective manner to enable enhanced employee well-being
thereby leading to organizational sustainability. The study of the available literature has given a clarity about the impact
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of digitalization on employee well-being and sustainable HR practices highlighting its potential benefits along with the
challenges it faces in the process of its adoption and integration. The findings of the studies emphasize on few possible
ways to deal with the challenges, which could be fostering a culture of work based learning, digital leadership,
knowledge sharing, knowledge diversity, employee self-efficacy, technological support at the organizational and
individual level, maintaining work life balance through IT mindfulness, sustainable HR strategies to enhance employee
work life balance by restricting use of technology etc. But the gap identified in the existing research pertains to the lack
of investigation and presentation of preventive measures to avoid techno stress thereby aiming to achieve enhanced
employee well-being and organizational sustainability. A systematic review approach based on the existing literature has
been adopted and PRISMA framework has been used to identify and include literature aiming to establish the
relationship between digitalization and its impact on employee well-being and sustainable HR practices and providing
valuable insights for industry and HR professionals to understand the challenges hidden behind digitalization. This study
provides a strong base for future scope of research on identifying digitalization as a job demand or as a job resource
thereby leveraging it's adoption in HRM in a responsible manner providing sustainable strategies to cope with the
challenges affecting employees’ well-being within an organization.

Keywords: Impact of digitalization on employee well-being, Impact of digitalization on sustainable HR practices,
Employee well-being and sustainable HR practices, Benefits of Al integration in HR, Challenges in HR digitalization,
Impact of techno stress on employee well-being .

INTRODUCTION & BACKGROUND OF THE STUDY:

Digitalization is said to be one of the most important drivers of civilization, as it affects all spheres
like education, science and human resource management.[1] Industry 4.0 has led to the introduction
of new technologies into business processes leading to widespread automation and changes which
are irreversible that have transformed the entire structure of work today.[2] This digital
transformation has both positive and negative impacts on businesses creating both opportunities and
threats for organizations.[3] Opportunities can be in the form of the need for innovation to face the
competitive business environment, being able to cater to the customer needs and wants, creating a
competent workforce to work efficiently etc.[4] Whereas, challenges lie deep into the resistance in
adoption of technology, adaption to the changing environment, accepting the changes in the work
structure, threats arising due to data privacy concerns.[5] This digitalization came across as a
shockwave during the Covid-19 pandemic which forced most organizations to adopt the practice of
remote working or teleworking where both organizations and employees were affected by this
virtual mode of working caused due to social distancing.[6] It imposed the urgent need to digitise
work which further affected employee well-being causing stress, thereby influencing both the
physical and mental health of employees. It disrupted the work-life balance and led to decreased job
satisfaction and increased unemployment rate during the pandemic.[7] The Covid-19 pandemic
acted as a catalyst to accelerate the digitalization of HR practices, thereby forcing organizations to
shift from a traditional way of working to adopting and implementing digital tools for core HR
functions starting from recruitment to workforce management.[8] As organizations started adapting
to these changes, they faced issues with the strategic management of HR functions due to significant
threats arising due to trust, scepticism, difficulty in acquiring digital competency within the
workforce, thereby leading to a decreased level of employee engagement and a lowered employee
morale.[9] The pandemic completely changed the way in which work is done at a workplace,
forcing people to stay back at home and work remotely or in a hybrid mode, in cases where the
physical presence of the worker at the workplace was mandatory, but that too for limited hours
only.[10] Therefore, in this volatile digital environment, there arises a pressing need on
organizations to enhance their corporate resilience to cope with these challenges in the competitive
business world.[11] ‘Corporate resilience’ has been defined as the ability of organizations to
overcome the challenges and recover from adversity in a quick manner.[12] This corporate
resilience can be built only if the organizations are able to align their resources with the demands of
the changing environment. This can be achieved through enhancement of digital platform
capabilities and an innovative approach towards portfolio technological resource.[13] Digital
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platform capability acts as a catalyst to build a strong cross —departmental connection through
online communication and collaboration which allows the employees from different departments to
stay connected, thereby providing a platform for continuous interaction and feedback amongst
them.[14] This not only enhances corporate resilience, but also allows the organization to make in
time adjustments in times of crisis remaining flexible enough to respond to the rapid environmental
changes, which could strongly affect the survival of the organization in this digital era.[15] Digital
platform capability through continuous employee interaction and knowledge sharing not only
engages the employees actively, but also provides a platform for informed and data-driven decision
making leading to organizational productivity and success. In fact, an innovative approach towards
portfolio technological resource which describes the set of technologies adopted and owned by an
organization to help in timely response to the adverse environmental conditions through cross-
departmental technological knowledge transfer and integration can enhance corporate resilience,
thereby enabling organizational sustainability.[16] Thus, we can say that digital transformation can
foster organizational sustainability by being able to overcome the environmental challenges and
recover from the adverse situations through a strong connectivity within employees in an
organization, built through goal alignment aimed to achieve the set organizational goals in an
effective manner. This is possible only if the employees have a heightened morale reflecting in
highly engaged employees who make optimum utilization of available resources in a responsible
manner to provide sustainable products and services in response to the environmental and social
aspects. Adoption of digital tools and platforms help organizations remain agile, flexible and
adaptable to the rapidly changing external environment, thereby fostering enhanced customer
engagement leading to operational excellence. In fact, organizations harnessing the power of
digitalization, are the ones which are able to thrive or sustain in this competitive business world of
today.[17] Digitalization acts as a linkage between employee well-being and sustainable business
practices, making their relationship even stronger. This relationship was strongly affected by remote
working conditions during the Covid-19 pandemic, which enabled people to be free from the
entangles of time, location and social circumstances, thereby affecting their lives as well as fostering
a broader social and environmental change. Being free from these restrictions, they could
concentrate more on developing innovative strategies to face the challenges in a rapidly changing
scenario, thereby leading to increased employee productivity and organizational sustainability. In
fact, organizational sustainability can be derived by practising humanistic management. Humanistic
management can be described as a place where people and their natural and social environment are
given utmost importance. In the words of Kostera, a Polish promoter of the practice of humanistic
management, a humanistically managed organization emphasizes on the creation of a positive
impact on individuals, groups and their environment.[18] This concept which focuses on the value
of an individual, respect for individual dignity and improvement of quality of life, had started years
ago in the 1930s where Elton Mayo’s motivation theory spoke of increasing employee productivity
through consideration of certain social and psychological factors. An inference was drawn from
Hawthorne experiments conducted by Elton Mayo that employee productivity is significantly
affected by these factors. It was surprisingly found that always money and good physical working
conditions cannot be the prime motivating factors. In fact, it was observed that there is an increase
in the productivity level of employees irrespective of physical working conditions and it happened
in case of employees who felt involved, recognised and valued which heightened the employee
morale. A sense of being observed and recognized was considered to be more valuable for the
employees than other physical conditions which increased employee motivation level influencing
employee productivity apparently.[19] So we can say that when an employee understands his/her
importance or role in the organization, there is an intrinsic motivation which works towards
alignment of individual goals with the organizational goals aiming to achieve organizational
success. This leads to a greener environment within the organization, enabling the development of a
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green attitude within the employees to walk an extra mile to work efficiently utilizing the available
resources in a responsible manner to provide sustainable products and services keeping in mind the
environmental and social aspects. These postulates of humanistic management which emphasize on
putting people before anything in the organization are consistent with the development and
functioning of a sustainable organization.[20] There is where the trend originated of valuing
employees and their well-being within an organization. Amongst the various aspects of
organizational management, human resource management (HRM) is one such area where the
potential benefits of artificial intelligence (Al) are being harnessed the most in the recent years. The
convergence of Al with traditional HR practices has provided innovative solutions to cater to the
demands of the dynamic work environment which is influenced by a global push towards
sustainability. The integration of Al into HR practices has provided tremendous benefits from
streamlining recruitment processes using Al algorithms to increasing employee experience using Al
powered chat bots and predictive analytics through Al driven employee surveys to enhance
employee engagement. These sustainable HR practices have not only helped HR professionals in the
digital era to conduct routine tasks efficiently, but also focus on strategic management of core HR
functions in a more effective manner.[21] Al integration into HRM is not just an emerging
technological trend, but it is aimed at a broader aspect of development of sustainable human —
centric approaches which further lead to Al driven sustainable HR practices crucial to the dynamic
business environment of today.[22] This increasing interest in the adoption of Al into HR to achieve
organizational sustainability is not free from challenges as it significantly affects employee well-
being through developing employee anxiety, job ambiguity, job security, remuneration challenges,
privacy concerns etc. [23] These further results in ‘techno stress’ which is considered to be the dark
side of digitalization affecting employee well-being.[24] This happens because organizations to
remain competitive in the new age disruptive, volatile, uncertain, complex and ambiguous
(DVUCA) environment, are continuously introducing new information and communication
technologies (ICT) which is significantly affecting employee behaviour towards its adoption.[25]
The reason behind this is that it is regulated by the factor of self-perceived level of overall ICT
competencies.[26] In the race to become competent enough to use ICT to adjust to the rapidly
changing business environment, employees have to work for long hours handling heavy workload,
thereby affecting the physical and mental health of employees.[27] The feeling of being incapable to
use ICT effectively gives rise to potential stress referred to as techno stress.[28] It is defined as a
negative psychological and behavioural response humans have due to anxiety, fatigue and
exhaustion caused due to technology overload.[29] Techno stress arising due to techno invasion,
disruption of work-life balance, techno overload, techno complexity, techno insecurity and techno
uncertainty, [30] is influenced by personal, social and cultural factors like age, gender, societal
pressure etc.[31] Therefore, certain coping strategies as protective measures for techno stress can be
suggested which are as follows: i) being optimistic and energetic about adopting the techno stressors
as growth opportunities thereby leading to eustress (good stress), compelling individuals to develop
a continuous learning and friendly attitude towards acceptance of technology [32]; ii) psychological
detachment and a restriction on the use of technology by a sense of control, could help employees to
relieve themselves from stress and also maintain their work-life balance [33]; iii) organizational and
social support are also considered as successful coping strategies where effective organizational
communication can help reduce techno stress and enhance technical self-efficacy [34]; iv) technical
support at the organizational level when required along with the implementation of tailored training
and development programs, could help employees cope with the adaptation of new technology and
reduce the level of job dissatisfaction arising due to techno stress [35]; v) handling techno invasion
in an effective manner by drawing boundary lines between working and non-working hours, thereby
fostering a good work-life balance and higher level of job satisfaction [36] ; vi) fostering the
development of digital leadership which is described as a combination of innovative leadership
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skills and digital competencies thereby enabling digital awareness, digital visioning, digital strategy,
digital execution, can further help employees enhance their digital capabilities aiming at
achievement of organizational goals and objectives.[37] The mentioned strategies are only a few as
suggested in some of the available literature, but there no proper scientifically substantiated
evidence of investigation and presentation of protective or preventive measures to avoid techno
stress. [38] There is dearth in the current state of research on the coping mechanism of techno stress.
There is no comprehensive systematic overview of research regarding the coping strategies or the
ways to effectively reduce the level of techno stress yet.[39] Available studies have mostly
highlighted the causes and consequences of techno stress and only few specific reviews talk about
the prevention strategies.[40] Therefore, techno stress arising from digitalization can be viewed as a
job resource or a job demand and since available studies report more on the negative impact of
techno stressors and less on their positive impact, there arises the need to highlight the potential
benefits of Al integration in HR with respect to enhancement of employee well-being and
sustainable HR practices to face the challenges in the rapidly changing dynamic business
environment.

Given this set up for the study, the following are the research objectives:-

1. To analyse the current state of research on the impact of digitalization on employee well-being.

2. To investigate the impact of digitalization on sustainable HR practices.

3. To establish the relationship between employee well-being and sustainable HR practices affected
by Al integration.

4. To identify the potential benefits of digitalization of HR practices for employee well-being and
organizational sustainability.

5. To analyse the challenges coming in its way of adoption and integration for employee well-being
and sustainable HR practices.

6. To provide recommendations for organizations and HR professionals to implement Al driven HR
practices in a responsible and effective manner to enable enhanced employee well-being thereby
leading to organizational sustainability.

METHODOLOGY:

This study is based on a systematic literature review. A PRISMA framework which stands for
Preferred Reporting Items for Systematic Reviews and Meta-Analyses has been adopted to provide
a clear, well-structured and reliable research design and to improve the quality and transparency of
the findings of the study, thereby reducing the bias in the reporting system. The PRISMA
framework involves four important steps namely identification, screening, eligibility and inclusion
that help the researcher to search and include relevant literature pertaining to the aim of the
study.[41] Based on this framework, this study sought to find research articles published mostly
between 2020 to 2024 and few between 2016 to 2019 through backward citation searching method
to gather all relevant information based on available theories and observation, experience and
experimentation in relation to the impact of digitalization on employee well-being and sustainable
HR practices, highlighting the benefits derived and the challenges that come its way of adoption and
integration in HRM.

Inclusion and exclusion criteria:

Based on the titles and the abstracts of the selected studies, an initial screening was done followed
by further analysis wherein these documents were thoroughly investigated to identify the research
areas used by authors, available models and theories with respect to Al integration in HR and its
impact on employee well-being and sustainable HR practices. The exclusion criteria was based on
publications which were not pertinent to the theme, context and realm of the study and also based on
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FINDINGS & ANALYSIS:

Impact of digitalization on employee well-being:

Al can be described as ‘curse or a blessing’ for employees in the near future based on its adoption,
integration, application and management.[42] Its role can be both fascinating or concerning.[43] The
beneficial side of digitalization can be seen in terms of automation of tasks, implementation of e-
HRM systems, enhanced communication and collaboration, use of HR analytics, development of
digital competencies etc.[44] It is believed to be a social trend that can affect all types of businesses
at almost all levels, highlighting its uncertainties as well.[45] It is very difficult to predict the future
of human jobs with Al automation as it depends on factors like industry, economy and government
policies. On one hand, it can improve work efficiency and on the other hand, it can create problems
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for employees as machines can replace humans for tasks which required human intervention earlier.
Machines can provide better employee experiences like for example, automated chat bots answering
frequently asked questions in one go providing real-time experiences.[46] Studies report how Al
integration in HR in the form of e-HRM systems like e-recruitment, on boarding and remote
working which accelerated during the Covid-19 pandemic has highlighted the importance of
digitalization in HRM as it has helped immensely in reducing the burden of HR professionals,
thereby enabling them to focus on strategic initiatives.[47] In fact, HRM has gone through an
evolution from being a support function to becoming a strategic business partner in order to achieve
organizational goals in the digital era.[48] HR analytics has helped in optimizing processes to
provide data-driven decision-making and it has gained immense importance in the recent years in
providing valuable insights through analysis of current HR data and forecasting future trends and
outcomes in the workforce.[49] Though Al is said to revolutionize the global economy, its journey
from its adoption to its effective implementation is full of challenges which include technical as well
as human-centric barriers, thereby leading to disappointing results or increased chances of non-
adoption.[50] There are many organizations that focus primarily on the efficiency and productivity
element of Al and less on the human factors.[51] They fail to understand the fact that Al
implementation is not always about ethical responsibilities, but it is a strategic initiative from
business point of view to retain the talented workforce. And if the human-centric adoption of Al is
ignored, it can create immense problems for organizations to retain skilled professionals, thereby
affecting organizational performance and productivity. This can further influence the customers
leading to a decrease in the willingness to purchase from a company which does not value the
human element.[52] The adoption of new age technologies based on Al automation have raised a
serious concern amongst employees creating a fear of job loss, decreased human participation,
deterioration in job quality, human-machine conflict, job polarization, wage gap etc.[53] These
issues which can tremendously affect employee well-being leading to deterioration of physical and
mental health of employees, have been reported in a comprehensive report on future of work by five
international organizations like International Labour Organization, Organisation for Economic
Cooperation and Development, United Nations Industrial Development Organization, United
Nations Development Programme, and World Bank, to have caused job losses, social and economic
inequality, job uncertainty and insecurity etc.[54] Digitalization is said to have blurred the boundary
line between work and professional life leading to the rise of crowd work, potential for deskilling,
societal polarization and urbanization of industries which have significantly raised job security
concerns further affecting employee well-being.[55] Therefore, we can say that though digitalization
can be seen to be truly beneficial in increasing organizational efficiency, performance and
productivity, on the other hand it also has adverse effects on employee well-being in terms of
anxiety, stress, burnout etc. which cannot simply be ignored.[56]

Impact of digitalization on sustainable HR practices:

Witnessing the potential benefits of Al integration into HR, a question arises that how much are the
employees resilient to adapt to the rapid changes taking place in the organizational environment
caused due to digitalization of HR practices. The change can only take place if the employees are
ready to accept it and up skill and reskill themselves to cater to the challenges arising in the external
environment. In fact, employee resilience is an important factor to drive organizational
sustainability through the development of sustainable HR practices, thereby affecting employee
behaviour.[57] This resilience of employees arises due to a sense of belongingness towards the
organization leading to a committed attitude of employees towards achievement of organizational
goals. This strong connectivity acts as a catalyst in enhancing the level of employee
engagement.[58] The alignment of individual goals with the organizational goals triggered by Al
driven sustainable HR practices has a significant effect on employee behaviour, thereby influencing
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employee performance and productivity.[59] Studies have shown that a highly engaged employee
with a heightened morale is likely to show organizational commitment leading to the development
of a green attitude to work an extra mile beyond assigned roles and responsibilities. This further
leads to decrease in employee turnover, absenteeism fostering organizational sustainability.[60]
Sustainable HRM refers to the commitment towards the triple bottom line which emphasizes on its
impact in relation to economic, social and environmental aspects.[61] Al driven sustainable HRM
practices enable the fusion of traditional HR practices with the transformative ability of Al
contributing immensely in the strategic management of core HR functions. It helps businesses to not
only focus on economic returns, but also concentrate on sustainable growth through reduction of
their carbon footprints and enhancement of broader social and environmental footprints.[62] The
concept of Al driven sustainable HRM practices can be better explained through the Ability-
Motivation-Opportunity (AMO) framework which highlights the importance of employee
capabilities, incentives and motivation on organizational outcomes.[63] According to this model,
employee ability which refers to its capability to achieve organizational goals and objectives, can be
enhanced by implementing Al driven employee surveys to scan the employee sentiments and
understand the employee needs and wants, thereby enabling organizations to provide tailored
training and development programs for employees in need. Al integration into HR can help provide
personalized learning experiences and career development programs fostering enhancement of
employee skills and competencies which further affects organizational performance and
sustainability.[64] Enhancement of employee capability leads to an intrinsic motivation to work
efficiently and to perform well. Al integration provides a platform for an effective performance
appraisal, thereby providing rewards and incentives to recognize employee achievements in an
unbiased and error free manner. It helps to identify the specific improvement areas and provide real-
time feedback to employees. This further increases the employee engagement level leading to
enhanced job satisfaction and increased retention rate resulting in organizational sustainability.[65]
Electronic performance appraisal system is one such digitalized HR practice whose effective
implementation can contribute largely to influence employee attitude towards organization through
a fair appraisal system and constructive feedback for improvement and heightened employee
morale.[66] It is believed that highly motivated, committed and engaged employees lead to
increased social sustainability of an organization.[67] Social sustainability refers to the employee
ability to work collaboratively as a team in any situation which increases the integration amongst the
workforce.[68] In fact, no organization can develop sustainability if there is individualism over
powering collectivism within the employees as it doesn’t allow alignment of goals required for
organization success.[69] Al driven HR practices increase collaboration within employees, help in
better decision making through data-driven insights and optimise the processes in which work is
done enabling cost reduction by reducing digital waste, [70] thereby creating opportunities for
employees to develop, grow and succeed by focusing on creativity and innovation required for
strategic management of core HR functions rather than getting stuck with routine tasks and
remaining unproductive.[71] Therefore, we can say that digitalization is contributing largely
towards organizational sustainability by maintaining the flexibility and agility of HR functions in
the digital era. In fact, remaining agile is a crucial factor in achieving sustainability and studies
report that it is being widely used in leading organizations like Google, Apple, Facebook, Amazon
and Microsoft.[72]

Impact of Al driven sustainable HR practices on_employee well-being: leveraging human
centric HRM approach for sustainable development:

Studies say that the combination of technological progress and the population change after Covid-19
pandemic has largely affected both organizations and employees. Researchers have identified
‘sustainable employability’ as a means to empower both employees and employers to align their
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goals towards achievement of organizational success through the development of an inclusive and
adaptive workforce capable of addressing the challenges lying in the competitive business
environment of today. Sustainable employability can be described as an employee’s continuous
ability to deliver value based performance maintaining a sound mental and physical health condition
throughout the entire employee life cycle. With the rapid advancements of technology, it is very
important for employees to up skill and reskill themselves to become competent enough to accept,
adapt and adjust according to the evolving market conditions.[73] To build a resilient workforce,
organizations need to focus on the human element rather than solely concentrating on the economic
returns, as people are said to be the real assets of an organization. In fact, it is the competent
workforce which drives the organization towards a sustainable future. To bring about this change,
organizations should focus on a human centric HRM approach. As per the human centred agenda
defining the future of work as stated by the International Labour Organization, this approach aims at
placing the people in the centre of the economic and social policy and business practice, thereby
strengthening the social contract. It aims at investing in people to up skill and reskill themselves to
meet the challenges of the digital workplaces in order to provide them with sustainable employment
opportunities. The lack of required digital skills arising due to the digital transformation of
workplaces can affect both employees and organizations if not addressed in time. It can lead to job
loss for many semi-skilled employees who remaining incapable to adapt to the rapid environmental
changes will be left out and this will have an adverse effect on employee well-being. In the
organizational context, retention of digitally skilled workers is crucial for a sustainable
organizational growth and success in the digital era.[74] In a highly competitive business
environment, organizations are under immense pressure to enhance their operational efficiency, to
maintain workforce stability and uphold the triple bottom line concept of encompassing the three
key factors people, planet and profit for driving organizational productivity and success.[75] The
modern approach towards organizational welfare emphasizes on the very element of employee well-
being alongside financial growth which further leads to enhanced employee engagement, increased
job satisfaction and long term organizational productivity, thereby fostering organizational
sustainability amidst the challenges of the evolving digital workplaces.[76] The sustainable
development of Industry 4.0 is affected by certain human related barriers like digital skill gaps,
socio-economic inequalities, job loss, leadership, organizational culture etc.[77] So we can say that
sustainable development of an organization can be possible only if the approach is towards being
socially responsible and working in a people centric framework, thereby enhancing employee
morale leading to increased employee engagement, productivity and performance.[78] A highly
motivated workforce is driven by intrinsic motivation to work beyond assigned roles and
responsibilities to achieve organizational goals, thereby leading to the development a greener
environment within the organization. If employees feel connected and supported, it will lead to
enhanced communication and immense knowledge sharing amongst employees regarding awareness
about green process innovation. Therefore, leveraging the internal green social capital is crucial in
strengthening the benefits derived from green process innovation towards development of
organizational sustainability.[79] Keeping in mind that humans are the most valuable assets of an
organization, it becomes all the more important to focus on the mental and physical well-being of
employees. Therefore, sustainable HRM practices are aimed to link organizational sustainability
with HRM to focus on developing a healthy, resilient and inclusive workforce capable to beat the
upcoming environmental challenges and to create a platform for the growth of sustainable practices
within the organization.[80] This is further accelerated by sustainable leadership that involves
emphasizing on the human element considering their growth, development and well-being, thereby
safe guarding the relationship between employees, organizational leaders and sustainability. This
approach can lead to a positive developmental process for both employees and organizations acting
as a preventive measure to address the challenges arising in the dynamic organizational
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environment. Therefore, practices involving the sustainable modification of HRM strategies is
crucial to handle such environmental issues and also to effectively manage the negative side of
feedback and possible side effects related to it.[81] The importance of sustainable HRM practices
and well-being is dependent on attaining the SDG goals, thereby fostering human capital
development to create a competitive edge for the organization in the digital era.[82] Employee well-
being arising as a significant worrying factor for organizations, the integration of Al into HR
practices can do wonders to scan the mental and physical health condition of employees, thereby
identifying the factors influencing employee well-being and further enhancement of employee
engagement level, productivity and performance. These factors which need to be addressed at the
earliest to foster organizational sustainability and productivity, can be measured and evaluated by
the implementation of digital tools in an effective and responsible manner. Al enabled automated
cameras can be installed at different positions at the workplace to scan the employee activity and
specific emotional characteristics during official working hours. These cameras can capture clicks of
employees at specific intervals during working hours and then the computerized vision can be used
to separate the personal conduct standards data to scan employee feelings like uneasiness,
discomfort or other psychologies issues through identification of specific emotional characteristics.
It helps in the effective measurement of employee satisfaction factor and how glad the employee
feels at work and enables HR managers to address the related issues through frequent counselling
sessions and meetings aimed at improving employee satisfaction level which directly affects
employee well-being.[83] The implementation of Al sensors can help track employee movements
and activities throughout the day, for example recording the amount of time the employee remains
seated or remains constant in a certain position for work. The calculation of total working hours can
be easily done through this process, enabling the HR administrative officer to track employee
productivity crucial for organizational success.[84] This technology can track the employee eye
movements to scan the level of distraction or engagement during working hours, thereby enabling
HR managers to conduct life skill training programs for employees to help them in enhancing work-
life balance. An employee with a sound mental and physical health condition can actively
concentrate and work more efficiently showing higher productivity.[85] Therefore, we can say that
the use of Al in HR has a tremendous potential to revolutionize the way in which the core HR
functions are conducted to enable enhancement of employee well-being further leading to
sustainable growth and development of the organization.[86] In fact, the success of core HR
functions depends on the factor as to how much an organization is able to derive the potential
benefits of digitalization of HR practices, balancing it with the human empathy and judgement
applied in these practices.[87]

Benefits of Al integration in HR:

The digitalization of HR practices has led to a tremendous transformation in the way in which
traditional core HR functions are conducted, giving rise to a technology enabled system ‘people
analytics’. It is such an approach that has changed the organizational attitude towards HRM. It is an
analytical tool which collects and analyses HR data aimed at improving employee performance and
well-being, thereby providing a competitive edge for the organization through data-driven decision
making in a bias-free manner with accuracy and precision. The contribution of this technology is
much more than just enhancing the traditional HR functions, as it has a multi-dimensional impact on
organizations starting from talent management to employee engagement and even predicting the
future workforce trends to enable formulation and implementation of effective organizational
strategies to achieve organizational sustainability and success. People analytics also known as
workforce analytics is described as the science of employee behaviour and productivity which has
witnessed a huge shift in the way in which organizational workforces are managed today.[88] The
practical applications of people analytics has provided immense benefits through tailored and
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personalized learning and development programs focusing on enhancement of employee experience.
Implementation of Al chat bots to answer raised questions immediately in an effective manner has
led to the enhancement of employee satisfaction level leading to increased engagement, thereby
making the employees more productive and involved in their work.[89] Al and machine learning
technology have proved to be immensely beneficial in identifying biases and errors in the existing
recruitment and performance evaluation procedures. It highlights areas where biases may exist
based on analysis of historical HR data, enabling organizations in data driven decision-making
which is free from any kind of errors. This further helps organizations to develop an equitable and
inclusive workforce, thereby incorporating the principles of diversity and inclusion in the workplace
to attain a sustainable organizational growth and development.[90] The strategic application of
people analytics enables organizations to leverage the data, insights and tools to support
organizational decision —making and process optimization.[91] Digital transformation plays a
crucial role as it involves profound changes in the business models, organizational culture and the
organization’s value chain, thereby affecting the nature and type of jobs and the people who are
going to manage it.[92] Therefore, creating an adaptive and inclusive workforce becomes
imperative in response to the rapidly changing business environment. The integration of Al in talent
management requires organizations to take strategic initiatives to improve the individual skills of the
employees as well as to establish co-ordination between people, processes and technologies.[93] In
fact, more than anything else digital transformation needs talent and the combination of the right
people, data and processes led by a leader who can drive change, is something which organizations
can do to develop a competent workforce to face the challenges arising in the digital era.[94]
Therefore, we can say that with an aim to attract, develop and retain talent within the organization,
the area of talent management is immensely benefited by digitalization through various technology
enabled systems efficient in screening the right talent to identifying the skills gaps, thereby leading
to tailored training and development programs fostering the enhancement of employee engagement
affecting employee well-being. Improvement of employee well-being leads to increased motivation
level and a motivated workforce is more likely to continue working for a longer tenure in an
organization, thereby fostering enhancement of employee retention. Retention of talented employees
is crucial for organizations to remain competitive in the digital era. Focusing on the value
employees have in an organization, taking care of their physical and mental well-being is an
extremely important factor affecting organizational sustainability. Al powered systems like cameras
and sensors can be used to analyse the employee health data to identify patterns indicating certain
health issues and to provide personalized health recommendations or workplace health and safety
guidelines, to improve workplace ergonomics by tracking certain musculoskeletal disorders and
making necessary ergonomic workstation adjustments to create a safe working environment for
employees, thereby preventing potential workplace hazards.[95] These devices can help in
improving employee experience by scanning the employee comfort level at work and providing
recommendations to adjust the temperature and humidity levels at the workplace, making desk or
chair adjustments as employee preferences etc., thereby optimizing the workplace environment for
employee comfort. The workplace environment acts as a crucial factor affecting employee
performance and productivity as any kind of discomfort at the workplace can become a potential
cause for stress. These causes if not identified and addressed in time, can have an adverse effect on
employee well-being, thereby affecting organizational sustainability through decreased job
satisfaction and engagement level.[96] Al based performance management systems can provide
accurate, bias-free, objective evaluations to measure employee productivity. They can improve
employee performance level through tailored development programs and a real-time feedback
system enabling employees to work immediately on their identified areas of improvement. Al
driven employee surveys use Natural Language Processing (NLP) to provide insights into emerging
workforce trends. These surveys can extract useful information from a large amount of unstructured
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data related to employee feedback and analyse employee sentiments to gain deeper insights into
various employee related issues, thereby enabling organizations to develop strategies to enhance
employee satisfaction and engagement further affecting employee well-being.[97] These mentioned
benefits of Al integration in HR pave the path towards adoption of Al driven HR practices for
employee well-being and organizational sustainability.

Challenges in HR digitalization: impact of techno stress on employee well-being:

Before opting for adoption of Al driven HR practices, organizations need to consider the fact that
digitalization of HR practices is not free from challenges. As discussed earlier, the rapid changes
due to digitalization have affected employee’s work well-being in the following manner: fear of job
loss due to automation of many manually executed tasks; people unable to adapt to the rapid
changes due to lack of digital skills; ethical considerations and data privacy concerns as it involves
handling and analysis of huge amount of employee data; issues of trust, scepticism due to social
influence etc. These are some possible reasons which have probably widened the gap in the
adoption and integration of Al in HR for organizational growth and success. The anxiety and
frustration arising out of these challenges leads to ‘techno stress’ which further affects the physical
and mental health of employees. Techno stress arises due to the following reasons: i) techno
invasion which arises due to the fact that technology is invasive and it is an integral part of every
day’s life in this digital era; ii) being connected online always for work hampers the personal space
of employees, thereby affecting the work-life balance; iii) techno overload resulting in increase in
work load amplified by the huge amount of work-related information that it carries; iv) techno
complexity arising due to inability to adapt to the technological advancements, thereby giving a
feeling of inadequacy and dissatisfaction; v) techno insecurity arising due to fear of job loss due to
incapability to achieve organizational goals and objectives; vi) rapid advancements lead to constant
changes compelling the workforce towards continuous learning in order to survive in the digital
era.[98] The available literature on techno stress has identified many factors that can influence the
stressors affecting employee well-being which can be stated as individual differences,
organizational characteristics and perceptions related to technology and its characteristics.[99] In the
organizational context, techno stress arises due to security issues and role stress which has an
adverse effect on the psychological well-being of employees.[100] This further affects the
individuals physiologically resulting in disturbed sleep, increased cardiovascular strain and
hormonal changes etc.[101]According to the Transactional Model of Stress (TMS), there are two
ways in which people respond to stressful situations which can be characterised as primary appraisal
and secondary appraisal. The primary appraisal may be in the form of threat or challenge and the
secondary appraisal may be in the form of control. This leads to diverse emotional responses
including negative ones like anxiety and discontent and the positive ones being excitement and
enjoyment.[102] Studies have tried to position techno stress in the Job Demands-Resources Model
(JD-R) to understand the multi-dimensional aspect of it. The model illustrates that employees are
affected by two broad categories of factors namely job demands and job resources. Job demands are
described as those which require constant physiological and psychological effort caused due to work
overload, deadlines, workplace conflicts and fear of job loss. On the other hand, job resources are
described as those which are proportionate to the achievement of work related goals which can be
characterised as social support, control over one’s own self to do the work efficiently and receiving
performance feedback which help reduce the physiological and psychological costs associated with
it. Therefore, this model shows that high job demands and low job resources can lead to anxiety,
burnout, and dissatisfaction having a negative effect on employee well-being. Whereas, high job
resources and low job demands lead to higher employee engagement, thereby positively affecting
employee well-being resulting in increased productivity and performance. So, we can say that by
increasing the job resources and lowering the job demands, can reduce the stress level of employees
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and keep them motivated and contented to work towards achievement of organizational goals,
thereby leading to organizational sustainability.[103] In fact, organizations can play a crucial role in
reducing the job demands and creating job resources to cultivate a supportive and resourceful
environment providing timely feedback and tailored training and development programs, thereby
enabling employees to up skill and reskill themselves acquiring the required competencies in the
form of digital skills to face the challenges of the dynamic business environment.[104] As already
discussed, few possible coping strategies as mentioned in a few reviews talk about maintaining self-
control on the usage of technology through IT mindfulness. This means to regulate the digital habits
pertaining to the usage time of technology by prioritizing the work and keeping it aside and
switching off from it when at home or personal work, so as to maintain a good work-life balance.
Other strategies could be reframing the situations trying to visualize the positive side of it or being
optimistic reinterpreting the situations in a positive manner, thereby compelling employees to feel
motivated to work towards its achievement with enthusiasm and a positive mind set. [105]

IMPLICATIONS:

This study explores the factors influencing the gap in the adoption and integration of Al in HRM,

highlighting the impact of digitalization on employee well-being and sustainable HR practices.

Therefore, there are some implications based on the findings of the study which are as follows:

1. To develop informed organizational strategies for implementing digitalization for employee well-
being and sustainable HR practices.

2. To improve employee experience by understanding the impact of digitalization on employee
well-being.

3. To implement sustainable HR practices that can balance the organizational needs with employee
well-being.

4. To help HR practitioners understand the need and importance of digital literacy for employees,
thereby enabling them to develop strategies to support digital skill development.

5. To emphasize the need for an employee-centric approach towards digitalization, prioritizing
employee well-being and sustainable HR practices.

CONCLUSION:

The summation of this systematic literature review goes as follows:

To provide a background to the study, the existing literature was carefully screened and included to
show how the Covid-19 pandemic had changed the entire work culture of organizations due to the
revolutionary change brought about through digitalization of workplaces, thereby influencing the
physical and mental well-being of employees further affecting employee motivation. This is
regulated by crucial factors like employee engagement, retention, performance and productivity
further affecting sustainable organizational growth and success. The study includes research articles
searched within six categories addressing the different aspects of the study to explore the impact of
digitalization on employee well-being and sustainable HR practices, thereby establishing a
relationship between them and highlighting the benefits of HR digitalization and the challenges it is
facing in its adoption and integration in HRM. The findings of the study reveal that despite of the
potential benefits of HR digitalization as reported in various studies, not all organizations have fully
adopted this change till date. Therefore, the review aims at highlighting the impact of digitalization
on employee well-being which further affects organizational sustainability. Amongst the challenges
in the adoption and integration of Al in HR reported in the studies, the possible reasons encountered
were related to individual differences, organizational characteristics and the perception people have
towards technology and its characteristics. The most notable challenge in the digital era has been
found to be techno stress which affects employee well-being thereby influencing organizational
sustainability. The studies have highlighted the causes and consequences of techno stress on
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employee well-being very clearly, but less significance has been there in bringing out the coping
mechanism necessary to leverage the adoption intention of Al in HRM. Since it is the people who
have been highlighted as the main assets of an organization in most of the studies, therefore, through
the review it has been proposed to emphasize on an employee-centric approach towards
digitalization, prioritizing employee well-being and sustainable HR practices. This is said to be
crucial, as it is the competent workforce that can help an organization achieve its goals in an
effective manner addressing the challenges of the dynamic business environment in the digital era.
The study provides recommendations for HR practitioners and organizations to implement
sustainable HR practices that support the up skilling and reskilling of employees to develop an
adaptive, inclusive and competent workforce to face the upcoming challenges of digitalization,
highlighting the need and importance of digital literacy amongst employees in this digital era. The
study aims to bridge the gap between the adoption and integration of Al in HRM by highlighting its
impact on employee well- being, thereby affecting organizational sustainability. Based on the
review, only few studies have talked about the coping strategies or ways to handle the challenging
situations faced by organizations in the digital era. There is no proper scientifically substantiated
evidence of investigation and presentation of protective or preventive measures to avoid techno
stress in the studies reviewed. There are also some limitations to the study as it is based on research
publications included mostly between the time span of last 4 years especially pertaining to the
impact of digitalization during the post Covid-19 scenario when it was at its peak. The rest of the
studies included are mostly based on previous reviews retrieved through backward citation
searching to get into the depth and understanding the different aspects of the study to establish the
relationship and impact of digitalization on employee well-being and sustainable HR practices.
Though the authors have tried their level best to analyse and report the findings as much as possible
within the limited scope of the study, yet researchers can advance with the following future research
directions to understand the importance and the need of integration of Al in HRM for a sustainable
organizational growth and success:
1. To conduct primary research in order to provide more in-depth insights into the impact of
digitalization on employee well-being and sustainable HR practices.
2. To conduct context-specific research in the said area to identify unique challenges and
opportunities.
3. To conduct longitudinal research in order to provide insights into the long term impact of
digitalization on employee well-being and sustainable HR practices.
4. To incorporate interdisciplinary approaches to provide a more comprehensive understanding of
the research topic.
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