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INTRODUCTION

More and more people are looking to universities and

Abstract: Scholars and policymakers are paying increasing attention to
the long-term viability of HRM at universities, especially as it relates
to faculty and staff health and the efficiency of educational institutions.
Academic educators face a multitude of challenges in their work
contexts, including increasing workloads, performance demands,
digitalisation, and changing expectations from institutions. These
factors greatly impact their physical, mental, and social health. Against
this background, this research systematically reviews the literature to
investigate how academic educators' viewpoints and experiences shape
the connection between human resource sustainability and employee
wellbeing in higher education. Finding, screening, and analysing
empirical and conceptual papers published in the previous 20 years that
were peer-reviewed according to recognised systematic review
processes. Faculty wellness outcomes, including job satisfaction,
engagement, mental health, burnout, and organisational commitment,
are examined in this review, along with evidence on important aspects
of sustainable HRM practices such as workload management, work-
life balance, participative governance, professional development,
leadership support, job security, and inclusive institutional cultures.
The results show that sustainable HR practices are essential for
educators' well-being, as they reduce stress and burnout while
simultaneously increasing academic staff's motivation, resilience, and
sense of purpose. In higher education institutions that are both
performance-driven and resource-constrained, the evaluation notes
significant gaps between policy goals and institutional
implementation. This systematic study focuses on academic educators
and adds to the existing body of knowledge by bringing together HR
sustainability and employee wellbeing within a single analytical
framework. In light of this, it is clear that universities must abandon
HR strategies focused on short-term productivity in favour of more
comprehensive, people-centred, and sustainability-driven methods.
Policymakers, university administrators, and human resources experts
may use the study's findings to create academic workplaces that are
healthy, resilient, and sustainable. It also identifies research needs.

Keywords: Human Resource Sustainability; Employee Wellness;
Sustainable Human Resource Management (Sustainable HRM);
Higher Education Institutions; Academic Educators; Faculty Well-
Being; Work—Life Balance; Burnout; Organizational Commitment;
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development. The pursuit of health-related
Sustainable Development Goals (SDGs) and

colleges to help society advance in this age of ever-
changing global problems and hopes for sustainable

changing life expectancy trends are both highlighted
in the World Health Organisation's [1] World Health
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Statistics [2] report. The belief that education is a
powerful tool for sustainable development has not
wavered amid these endeavours. Its multi-purpose
nature includes facilitating equitable access to
vocational and higher education, eliminating
economic and gender gaps, and fostering inclusive
and high-quality education for everyone. In academic
discussions, the key link between sustainable
development and higher education has been
emphasised [3]. Still, there is a lack of studies looking
at how sustainable development and human resource
management (HRM) practices interact in Thai
universities. An organisation's performance is greatly
influenced by its human resources department, which
is crucial for providing top-notch educational services.
Consequently, the purpose of this study is to examine
the role of human resource management techniques in
the current state of sustainable growth in Thai
universities. Especially in light of current events such
as the pandemic, it aims to collect data that could
inform the creation of well-informed policies that
advance the realisation of sustainable development
objectives.

Nowadays, HEIs are at a critical juncture. Teachers
are under a lot of mental pressure to meet the ever-
increasing expectations of both students and
administrators, as well as to adapt constantly to new
digital platforms. Distress, emotional tiredness, and
burnout are no longer isolated occurrences; rather,
they reveal systemic conflicts between societal
demands and individual health and happiness (e.g. [4-
6]). In a nutshell, modern academic support systems
do a poor job of helping faculty members build the
emotional resilience, technological adaptability, and
alignment with institutional ideals that are now
required of them, in addition to their subject
competence. Health performance and human
resource practices (HPHRPs) have become more
important in this setting. Aligning individual talents
with organisational aims is the goal of these
techniques, which attempt to improve workers' skills,
motivation, and opportunities [7]. There has been
little research on their ability to reduce psychological
strain in demanding academic settings, despite their
widespread association with better work satisfaction
and performance results [8]. The emotional and
existential impacts of human resource (HR) design
have largely gone unexplored in the literature, which
focuses on operational effectiveness.

In the modern era, HRD is crucial to the long-term
viability of schools and other educational institutions.
Strategic investments in the ongoing professional
development, empowerment, and learning of school
administrators, faculty, and other institutional leaders
constitute HRD in the educational setting, going
beyond conventional staff training. Improving human
capacities, encouraging innovation, boosting
institutional performance, and adapting to social,

economic, and technological changes are all part of an
all-encompassing collection of strategies. With the rise
of digital transformation, globalisation, sustainability
imperatives, and worker demands, the world of
education is becoming more complicated. HRD is
now seen as a crucial factor in how successful and
adaptable schools are [9-10]. Human resource
development (HRD) in educational settings goes
beyond personal growth to include organisational
learning, talent management, strategic planning, and
capacity-building. These elements work together to
foster human capital for national and global
development [11, 12]. There has been increasing
research on the correlation between HRD and
academic achievement over the last 20 years.
Research shows that investing in people via programs
for leadership development, specific learning and
development, and performance improvement tactics
pays off [13]. More and more studies have shown that
HRD can help create more equitable and inclusive
classrooms, innovate pedagogy, and incorporate
technology into instruction [14]. In addition, as
educational institutions shift their focus to meet global
sustainability targets, sustainable HRM and socially
responsible HRM are rising to the forefront of HR
practice [15-16]. These changes reflect a broader view
of human resource development (HRD) that goes
beyond its conventional operational roles and aligns
with long-term objectives in areas such as
digitalization, mental health, sustainability, and
lifelong learning.

LITERATURE REVIEW

Human Resource Management

Human resource management, or HRM, is a well-
known strategic tool for organizations because it takes
a comprehensive approach to people management,
including recruiting, development, and utilization
[17]. Human resource management has its origins in
medieval labour division techniques, but the 19th-
century Industrial Revolution had a major influence
on its present form [18]. With a heavy focus on moral
principles and ethical issues related to human capital,
HRM is closely linked to the effectiveness and
efficiency of organizations. Because they are not
always easy to imitate or replicate, HR policies and
practices are crucial to driving a company's
competitive edge, according to a body of research
[19]. Human resource management (HRM) is all
about how you put workers' skills, knowledge, and
actions to use for your business in return for pay,
advancement chances, and the achievement of your
goals [17]. Human resource managers would do well
to understand how their rules and procedures affect
work processes, as these factors might influence
recruiting times, employee retention, and how well
current staff is utilized.

Conceptual foundations of well-being
There are several facets to academic staff well-being,
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including personal and interpersonal factors.
Individual factors such as mental health, resilience,
and happiness have long been considered crucial to a
person's sense of well-being. However, mounting
evidence indicates that social and organizational
variables play a pivotal role in determining academic
well-being. One theory that highlights the significance
of relatedness and supportive surroundings for
optimum functioning is Ryan and Deci's [20] Self-
Determination Theory. Additionally, Wray and
Kinman [21] stress the importance of leadership style,
institutional culture, and collegial support as major
determinants of academic staff health. Organizational
resources, such as supporting connections, autonomy,
and recognition, may prevent burnout and boost
engagement, as shown in the Job Demands-Resources
(JD-R) model [22]. By incorporating relational and
structural factors alongside an individual perspective,
these frameworks provide a more comprehensive
picture of academic well-being.

The International Labour Organization (ILO) defines
employee well-being as "the sum of all aspects of an
individual's experience in the workplace, including
but not limited to physical safety, emotional health,
their immediate surroundings, and the organization's
culture as a whole" [23]. Employee well-being aims to
ensure a safe, healthy, contented, and engaged
workforce. An organization's long-term success is
highly dependent on its employees' happiness. A
number of angles may be used to analyze the idea of
well-being. It includes broad issues like environmental
protection, poverty rates, and life expectancy. It
includes subjective or psychological evaluations of a
person's health, based on the individual's perceptions
of their physical, social, and mental characteristics, as
well as their job and quality of life. Job activity and
occupational functioning play a specific role in
promoting well-being, defined as a sense of feeling
well, healthy, and joyful [24]. In contrast, the World
Health Organization provides a single, all-
encompassing definition of employee well-being [25].
Fundamentally, it is the condition of every employee
who is aware of their potential, copes with life's
difficulties, works efficiently, and has a positive
impact on their community.

Meister [26] identified financial, psychological, social,
physical, and professional well-being as aspects of
employee well-being. Overall pay, retirement plan
type, financial health, and education are all ways an
organization can contribute to its workers' financial
security. Organizations should ensure that their
workers have access to resources that support their
mental health, such as employee assistance programs,
mental health seminars, and mental health
applications. By encouraging a healthy work-life
balance, fostering an inclusive work environment, and
building strong connections both within and outside
the office, management can also boost employees'

social well-being. Health insurance, wellness
programs, and safe working conditions should all be
top priorities for improving people's physical health.
Training and development, performance reviews,
mentorship, and coaching are the final pillars that
support a healthy career.

Academics’ Sustainable Performance (A-SuPer)
Combining employee performance with sustainability
would create the notion of sustainable performance
[27]. Bring attention to the growing interest in how
human resource management affects employees' well-
being beyond productivity in the workplace. In this
study, academics' sustainable performance is defined
as an integrated concept in which workers consistently
produce high-quality results across the social,
economic, and environmental domains, while
contributing to the long-term health of individuals and
to institutions' sustainability goals. Numerous parties
stand to gain significantly from promoting academics'
sustainable performance (A-SuPer) at HEIs, an
initiative that aims to boost academic output and
faculty well-being [28]. Students benefit from better
learning experiences, more happiness, and improved
employment prospects after graduation when
instruction and research are of high quality 19. Having
a healthy, happy, and connected academic
community leads to more engaged and motivated
faculty, which benefits students emotionally and
fosters a more favourable learning environment
overall [29]. To attract more financing and top talent,
institutions may improve their rankings and
reputations by increasing the number of publications
and the quality of those publications. Furthermore, A-
SuPer is beneficial to society as a whole, as academics
can make significant contributions to society's growth
through their third purpose activities [30]. Neglecting
workers' health may have negative consequences,
such as increased absenteeism and reduced
production, as noted in [31] and [32]. The current
academic environment is stressful and detrimental to
health due to high job expectations, increased
workload, administrative obligations, and a
competitive atmosphere [33].

Academics Experience

Recent years have seen a rise in the use of the term
"Employee Experience" (EX), which draws on ideas
from marketing and information technology that
pertain to consumers' and users' opinions and feelings,
respectively. [34] Attracting and retaining people [35],
establishing competitive advantages and achieving
sustainable development in the post-pandemic
environment [36], and the idea of "employee
experience" as a new area of concentration within
human resource management [34] are all related.
From the time of hiring and onboarding through the
time of leaving the company, EX includes every
contact between the employer and employee [37]. A
more pleasant and engaging work atmosphere is
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associated with higher levels of employee happiness,
fulfilment, and productivity [38], which is the goal of
this notion. As they progress through their education,
they encounter a wide range of tasks and
responsibilities that shape their understanding of
AXE. To capture the multifaceted nature of academic
success, [39-40] suggests three types of experiences:
task, social, and fulfilment. It is similar to the concept
in [41] in that it outlines the three main components
of EX (social, work, and organizational experience)
and how they affect workers' perceptions of their
career trajectories.

Employee well-being in higher education institution
Happiness, prosperity, job satisfaction, and a feeling
of purpose are all components of a well-being
condition of mind and body [42]. Such events are
necessary for advancing human flourishing and, in the
business world, for enhancing productivity. The idea
of wellness is universal and may be applied to any
sector, including educational institutions. Research by
Damianus et al. [43] indicates a correlation between
work engagement and workplace well-being
indicators, including job satisfaction, organizational
respect for workers, employer care, work-life balance,
autonomy, relatedness, and competence, in higher
education institutions. It shows that increasing
workplace wellness is essential for enhancing
employee engagement. A lack of focus on employee
health and wellness in the workplace may lead to
disengagement. Employees who aren't invested in
their work cut into output and cost. The report
concluded that health and well-being in the workplace
should be a top priority for university officials. Failure
to prioritize employee expectations will lead to a
decline in educational quality. An engaged staff is an
asset to any organization, and a contented workforce,
in turn, provides a quality education. Initiatives to
improve the well-being of high school teachers should
be methodical and grounded in scientific evidence to
gather evidence for professional or academic
reporting, according to Waters [44]. Furthermore,
administrators should consider realistic ways to
strengthen their connections with teachers if they
want to improve their well-being. These include traits
like compassion, empathy, assertiveness, and
emotional intelligence; they may influence the
classroom's socioemotional climate and enhance
interactions among instructors. It is recommended
that educators use psychological resources to promote
self-reflection and enhance both their teaching and
students' learning.  Characteristics such as
thankfulness, originality, curiosity, courage, and
many others fall under this category [45].

METHODOLOGY
This study thoroughly examines Human Resource
Development (HRD) research in education using a
systematic literature review (SLR) approach. A
standardized framework for conducting transparent,

repeatable literature reviews, the PRISMA (Preferred
Reporting Items for Systematic Reviews and Meta-
Analyses) technique serves as the basis for the
procedure [46]. Because of its strengths in
synthesizing massive amounts of material, revealing
thematic tendencies, and illuminating conceptual and
methodological gaps within a certain field of study,
the SLR approach was chosen. The research
maintains the validity and reliability of its results
while ensuring comprehensive coverage of the current
literature by adopting this systematic review process.
The four primary parts of the systematic review
procedure were identification, screening, eligibility,
and inclusion, following the PRISMA guidelines. A
comprehensive search was conducted across multiple
academic databases, including Scopus, Web of
Science, ERIC, JSTOR, and Google Scholar, during
the ID phase. The databases were chosen for their
extensive coverage across disciplines and for their
ability to index prestigious publications in education,
HRD, and management studies. The search strings
were constructed using a mix of keywords and
Boolean operators. "School leadership," "human
capital,” "HR analytics," "competency models,"
"systematic review," "human resource development,"
"HRD in education," "educational institutions,"
"teacher training," '"capacity building," "higher
education," and "human resource development" were
all included as keywords. To find the most up-to-date
and relevant research, we only considered peer-
reviewed articles published in English between 2014
and 2024. This search returned 291 initial records.

During the screening process, we removed duplicates
and reviewed titles and abstracts to determine
relevance. Research was not considered if it did not
centre on human resources in educational settings, did
not add anything new to the existing body of theory
or empirical evidence, or was entirely administrative
or technical in nature, excluding any consideration of
human development.

A comprehensive data extraction procedure was
executed once the final corpus of literature had been
constructed. Authors, publication year,
country/region of focus, type of institution studied
(e.g., primary school, university), research design
(quantitative, qualitative, or mixed methods), key
findings, and thematic contributions are some of the
important pieces of information that were extracted
from each study using a data extraction matrix. The
procedure allowed for a descriptive study to discover
patterns in publishing, methodological orientations,
and geographic distribution, as well as a qualitative
thematic analysis to synthesize the fundamental
conceptual insights offered by the literature.

We implemented additional validation steps to ensure
the synthesis was thorough. Among these methods
were using bibliometric reviews (e.g., [47]) for cross-
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referencing purposes, triangulating across topic
groups, and monitoring citations both forward and
backward. In addition to including only the most
applicable and methodologically sound studies, the
systematic process helped uncover under-researched
topics such as HRD in developing nations, HRD's
incorporation into educational policy frameworks,
and the role of intergenerational learning in
educational settings [48]. A dependable and consistent
literature review on HRD in education was finally

made possible by the organized, methodical
methodology. It laid the groundwork for future
research and policymaking by providing evidence-
based insights into the field's intellectual landscape
and its methodological progress. In keeping with the
standards of academic integrity and scientific
openness that are fundamental to high-quality
systematic reviews, this research meticulously
documents every step of the review process, from the
first search to the final synthesis.

RESULTS
[ Identification ]
Records identified
»| through datasources
(n=291)
A
[ Screening ]
Records screened
§ (n=183)
[ Screening ]
Full-text articles
»| assessed for edigibility
(n=108)
[ Eligibility ] Full-text articles
excluded
J (=42
Full-text article excluded
(n=0)
[ Included (n=66) ]
RESULTS
‘Work environment and conventions. Creativity, innovation, and

Workplaces that foster a sense of community and
belonging among faculty members through open
communication, fair procedures, and opportunities
for promotion have a positive effect on morale and
productivity [49]. Academic staff satisfaction and
retention are also greatly affected by the
organizational environment. This environment
comprises the institution's collective attitudes, beliefs,

scholarly exchange flourish in an inclusive and
welcoming work environment that promotes open
communication and a variety of thought [50].
Employee morale, teamwork, and overall
institutional efficacy are all negatively impacted by
toxic or unfavourable work environments [51].
Institutional culture is introduced in the workplace
and has a major impact on organizational procedures
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and interpersonal interactions.

The organizational environment of higher education
institutions significantly impacts the experiences,
interactions, and productivity of all members of the
institution. Prioritizing institutional variables and
fostering a supportive organizational atmosphere are
two ways in which HEIs may enhance the overall
well-being and performance of academic staff [52].
Cultural diversity and pluralism characterize today's
higher education institutions, making it imperative
that organizational climates welcome and value
diverse perspectives. Learning and work spaces that
include diverse cultural elements are more inclusive,
equitable, and conducive to  intercultural
understanding. Higher education institutions have the
potential to foster an environment where every
student feels respected, encouraged, and inspired to
share their unique strengths and perspectives in
pursuit of academic achievement and new knowledge
[53]. Therefore, higher education institutions must
make deliberate investments in academic talent
management and development, with an emphasis on
leadership and support, work environment, and
organizational climate [50].

‘Work-Life Balance

Promoting self-care practices such as mindfulness and
time management, establishing rules that support
remote work and flexible scheduling, and lobbying for
reasonable task expectations are all ways to address
these difficulties [54]. Fostering a healthy, sustainable
work environment in HEIs requires a culture that
prioritizes employee well-being and promotes work-
life balance. Acknowledging and addressing the work-
life balance difficulties experienced by academic
personnel is an important responsibility of HEIs.
Institutions may improve the work environment,
thereby enhancing job satisfaction, productivity, and
retention of academic staff, by establishing supportive
policies and fostering a culture of well-being. Finally,
this examination of work-life balance highlights the
interdependence  of  retention, contentment,
institutional variables, and well-being, which, in turn,
shape the entire academic experience.

Satisfaction Influences

There is a positive correlation between staff
satisfaction and the overall morale and atmosphere of
higher education institutions (HEIs), which, in turn,
promotes a climate conducive to cooperation and
professional growth (55). The intellectual fabric of an
institution may be strengthened when faculty
members are satisfied in their roles as project
participants, contributors to academic governance,
and cross-disciplinary collaborators [56]. Academic
staff who are happy and healthy are more invested in
their work, which, in turn, improves student outcomes
and the institution's overall success [57]. Competitive
compensation, opportunities for professional growth,

supportive leadership, and recognition of academic
accomplishments are among the strategies that should
be incorporated into institutional procedures to
increase staff motivation, retention, and satisfaction
[58]. Institutions may better achieve their educational
objectives and foster an environment conducive to
talent development if they prioritize the well-being
and professional satisfaction of their academic staff
[59]. Higher education institutions may cultivate a
robust academic community characterized by
innovation, quality, and institutional resilience by
adopting a comprehensive strategy to manage and
support their personnel [60]. Leadership, corporate
culture, and the physical workplace are broader
organizational elements that shape employees'
experiences on the job, and any conversation about
workplace contentment will inevitably touch on these
topics.

Sustainable HRM Practices and Their Influence on
Wellbeing

Efforts to improve healthcare delivery may be
successful or unsuccessful, according to research from
around the world, depending on how companies
address employee issues through leadership,
encouragement, and incentives [61]. Human resource
management practices that appropriately adjust
strategies and approaches help organizations achieve
their long-term financial, environmental, and social
objectives while mitigating negative feedback and
unanticipated consequences. Sustainable leadership
emphasizes people, takes their health, development,
and progress into account, and works to maintain
positive relationships between leaders and their
followers, as well as between organizations and
sustainability. To overcome the challenges of genuine,
long-term human resource development, this
approach may promote beneficial, lucrative
development processes for individuals and companies
[62]. A sustainable culture can be fostered through
sustainable HRM processes, such as selection,
alongside sustainable leadership. This is achieved
through the connection between plant
competitiveness and quality management practices.
Achieving environmentally friendly workplaces relies
on the impact of sustainable practices on plant
competitiveness.

Goal 4 of the Sustainable Development Agenda is
decent employment, and many nations have instituted
minimum wages to guarantee that employees have
enough money to cover their basic necessities [63]. On
the other hand, others argue that minimum salaries
don't go far enough to make workers happy.
Complying with the law is only one part of what is
involved in fair remuneration. According to the
definition provided by [64], "all forms of cash returns
and tangible services and benefits employees receive"
constitute compensation in an employment
relationship. A person's financial returns include their
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basic salary, as well as short- and long-term incentives.
The legislation exempts firms from providing benefits,
including insurance, paid sick and vacation days,
pension plans, and employee discounts. These
incentives are not supplied in many employment. Fair
remuneration is still associated with well-being and
work satisfaction. Economic development and decent
employment for all are promoted by the United
Nations' Sustainable Development Goal 8.

Sustainable and Green HRD Practices

Human Resource Development (HRD) methods,
curriculum design, and institutional policy have all
been impacted by sustainability's rise to the forefront
as an educational strategy goal in recent years.
Sustainable human resource development (HRD) in
education takes into account issues of social equality,
environmental responsibility, and the long-term
survival of the institution while simultaneously
improving the competencies and performance of
educational personnel. It incorporates frameworks for
professional growth that prioritize ethical issues,
efficient resource wuse, and ongoing progress.
According to Macke and Genari [15], sustainable
HRD considers the broader societal, economic, and
environmental effects of development approaches
beyond traditional training. Colleges and universities
are taking the lead in climate change mitigation and
social responsibility, creating an ideal environment for
HRD to promote sustainability. Training staff and
professors on sustainable pedagogy, energy efficiency,
climate literacy, and green campus activities is
becoming an integral part of university professional
development programs with an emphasis on
sustainability [65]. Workshops on ethical leadership,
sustainable sourcing, and carbon footprint reduction
are some examples of green HRD practices.
Institutional cultures that value sustainability, equity,
and the long term are the target of these initiatives.

The United Nations' Sustainable Development Goals
(SDGs) are one example of a global agenda that green
HRD aims to help institutions comply with. In
addition to teaching sustainability, educational
institutions should model it in their daily operations.
This change, as noted by Findler et al. [66], requires
comprehensive ~ HRD  programs that train
administrators and teachers to serve as role models for
sustainability in the workplace and the classroom.
Developing skills in critical thinking, systems
thinking, and collaborative problem-solving is an
important part of this, since it is necessary to tackle
complicated global issues. In this way, HRD
facilitates the empowerment of education
professionals to include sustainability into pedagogy,
institutional policy, and curricula. Fostering
organizational resilience is a crucial part of
sustainable HRD. When faced with environmental
shocks, financial wuncertainties, and changing
stakeholder expectations, institutions that prioritize

sustainable human resource strategies are better
prepared to adapt. Incorporating sustainability into
HRD helps schools cultivate employees who are
dedicated to the school's goals, have strong moral
convictions, and can think on their feet [15]. This is of
utmost importance, given the growing environmental
problems such as resource scarcity and climate
change, which endanger the operations and
sustainability of institutions.

The social aspect of sustainability, including equality,
inclusiveness, and employee well-being, is also part of
sustainable HRD. Together, diversity and mental
health programs and green HRD efforts strive to make
the workplace a place where every employee may
thrive. In their article "Socially Responsible HRD in
Education," Omidi and Dal Zotto [16] state that
equitable access to professional development, work-
life balance, and gender equality are important
concerns that must be addressed. Therefore,
sustainable HRD encompasses more than just
environmental concerns; it also involves making
workplaces more ethical, egalitarian, and people-
centred. There are several obstacles to implementing
sustainable, green HRD in schools, despite its growing
popularity. Systematically incorporating
sustainability into HRD plans is challenging for many
institutions due to a lack of frameworks, resources, or
knowledge. Furthermore, there is often a disconnect
between sustainability discussions in policy and the
realities employees face in the field. Green HRD
efforts risk becoming side projects rather than top
priorities if they are not well monitored, incentivized,
and supported by leadership. To prevent tokenism and
ensure significant impact, Saad et al. [65] warn that
sustainability initiatives must be institutionalized
through regulations, metrics, and cultural shifts.
Sustainable HRD can nevertheless revolutionize
education. Educators and future leaders may be better
prepared to tackle global sustainability issues if
institutions prioritize professional development that is
both socially and environmentally equitable. A strong
lever for integrating sustainability into academic
practice and institutional identity is HRD, which
educational institutions may use to become examples
of responsible innovation and civic participation.

CONCLUSION

The purpose of this systematic study was to examine
how academic educators in higher education perceive
the relationship between HR sustainability and
workplace wellbeing. The literature review shows that
effective  and  sustainable human resource
management is a key factor in faculty satisfaction,
which, in turn, affects the institution's efficacy and
longevity. Academic educators' well-being is
influenced by the HR practices ingrained in higher
education institutions, both structurally and
organisationally, as well as by their individual coping
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methods.

This review provides evidence of a strong correlation
between sustainable HR practices and health
outcomes among academic staff. These practices
include fair workload distribution, supportive
leadership, opportunities for professional
development, job security, policies that encourage
work-life balance, and policies that encourage
participation in decision-making. Higher levels of
work satisfaction, organizational dedication, mental
health, and participation in teaching, research, and
service are associated with these strategies when they
are successfully implemented. On the other side,
academic output and institutional credibility are
harmed when sustainability-oriented HR frameworks
are not in place, which is linked to stress, burnout,
emotional tiredness, and falling morale.

This research sheds light on an important issue: the
long delay institutions face in implementing HR
sustainability policies after formally adopting them.
There are many factors that may reduce the
effectiveness of wellness-focused HR programs,
including market-driven changes, performance-based
assessment systems, contractual employment, and
limited resources. Because of this chasm, universities
should stop treating faculty as interchangeable pieces
of human capital and start treating them as strategic
partners in their institutions' success. This would be a
huge improvement over HR strategies that are just
symbolic or motivated by compliance.

Finally, the study stresses that protecting academic
faculty members' health is crucial to attaining
sustainable higher education. Universities must
include human resource sustainability into their
fundamental governance and strategic planning if they
want to cultivate academic communities that are
healthy, resilient, and driven. To better understand
how to design and implement sustainable HRM
practices, future research should adopt a longitudinal,
comparative, and context-specific approach. This is
especially true in emerging and transitional
economies. This paper argues that sustainable HR
policies that invest in faculty wellbeing are a strategic
need for the future of higher education and an ethical
responsibility for administrators, politicians, and HR
professionals.
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