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Keywords Abstract

Sustainable HRM Practices, Motivation: The evolving nature of HRM practices, particularly with
Digital HRM practices, the adoption of sustainable HRM practices, digital tools, and the rise of
Al-driven HR Analytics, remote working, has led to a growing interest in understanding their
Remote Work,

impact on job satisfaction and employee outcomes.

Purpose: This study aims to develop conceptual frameworks for future
research scholars, based on existing HRM theories, to examine the
impact of sustainable HRM practices, digital HRM practices on job
satisfaction and Determinants of Job satisfaction of Remote working
Employees.

Techniques: A comprehensive literature review is conducted to explore
and synthesize existing research, leading to the development of
conceptual frameworks to guide future investigations into HRM
practices and their influence on job satisfaction.

Findings: The study highlights key factors influencing job satisfaction
through the adoption of sustainable HRM practices, digital HRM
strategies, and remote working arrangements, providing conceptual
frameworks that address their collective impact on employee outcomes.
Implications: The developed frameworks offer a structured foundation
for future studies, helping scholars explore the dynamic relationship
between these HRM practices and job satisfaction in diverse

HRM theories.
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organizational settings, with a particular focus on remote work.

1. INTRODUCTION

Sustainable HRM has drawn a lot of interest from academics and practitioners over the past 20 years
or more as a novel strategy for managing sustainability in businesses and the communities in which
they operate. The urgent need to maintain ecological balance, the devastation caused by natural
disasters, and most importantly the recent coronavirus epidemic has all made it a pertinent area of
study attention. Over the past few years, a lot of studies have tried to define sustainable HRM. The
primary distinction between the definitions and applications of this word is the emphasis placed on
certain internal and external results (Kramar, 2014). According to Kramar, it first discusses the social
and human outcomes that support the organization's long-term viability before attempting to elucidate
the many HRM methods that enhance either the social and human or environmental results. HRM
procedures that enhance social and human or environmental results.

According to Aust et al. (2019), there are several forms of sustainable human resource management
(HRM), including triple bottom line, green, socially responsible, and common good HRM. Scholars
believed that these categories, which were modified and expanded by Dyllick and Muff (2016),
covered the majority of viewpoints on researching sustainability in HRM. Elkington (1997)
emphasized the Triple Bottom Line, which consists of three principles: economic success (profit),
social equality (people), and environmental integrity (planet). The second kind, known as "green
HRM," is HRM that places a strong focus on sustainability's economic and environmental facets.
Green HRM studies focus on the environmental aspect of sustainability and indicate that green
organizational practices and activities influence green values across an organization. The third form,
known as socially responsible Common Good HRM or sustainable HRM, is concerned with the
organization's economic and social goals both inside and outside its boundaries. The social component
of the 2015 UN Agenda for Sustainable Development, which included 17 sustainable development
objectives about People, Planet, Prosperity, Peace, and Partnership, is in line with HR's responsibility
(United Nations, 2021).

The creation and modification of HR services and procedures via the use of social, mobile, analytical,
and cloud (SMAC) technology is referred to as digital HR. Digital HRM is exemplified by a wide
range of phenomena and applications, including advanced Human Resource Analytics (HRA)
techniques and simplified HR payroll accounting (Strohmeier, S. 2020). Examples of digital HR
deployment include the following:

1. Automating the study of candidate resumes through the use of specialised technologies such as
candidate Tracking technologies (ATS). These algorithms use data on high-performing workers and
keywords to weed out applicants who aren't a good fit for particular roles.

2. Streamlining and improving recruiting operations through the automation and digitisation of
recruitment processes.

3. Using big data to discover skills and education gaps, plan for career advancement, and reward
employees. This data may be used to offer training opportunities and guarantee that staff members
quickly pick up the required abilities.

2. REVIEW OF LITERATURE
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2.1 Human Capital Theory:

According to Becker (1993), spending money on staff training, education, and experience boosts
output and creativity. A highly skilled staff gives an organisation a competitive edge. Economic growth
and improved work performance are the results of human capital development.

Figure No.l Theoretical Framework Human Capital Theory

2.2. Resource-Based View (RBV) Theory:

Businesses may gain a long-term competitive edge by using distinctive and priceless resources, such
as human capital, according to Barney (1991). Effective HR procedures in information exchange,
leadership development, and talent management support the success of an organisation.

Figure No.2 Theoretical Framework Resource-Based View (RBV) Theory
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2.3. Social Exchange Theory:

Relationships at work are built on reciprocity, fairness, and mutual trust, according to Blau (1964).
Employee commitment and engagement are higher when they receive equitable treatment and
appreciation. A productive workplace is created by strong social interactions.
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Figure No.3 Theoretical Framework Social Exchange Theory
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2.4. Equity Theory:

Adams (1965) suggests that workers evaluate fairness by contrasting their efforts and rewards with
those of their peers. Conflicts at work, low motivation, and unhappiness can result from perceived
unfairness. Job satisfaction is increased by equitable workload division and pay.

Figure No.4 Theoretical Framework Equity Theory

Workload
2.5. Expectancy Theory:

Employees are motivated when they think their efforts will result in performance and the incentives
they want, according to Vroom (1964). While low expectations lead to disengagement, higher
expectations increase productivity. Incentives based on performance increase motivation.
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Figure No.5 Theoretical Framework Expectancy Theory
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2.6. Herzberg’s Two-Factor Theory:
Herzberg (1959) distinguishes between hygiene considerations (e.g., pay, working conditions) and

motivators (e.g., career advancement, recognition). Hygiene elements prevent unhappiness, whereas
motivators boost job satisfaction. A well-rounded strategy improves staff retention.

Figure No.6 Theoretical Framework Herzberg’s Two-Factor Theory

2.7. Maslow’s Hierarchy of Needs:

Maslow (1943) established five levels of human needs: self-actualization, safety, social, esteem, and
physiological. Employees go through various phases in search of job fulfilment. Engagement and

productivity are increased in organisations that attend to the higher-order requirements of their
workforce.
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Figure No.7 Theoretical Framework Maslow’s Hierarchy of Needs
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2.8. Job Demands-Resources (JD-R) Model:

Bakker and Demerouti (2007) suggest that while workplace resources (autonomy, support) improve
well-being, excessive job demands (workload, time pressure) lead to stress. Employee performance
improves and burnout decreases when demands and resources are balanced.

Figure No.8 Theoretical Framework Maslow’s Job Demands-Resources
(JD-R) Model
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2.9. Contingency Theory:

HR strategies need to be in line with external elements including worker characteristics, organisational
culture, and leadership style, according to Fiedler (1964). Flexibility is crucial for success since
situational factors affect how effective HR procedures are.
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Figure No. 9 Theoretical Framework Maslow’s Contingency Theory

Organizational
Structure

2.10. Theory X and Theory Y:

Two leadership philosophies are contrasted by McGregor (1960): Theory X argues that workers detest
their jobs and need close supervision, whereas Theory Y assumes that workers are self-motivated and
flourish under participatory management. Theory Y encourages creativity, self-reliance, and
participation.

Figure No. 10 Theoretical Framework Theory X and Theory Y
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2.11. Psychological Contract Theory:

Employees develop subconscious expectations regarding employment tasks, benefits, and company
responsibilities, according to Rousseau (1995). When these standards are not met, employee turnover
rises and work satisfaction declines. Psychological contracts are maintained by open and honest
communication.
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Figure No. 11 Theoretical Framework Psychological Contract
Theory
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2.12. Transactional Leadership Theory:

Transactional leaders, according to Burns (1978), concentrate on using structured monitoring,
incentives, and sanctions to control performance. This leadership approach is most effective in stable
settings when efficiency and compliance are driven by well-defined expectations.

IFigure No. 12 Theoretical Framework Transactional Leadership
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2.13. Transformational Leadership Theory:
Transformational leaders motivate staff members by establishing a vision, stimulating creativity, and
supporting individual growth, according to Bass (1985). This leadership style enhances long-term
dedication, innovation, and staff involvement.
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Figure No. 13 Theoretical Framework Transformational Leadership
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2.14. Self-Determination Theory (SDT):

Deci and Ryan (1985) contend that when workers feel competent, autonomous, and connected at work,
they become intrinsically driven. Companies that provide their workers autonomy and appreciation
see an increase in production and job happiness.

Figure No. 14 Theoretical Framework Self-Determination Theory
(SDT)

2.15. Goal-Setting Theory:

Motivation and performance are improved when clear, difficult, and achievable goals are created,
according to Locke & Latham (1990). Regular feedback and unambiguous objectives increase staff
productivity and goal commitment.
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Figure No. 15 Theoretical Framework Goal-Setting Theory

Traditional HRM theories were developed in pre-digital and pre-Al eras, Making them less relevant to
modern challenges such as Remote work, Al-driven HR analytics, Green HRM and Digital HRM.
Thus, Conceptual framework has been developed based on Existing literature and Theories to
incorporate the current HRM issues.

3. CONCEPTUAL FRAMEWORK
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Figure No: 17 Conceptual framework Impact of Green HRM Practices on Job Satisfaction

The conceptual framework for this study is based on established HRM theories, integrating key
practices that influence job satisfaction. Drawing on Human Capital Theory, the framework highlights
the importance of Work-Life Balance (WLB) and Employee Wellbeing in enhancing employee
satisfaction. Green HRM Practices, inspired by the Resource-Based View (RBV), contribute to
organizational sustainability and employee morale. Ethical Leadership and Fair Treatment, grounded
in Social Exchange Theory, foster trust and commitment. Furthermore, in line with equity theory and
work demands-resources theory, employee participation highlights how decision-making engagement
may increase motivation and job satisfaction. This thorough approach shows how various HRM
approaches, when combines with important ideas, improve employee work satisfaction in
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contemporary organizations.
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Figure No: 18 Conceptual framework Impact of Digital HRM Practices on Job Satisfaction

The above proposed conceptual framework evaluates the impact of DHRM practices on job
satisfaction, drawing for existing HRM theories. Digital HR services enhance efficiency aligning with
RBV by providing valuable organizational resource. Human Capital theory-based e-training and
development promotes ongoing education and skill improvement, which raises work satisfaction.
Through data-driven insights, HR analytics personalises HR procedures and raises employee
happiness. By offering transparent performance data, Digital Payment Systems (DPMS), which are
associated with Goal-Setting Theory, improve motivation. Lastly, via increased trust and
communication and engagement tools based on social exchange theory promotes higher employee
satisfaction and engagement. This framework provides a thorough knowledge of how DHRM practices
affect job satisfaction by fusing digital practices with well-established theories.

Work life
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Technology
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job Job
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Figure No: 19 Conceptual framework determinant of job satisfaction of remote work employees.

Work-Life Balance (WLB), technology Support and Infrastructure, Autonomy, and Job Control,
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Flexibility, and Managerial Support” are the main independent variables that are the focus of this
conceptual framework that has been suggested for assessing job satisfaction among remote workers.
By lowering stress and encouraging a balanced lifestyle, WLB is anticipated to improve job
satisfaction, according to the “Job Demands-Resources (JD-R) Theory”. Job satisfaction is strongly
impacted by infrastructure, which guarantees that workers have the resources they need to perform
effectively. Based on self-determination theory, autonomy and job control provide workers with more
decision-making authority, which leads in to increase in motivation and job satisfaction. Lastly,
according to Social Exchange Theory, managerial support increases commitment and trust, which
raises job satisfaction. These elements are combined in this framework to offer a comprehensive
understanding of the factors that influence job satisfaction in the setting of remote employment.

Employee
Engagement
Job
satisfaction

Employec
Performance

icienc

Productivity

Figure No: 20 Conceptual frameworks of impact of Al driven HR analytics

The “Resource-Based View (RBV) and Human Capital Theory” are two important HRM theories that
help explain Al-driven HR analytics. RBV asserts that Al solution improve employee engagement and
productivity by assisting businesses in better using human resources. According to Human Capital
Theory, employee skills and knowledge are crucial, and Al-driven analytics may maximise them by
spotting gaps and offering individualised training. When taken as a whole, these ideas imply that Al
helps to improve employee performance and happiness in addition to supporting improved personnel
management.

4.OUTCOME OF THE RESEARCH

The study is novel as it examines the job satisfaction in both traditional and digital HRM context by
combining many theoretical frameworks and utilising Al-driven analytics. In contrast to traditional
research, which usually concentrates on single theory, this study combines aspects of Resource-Based
View, Job Demands-Resources Theory, and Human Capital Theory to produce a whole conceptual
framework. These evaluation makes it possible to understand the relationship between HRM
procedures and an employee’s job satisfaction on a deeper level. The use of Al tools, which offers
data-driven method for forecasting, evaluating, and enhancing work satisfaction something which is
standard HR process are unable to accomplish is one of the research’s main achievements. The paper
has further discussed the increasing significance of remote work, a most post-pandemic changes that
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has revolutionised how businesses engage with their workforce.

This study fills the visible gap in the literature by examining the particular elements that influence job
satisfaction of remote workers, such as social support, autonomy, and work-balance. Moreover, this
research situates Al technology and digital HRM practices in the post-pandemic era, where remote and
hybrid work patterns are increasingly prevalent. This research provides a forward-looking viewpoint
on how organisations can adjust to the changing workforce and improve job satisfaction by exploring
the intersection of traditional HRM theories with digital transformation and Al making it both timely
and innovative in addressing future of work.
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