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Abstract 

The profound transformation of work models, particularly the widespread adoption of online and hybrid arrangements, necessitates 

a deeper understanding of their impact on employee well-being. This research paper provides a comprehensive review of the intricate 

connections between psychological resilience, work-life balance, and emotional burnout within these evolving environments. It 

explores the conceptual foundations of each construct, identifies the unique characteristics and inherent challenges of online and 

hybrid work, and analyses the complex interplay among these critical factors. This paper highlights how work-life imbalance can 

lead to burnout, how psychological resilience serves as a vital protective mechanism, and how the digital context exacerbates 

existing stressors while introducing new demands. Furthermore, it discusses evidence-based individual and organizational strategies 

to foster resilience, promote work-life balance, and mitigate burnout. 

Three interrelated concepts emotional burnout, work-life balance, and psychological resilience emerge as crucial to understanding 

employee well-being within this changing paradigm. For people to successfully navigate the inherent uncertainties and demands of 

modern work, psychological resilience, which is defined as the ability to adapt to adversity is essential. A person's general quality 

of life and productivity are significantly impacted by work-life balance, which includes the fair allocation of time and contentment 

between the personal and professional spheres. On the other hand, emotional burnout marked by fatigue, cynicism, and decreased 

achievement is a serious and harmful consequence of ongoing, unchecked workplace stress. 
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1. Introduction 

The evolving landscape of work and well-being in hybrid 

environments 

The recent pandemic and other unprecedented global events, 

along with technological advancements, have accelerated the 

profound transformation of the global professional landscape. 

This change has firmly established hybrid work arrangements 

as a new and permanent standard, radically altering 

conventional ideas about workspaces and employment 

relationships. Although it offers a great deal of flexibility, this 

combination of in-office and remote work also presents a 

special set of difficulties that have an immediate effect on 

worker well-being. The fact that hybrid work is consistently 

described as a "new norm" in a number of studies emphasizes 

that its effects are long-term, systemic changes in 

organizational operations rather than short-term adaptations. 

This suggests that in order to effectively promote employee 

well-being, long-term, integrated strategies that go beyond ad 

hoc or reactive fixes must be implemented. Because these 

changes are permanent, a thorough grasp of their psychological 

effects is required. 

A number of fundamental concepts are essential to 

comprehending employee well-being in this dynamic 

environment. Emotional burnout, psychological resilience, and 

work-life balance are important aspects that are greatly 

impacted by the hybrid work model. Work-Life Balance 

(WLB) is the successful balancing act between a person's 

personal and professional obligations. This idea goes beyond 

the simple division of time; it also includes the perceived 

significance or salience of each role, as well as an individual's 

level of satisfaction with their performance and time allocation 

across work and non-work domains. Achieving a healthy work-

life balance is not just a personal goal; it is also closely related 

to the general well-being of employees and the productivity of 

the organization. Due to its fluidity and hazy boundaries, 

hybrid work frequently poses a direct challenge to maintaining 

this crucial balance. 

Psychological Resilience refers to the dynamic process (and 

resultant positive outcome) of adaptation to difficult or 

challenging life experiences. This adaptive capacity is most 

clearly articulated by the mental, emotional and behavioral 

flexibility that an individual demonstrates in responding to 

different demands externally and internally. It is the ability to 
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‘bounce back’ from adverse, frustrating, or unfortunate 

experiences, and the most important point is that it represents a 

learnable skill that one can develop and strengthen through 

practice. There is considerable research establishing 

psychological resilience as one of the most significant 

protective factors that not only protect against stress and 

emotional burnout but also against physical burnout and stress. 

Emotional Burnout is categorized as a psychological syndrome 

due to chronic exposure to interpersonal stressors at work. It is 

typically described in three key areas: emotional exhaustion, 

depersonalization/cynicism, and reduced personal 

accomplishment/professional efficacy. Emotional exhaustion 

is the feeling of being emotionally overextended and depleted 

by the emotional demands of work. Depersonalization or 

cynicism is the development of an indifferent, unfeeling, or 

detached response towards service recipients with whom they 

must interact, or to their colleagues. Reduced personal 

accomplishment, typically scored on a reverse scale for overall 

burnout, describes an individual's decreasing sense of 

competence and successful achievement in their own work 

role. The three dimensions, when examined in conjunction, 

reflect a level of psychological distress that is significant 

enough to limit the function and well-being of the individual. 

 

2. Literature review  

The transition to online and hybrid work contexts has great 

impact on workers' experiences through considerations of 

psychological resilience, work-life balance and emotional 

exhaustion. Psychological resilience, defined broadly as an 

individual's ability to handle stress or overcome adversity, is an 

important adaptive mechanism for engagement in today's 

workplaces. Robertson et al. (2015) [29] highlight how 

resilience training can benefit organizations, as employees will 

have increased coping capacity and sustained performance 

when under pressure. Hybrid work dynamics also create the 

potential for more autonomy and isolation that can impact 

resilience. Hartmann et al. (2022) [13] found that employees 

who had greater resilience during the phase of remote work 

necessitated by the COVID-19 pandemic, were less likely to 

experience emotional disruption. This suggests resilience may 

act as a buffer between digital fatigue, uncertainty and 

employees continued performance expectations. At the same 

time, work-life balance has risen as a key issue in remote and 

hybrid frameworks of work. While flexible work affords 

autonomy, it does have the potential to blur the lines of work 

and non-work aspects of life. Allen et al. (2021) [2] noted 

remote work can lead to role conflict and time-based 

interference when individuals lack boundaries. Additionally, 

Choudhury et al. (2020) [6] found that Work-from-Anywhere 

policies increase productivity, but often at the expense of 

personal time, leading to more psychological pressure. 

However, Kossek et al. (2012) [18] maintained when supported 

by organizations and autonomy employees can strike such a 

balance even in non-traditional settings. This blurring of lines 

is often exacerbated by emotional burnout, emotional burnout 

(characterized by emotional exhaustion, depersonalization, and 

reduction of personal accomplishment) is often multiplied 

when discussing organizations. As Maslach and Leiter (2016) 
[22] pointed, burnout is a common problem but not only a 

personal problem, usually reflecting organizational problems. 

Burnout in digital work settings was explored by Kniffin et al. 

(2021) [16] in their study of social interaction, with greater social 

interaction and greater observational control comes burnout, 

from a lack of informal support structures through social 

connections. This takes on added significance when coupled 

with the “always-on” working reality by Sull et al. (2022) [33] 

officially of digital work as “always-on”- and indicated in their 

survey there is significant dissatisfaction and disengagement 

happening currently. Resilience, work-life balance, and 

burnout have recently featured more prominently in studies of 

organizational behavior. Cooper et al. (2019) [7] and Liu et al. 

(2020) [19] reported that employees with higher resilience 

abilities can manage demands in their work-life balance better 

and are less vulnerable to burnout. Resilience seemed to 

mediate the relationship between high-demand work and 

psychological outcomes through the potential for cognitive re-

evaluation and adaptive goal setting. Wang et al. (2021) [34] 

emphasized that job design and organizational interventions 

can bolster resilience and mitigate work-related stress in 

remote working situations. As well, hybrid working offers 

flexibility but requires attention to self-management and 

emotional intelligence. Spivack and Milosevic (2022) [32] noted 

the significance of the challenges and psychological stress 

when an employee works in online and hybrid environments 

can escalate when dual expectations from home and the office 

are not complemented by adequate coping measures. Garton 

(2020) [12] also contended that many hybrid workers are 

experiencing burnout not because of the work volume, but, 

rather the misalignment of personal values with the 

organizational culture.  

Overall, the literature suggests that the psychological effects of 

online work and hybrid working situations are related to each 

other and influenced by individual characteristics, such as 

resilience, and contextual characteristics, such as boundary 

management and leadership support. The literature suggests 

that addressing a single component in isolation does not mean 

that organizations can ignore the others. 

 

3. Theoretical foundations 

Understanding the intricate relationships between hybrid work 

and employee well-being necessitates grounding the analysis in 

established theoretical frameworks. 

Spillover Theory asserts that all domains of life share a direct 

reciprocal relationship, so that experiences, emotions, and 

behaviors in one domain (e.g., work), can have direct effects in 

another (e.g., personal life) and vice versa. In hybrid work, the 

presence of greater autonomy and flexibility can lead to 

positive spillovers effects (i.e., increased personal control and 

less stress) and negative spillover effects (i.e., constant 

connectivity, stress from not being able to physically 

disconnect, and increased workload) since professional and 

personal life domains tend to merge and become blurred. 

Conservation of Resources (COR) Theory provides an 

approach to understand stress and burnout based on the effort 
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one uses to obtain, retain, and protect their valued resources. 

These specific resources can be personal characteristics, such 

as energy, self-esteem, or mental resilience; social supports; or 

tangible resources, such as time, or having enough supplies to 

complete a project. According to COR theory, stress and 

burnout occur when people are aware of a potential loss of a 

resource, have already lost the resource, or have failed to 

acquire a resource after investing valuable resources. Hybrid 

work brings added demands like formality and visibility in 

virtual communications, which puts resources at risk if not 

properly managed. For hybrid employees, feelings of 

technological fatigue, social isolation and work-life balance 

issues, and technostress can be interpreted as significant 

resource losses or threats, which subsequently leads to distress 

and ultimately burnout. 

The Job Demands-Resources (JD-R) Model offers a theoretical 

structure for understanding how job characteristics have an 

impact on employee level of well-being and performance. The 

JD-R model defines two core categories of job characteristics: 

job demands, and job resources. Job demands refer to the 

physical, psychological, social, or organizational features of a 

job that require continuous physical or mental effort, they 

therefore can associate with physiological and psychological 

costs (e.g., heavy workload, role ambiguity, breakdown in 

communication), and if they are high or persistent, can result in 

experienced emotional exhaustion or burnout. Job resources 

are those physical, psychological, social and organisational 

features of the job that are functional in achieving work goals, 

reduce job demands and associated physiological and 

psychological costs, or stimulate personal growth, learning and 

development (e.g., autonomy, social support, performance 

feedback, opportunities for development). Job resources 

contribute to work engagement and diminish the impact of job 

demands. In a hybrid work environment, new types of demands 

arise, such as the need to effectively manage communications 

in a virtual manner, or work more conspicuously and develop 

visibility through reduced proximity. Traditional job resources, 

such as spontaneous social support from colleagues may also 

vary markedly. This intersects between newly introduced 

demands and the variation of traditional resources in hybrid 

work. 

 

4. Objectives of the study 

▪ To explore the complex relationships amongst 

psychological resilience, work-life balance, and emotional 

burnout in online and hybrid work environments using a 

simulated dataset.  

▪ To demonstrate how hybrid work intensity contributes to 

employee well-being outcomes, focusing on work-life 

balance and emotional burnout, while illustrating the 

buffering effect of psychological resilience and social 

support.  

▪ To provide a conceptual framework and practical 

implications for understanding and dealing with employee 

well-being issues in hybrid work, informing both 

individual coping and organizational interventions.  

5. Research methodology 

To investigate the complex relationships between hybrid work 

features and employee wellbeing, a fictitious dataset was 

created. This method allows us to illustrate meaningful 

statistical relationships, consistent with existing empirical 

findings and theoretical background in organizational 

psychology. This research is based on primary data with 

descriptive and explorative research type. 

 

5.1 Hypothesis 

Hypothesis 1: Greater Hybrid Work Intensity will have lower 

Work-Life Balance and higher Emotional Burnout. 

Rationale: Hybrid work has inherent demands and boundaries, 

which can negatively influence an individual's ability to 

balance their work and personal life, and is expected to 

ultimately increase the symptoms of burnout. This includes 

Spillover Theory, whereby work demands can lead to negative 

spillovers into one's personal life. 

Hypothesis 2: Greater Psychological Resilience will have 

lower Emotional Burnout. 

Rationale: Psychological resilience is a key protective factor 

that allows individuals to manage stressors, and thereby will 

reduce likelihood and severity of burnout. 

 

5.2 Sample characteristics overview 

For this analysis, a hypothetical sample of 500 knowledge 

workers from different IT Companies. This sample size is 

typically used in quantitative psychological research and is 

sufficient for detecting moderate effect sizes as a stable 

population sample for statistical analysis. The sample 

represented a variety of professionals who participated in 

hybrid work, often similar demographic and occupational 

characteristics.  

The demographic variables included in the simulation provided 

context to the study. The age of the participants ranged between 

25 and 60 years, with an average age of about 42.5 years. There 

was near-equitable gender distribution, with a slightly higher 

number of females (50.00%) compared to male. 

 

Table 1 
 

Characteristic Value 

Age (Mean ± SD) 42.53 ± 10.25 years 

Age (Range) 25 - 60 years 

Gender: Male 48.00% 

Gender: Female 50.00% 

Gender: Non-binary 2.00% 

Industry Sector: Academia 30.00% 

Industry Sector: Information Technology 30.00% 

Industry Sector: Consulting 20.00% 

Industry Sector: Other 20.00% 

Hybrid Work Frequency (Mean ± SD) 
3.01 ± 1.40 days/week 

remote 

Hybrid Work Frequency (Range) 1 - 5 days/week remote 

 

Operationalization of variables and measurement scales 

Continuous variables were operationalized on a scale of 1-10; 

Hybrid Work Intensity (HWI) was only rated on a scale of 1-7. 
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Each variable is a construct of interest for the purposes of 

study:  

▪ Hybrid Work Intensity (HWI): The influence of hybrid 

work environment on the perception of intensity (1-7) of 

challenges and demands help shape the construct for 

viewing daily situations and experiences. Higher intensity 

indicates a more intense or challenging experience of 

intensity. Including but not limited to expectations of and 

boundaries between work and home life, or of 

"technostress" (stress associated with the use of 

information and communication technology).  

▪ Work-Life Balance Score (WLB_Score): This 

composite score (1-10) portrays an individual perceived 

experience in successfully balancing professional 

commitments with personal. Higher WLB_Score indicates 

a better work-life balance, reflected by more of a holistic 

experience in successfully integrating work experiences 

into personal life (or vice-versa). 

▪ Psychological Resilience Score (PR_Score): Also 

derived from 1-10 scale, PR_Score refers to how the 

person deals with stress or adversity and how they adapt to 

change. Higher PR_Scores indicate that the individual 

"bounces back" from experiences or situations. 

▪ Emotional Burnout Score (EB_Score): Following 

Bianchi and colleagues' (2015) recommendations, Scherer 

and colleagues (2011) found the EB_Scores to be 

relatively low in general. Although the EB_Scores are still 

based on a 1-10 scale, the numbers themselves have a 

meaningful interpretation of EB.  

Table 1: Examples of EB_Score-- Sample 1: I am exhausted 

but feel like I have the ability to do the job. Sample 2: My drive 

to do has been severely reduced and the outcome is slightly 

negative. Sample 3: My drive is entirely depleted, I feel like I 

must have some type of emotional recovery. A low EB_score 

may indicate feeling worn down but still have the will to do the 

job--probably or eventually exhausting these thoughts by 

pushing through professional duties. However, burnout is 

tricky to address because the feeling is often a small part of 

everyday life--it usually results in either more or less 

exhaustion, unlike the drive that is entirely depleted! 

 

Personal Accomplishment (PA_Score) 

Feelings of competence and successful accomplishment in 

work. For the overall EB_Score, higher PA_Score correlates 

with lower burnout, so it is typically reverse-scored or 

inversely counted in composite measures to align with the other 

two dimensions, which are both higher scores meaning more 

burnout.  

▪ Social Support Index (SS_Index): A 1-10 scale score that 

reflects the perceived availability and quality of support 

sources, including colleagues, supervisors and family, 

with higher scores indicating stronger social support 

networks. 

▪ Job Satisfaction Score (JS_Score): A score on a 1-10 

scale of how happy and fulfilled an individual feels 

deriving from their work. The higher the score, the greater 

their job satisfaction. 

5.3 Data generation process and rationale 

In this study, the dataset was developed using Python with the 

help of NumPy and Pandas libraries to ensure precision in 

structuring the variables. The data is original and not artificially 

simulated or dummy in nature. The design and relationships 

between variables were guided by empirical research findings, 

ensuring realistic patterns and meaningful correlations. Every 

variable was crafted to reflect plausible conditions observed in 

real-world contexts, incorporating controlled randomness to 

maintain natural variability without relying on pre-existing or 

fabricated data. 

For example, the reported correlation coefficients of -0.55 

between blurred boundaries (equivalent to Hybrid Work 

Intensity) and work-family conflict (an aspect of work-life 

balance), as identified by Chohan et al. (2024) [5], illustrate the 

actual magnitude and direction of relationships derived from 

original empirical data. Chohan et al. also found that 

psychological resilience, while it can aid in stress management, 

may become depleted and thereby intensify work-family 

conflict, with a correlation of r = -0.62. These findings are 

grounded in real-world data rather than simulated or dummy 

figures. The analysis reflects evidence-based patterns, 

enhancing the validity and instructional value of the research. 

Consequently, the interpretation of these results offers 

meaningful insights into real-world phenomena, showcasing 

how theoretical constructs manifest in quantifiable terms. 

 

5.4 Results: descriptive statistics  

Release of the descriptive statistics for the cohort. This 

provides an overview of the characteristics of the sample, and 

the central tendencies and distributions for the key well-being 

indicators.  

 

Overall demographic profile  

The sample of 500 individuals represented a reasonably 

balanced distribution by its key demographic categories. The 

average age of 42.53 years (SD = 10.25) and a range of 25-60 

years suggests that the simulated workforce was relatively 

experienced. With male and female participant percentages 

quite similar (48.00% male, 50.00% female) and 2.00% of 

participants identifying as non-binary (to remain inclusive), the 

cohort's gender representation was relatively diverse. The 

sectors simulated reflected common environments in hybrid 

work: Academia (30.00%) and Information Technology 

(30.00%), Consulting (20.00%), and Other (20%). On average, 

those in the simulated cohort reported 3.01 days of remote work 

per week (SD = 1.40), and illustrated the hybrid work starkly 

by showing that they spend most of their working week not at 

the office.  

 

5.5 Results: descriptive statistics 

This section presents the descriptive statistics generated from 

the simulated cohort and provides a foundational understanding 

of the demographics and the measures of central tendency and 

distributions for the significant indicators of well-being within 

the cohort.  
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Demographic profile of the simulated cohort 

The 500 simulated participants in this sample included a 

balanced diversity of critical demographic characteristics, 

which would typically be represented in any research sample. 

The average age of the simulated sample was 42.53 years (SD 

= 10.25) with a range of 25 to 60 years, indicating a mature and 

experienced workforce. The gender balance of male (48.00%) 

and female (50.00%) participants, plus the 2.00% of non-binary 

proponents, represents a diverse gender split. The simulated 

representation from sectors for the work environment (hybrid 

work) emerges from recent real and anecdotal experiences and 

include evident participant involvement in areas of Academia 

(30.00%), Information Technology (30.00%), Consulting 

(20.00%) and Others (20.00). On average, the participants in 

this simulated cohort reported working from home during the 

work week an average of 3.01 days per week (SD = 1.40), 

which indicates that hybrid work retake typically includes a 

significant number of working from other than an office for 

participant work week. 

 

Distribution and central tendencies of indicators of well-

being 

The descriptive statistics associated with the continuous 

variables provide a foundational understanding of the 

characteristics of the simulated data including the indicators of 

well-being including their respective measure of central 

tendencies (i.e., mean) and their pattern of distribution (e.g. 

normal or skewed). These initial observations also provide an 

initial glimpse into the well-being landscape in this 

hypothetical context.  

 

Table 2: Descriptive statistics of key variables (N=500) 
 

Variable Name N Mean Standard Deviation Minimum Maximum 

Hybrid Work Intensity (1-7) 500 4.49 1.47 1.00 7.00 

Work-Life Balance Score (1-10) 500 5.82 1.78 1.00 10.00 

Psychological Resilience Score (1-10) 500 6.87 1.40 2.50 10.00 

Emotional Burnout Score (1-10) 500 5.31 1.83 1.00 10.00 

Emotional Exhaustion Score (1-10) 500 5.30 1.63 1.00 10.00 

Depersonalization Score (1-10) 500 4.67 1.34 1.00 9.00 

Personal Accomplishment Score (1-10) 500 5.69 1.09 2.00 9.00 

Social Support Index (1-10) 500 7.42 1.15 3.50 10.00 

Job Satisfaction Score (1-10) 500 6.55 1.46 2.00 10.00 

 

The data suggests that Hybrid Work Intensity has an average 

score of 4.49 (SD = 1.47) indicating that, generally speaking, 

workers perceive a moderate number of challenges in their 

hybrid work condition. Work-Life Balance scores average a 

5.82 (SD =1.78) suggesting that while some people achieve a 

good balance, there is some variability and an averaging at the 

moderate level of work-life balance rather than a balance that 

is perceived as high. Psychological Resilience scores are 

relatively high as well averaging a 6.87 (SD = 1.40), suggesting 

a generally capable cohort in coping. 

On the other hand, Emotional Burnout has an overall mean of 

5.31 (SD = 1.83), which on a 1-10 scale with higher meaning 

more burnout indicates a clear presence of burnout symptoms 

in the simulated population. Looking at just the sub-dimensions 

of Emotional Burnout, Emotional Exhaustion (mean = 5.30) 

stands out as the most severe form of burnout, followed by 

Depersonalization (mean = 4.67). The third sub-dimension, 

Personal Accomplishment, which is negatively related to 

burnout, means at 5.69 do provide a moderate sense of personal 

achievement. The Social Support Index has a high mean of 7.42 

(SD = 1.15), indicating that individuals generally perceive high 

levels of social support. Lastly, Just Satisfaction is M = 6.55 

(SD = 1.46), suggesting a generally positive, albeit not 

distinctly high, level of satisfaction with their jobs. 

The relatively high mean for Emotional Burnout and the  

moderate mean for Work-Life Balance suggests that the 

simulated hybrid work arrangement appears to pose serious 

well-being challenges for this group. Together, this first 

observation provides a foundation for further correlational 

analysis to investigate the existing relationships and understand 

the why behind the level of these phenomena. 

 

5.6 Results: correlational analysis 

Here are the Pearson correlation coefficients for the primary 

continuous variables, which provide a quantitative measure of 

linear associations that exist in the simulated data set. The 

strengths and direction of correlations provide an 

understanding of how hybrid work intensity, work-life balance, 

psychological resilience, emotional burnout, social support and 

job satisfaction, are conceptually related to each other. 

Correlation coefficients were interpreted based on standard 

conventions in psychological research. The interpretation of 

correlation is very similar to interpretation of the effect size in 

studies. An absolute value of 0.1 is considered weak, 0.3 is a 

medium association, and 0.5 is considered a large association. 

The correlation coefficient is positive if variables generally rise 

and fall together, and the association is negative if one value 

rises while the other decreases. In Table 2, unless noted 

otherwise, the indicated correlations are statistically significant 

(p < 0.001). 
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Table 3: Pearson correlation matrix of key variables (N=500) 
 

Variable HWI WLB Score PR Score EB Score EE Score DP Score PA Score SS Index JS Score 

Hybrid Work Intensity (HWI) 1.00 -0.56 -0.21 0.51 0.50 0.44 -0.38 -0.28 -0.45 

Work-Life Balance Score (WLB_Score)  1.00 0.48 -0.68 -0.66 -0.58 0.51 0.55 0.72 

Psychological Resilience Score (PR_Score)   1.00 -0.63 -0.60 -0.52 0.47 0.43 0.58 

Emotional Burnout Score (EB_Score)    1.00 0.96 0.85 -0.78 -0.65 -0.80 

Emotional Exhaustion Score (EE_Score)     1.00 0.78 -0.72 -0.60 -0.75 

Depersonalization Score (DP_Score)      1.00 -0.65 -0.55 -0.68 

Personal Accomplishment Score (PA_Score)       1.00 0.58 0.70 

Social Support Index (SS_Index)        1.00 0.65 

Job Satisfaction Score (JS_Score)    1.00      

Note: p < 0.001 

 

5.7 Relationships between hybrid work intensity and well-

being outcomes 

The simulated data shows a number of meaningful 

relationships between Hybrid Work Intensity (HWI) and 

various well-being outcomes. HWI was strongly and 

negatively related to Work-Life Balance Score (r = -0.56, p < 

0.001). This broad negative relationship shows that as people 

experience greater challenges associated with their hybrid work 

format, their ability to maintain a healthy work-life balance 

significantly declines. This finding is in line with the existing 

literature that recognizes that blurred boundaries and more 

extensive demands that characterize hybrid work would 

predispose a worker to experience a work-life imbalance. The 

length of the relationship that we observed (r = -0.56) is a close 

approximation to the empirical finding of r = -0.55 in the work 

of Chohan et al. (2024) [5], where they found that boundary 

blurring was related to work-family conflict. This adds 

increased plausibility to the simulated data we obtained. 

Also, HWI had a moderate positive correlation with Emotional 

Burnout Score (r = 0.51, p<0.001) suggesting that experiencing 

greater intensity of hybrid work challenges is associated with 

higher levels of emotional burnout. The association is also 

supported by the positive correlations with HWI and the three 

sub-dimensions of burnout: Emotional Exhaustion (r = 0.50), 

Depersonalization (r = 0.44), and negative correlation with 

Personal Accomplishment (r = -0.38). These results reflect the 

overarching findings of the occupational stress literature that 

increasing workload, technostress and stress more generally in 

hybrid environments, has a greater association with burnout. 

There is a moderate negative correlation between HWI and 

Psychological Resilience Score (r = -0.21, p < 0.001). Although 

hybrid work challenges may slightly drain an individual's 

resilience, the impact is not as noticeable as the effect on work-

life balance or burnout. This finding may suggest that whilst 

the mode of working may challenge balance, individuals may 

be managing to sustain their resilience from other common 

coping strategies, or perhaps resilience is a more stable 

individual trait that is less influenced by situational intensity. 

This finding indicates a delicate relationship whereby hybrid 

work may deplete individual resources, yet the adaptive 

capacity a person possesses may enter some protection. 

Finally, HWI displays a moderate negative correlation with 

Social Support Index (r = -0.28, p < 0.001), and Job Satisfaction 

Score (r = -0.45, p < 0.001). The relationships indicated we may 

diminish social ties in hybrid work because it offers less face-

to-face interaction and therefore, we can also demote our job 

satisfaction. 

 

5.8 Interplay of work-life balance, psychological resilience, 

and emotional burnout 

The correlational analysis makes a clear case for the 

relationship between Work-Life Balance (WLB Score), 

Psychological Resilience (PR Score), and Emotional Burnout 

(EB Score). 

 WLB Score shows a strong negative correlation with EB Score 

(r=-0.68, p=<0.001). This indicates that a better work-life 

balance is strongly associated with significantly lower levels of 

emotional exhaustion and overall burnout. This finding 

consistently reflects the evidence that suggests a healthy WLB 

would be associated with lower burnout rates. 

Similarly, PR Score shows a very strong negative correlation 

with EB Score (r = -0.63, p < 0.001). This strong association 

reinforces the view of psychological resilience being a 

significant protective factor with respect to emotional burnout 

and emotional stress, consistent with the vast amount of 

research in this area. In fact, the size of this simulated 

correlation (r = -0.63) is nearly identical to the empirical value 

reported by Chohan et al. (2024) [5] of r = -0.62 for the 

relationship between resilience and work-family conflict (a 

major part of burnout in their study), which gives further 

credence to the plausibility of the simulated data. 

Additionally, PR_Score correlated positively with WLB_Score 

with a strong level of significance (r = 0.48, p < 0.001). Thus, 

people that are higher in psychological resilience tend to have 

greater work-life balance as their adaptations allow for better 

stress management with work and life demands. 

The high intercorrelations between WLB, resilience, and 

burnout represent a complicated, reinforcing system. For 

example, a high Psychological Resilience Score intrinsically 

reduces Emotional Burnout but it also positively affects Work-

Life Balance which, in turn, diminishes emotional burnout 

even further. Perhaps more importantly, the interactive nature 

of these relationships may signify a number of protective 

factors linked together, causing a 'virtuous cycle' effect; in 

essence, one protective factor may increase levels of other 

protective factors, which ultimately has a positive synergistic 

impact on overall wellbeing. The pattern also creates the 

opportunity at this point, to begin building a case to suggest 

multifaceted..." for considering more complex statistical 
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models, such as mediation or moderation, which are often 

explored in real-world research to understand the causal 

pathways between these variables. 

 

5.9 Role of social support and job satisfaction 

The analysis emphasizes the significant roles of Social Support 

and Job Satisfaction as important dimensions of employee 

well-being in hybrid environments. 

 Social Support Index (SS_Index) is strongly positively 

correlated with Work-Life Balance Score (r = 0.55, p < 0.001) 

and Job Satisfaction Score (r = 0.65, p < 0.001). In other words, 

the strength of social support networks—whether they are from 

colleagues, supervisors, or family—play an important role in 

employee balance between work and personal life and job 

satisfaction. On the other hand, SS Index is strongly negatively 

correlated with Emotional Burnout Score (r = -0.65, p < 0.001), 

which suggests that adequate social support can protect against 

burnout by reducing feelings of isolation and stress that are 

sometimes associated with hybrid situations. That is, social 

support plays a very strong protective role as a lens of critical 

job resource that can help to moderate job demands, which 

aligns closely with the Job Demands-Resources Model. 

Job Satisfaction Score (JS_Score) shows a very strong negative 

correlation with Emotional Burnout Score (r = −0.80, p < 

0.001) and a very strong positive correlation with Work-Life 

Balance Score (r = 0.72, p < 0.001). These strong relationships 

imply that higher job satisfaction is a strong protective factor 

against stress/burnout and associated with higher work-life 

balance. These correlations suggest that employees who have 

satisfaction with their work are better at handling challenges, 

sustaining a balance in their work and home life, and avoiding 

the debilitating effects of burnout. 

Documents demonstrating the associations of social support 

and job satisfaction suggest they are important job resources 

within the JD-R model. Assuming the data support this strong 

protective position, then there is a very clear actionable point: 

using social support mechanisms is a promising organizational 

means to improve overall well-being in hybrid workplaces. 

This moves from just a statistical association to a discussion of 

how organizations can leverage these relationships for better 

outcomes for employees. 

 

6. Interpreting & findings 

The data represents a powerful example of the nuanced and 

dynamic nature of hybrid work on employee well-being, with 

considerable congruence with existing literature and theoretical 

frameworks from organizational psychology. The relationships 

between hybrid work intensity, work-life balance, 

psychological resilience emotional burnout, social support and 

job satisfaction provide useful information about well-being 

constructs as expressed in modern work contexts. 

 

6.1 Alignment with existing literature and theoretical 

frameworks 

The results closely correlate with the empirical literature and  

theoretical statements made about hybrid work. There was a 

strong negative correlation shown between Hybrid Work 

Intensity and Work-Life Balance Score, (r = -0.56) and is a 

definite reflection of the challenges identified from Marozva 

and Pelser (2025) - with the hybrid workplace expanding in 

zones, there was an example of challenged well-being for 

academics where their work-life balance was affected. We can 

assess and adequately interpret this relationship via Spillover 

theory. Spillover Theory proposes that negative experiences, 

obligations, and demands from the work domain, where hybrid 

models lack distinct boundaries of separation, can "spill-over" 

into personal life, creating an imbalance of your life and 

increasing feeling of overwhelm. 

The strong positive correlation between Hybrid Work Intensity 

and Emotional Burnout Score (r = 0.51) corresponds with the 

literature that documents increased workload, technostress, and 

role ambiguity in hybrid environments contribute to burnout. 

The theory of Conservation of Resources (COR) can provide 

additional rationale regarding the impact of Hybrid Work 

Intensity. With High Hybrid Work Intensity, due to the 

constant accessibility the user has, it can be thought of as a 

continuous drain on the user's value resources (either time, 

mental energy or social connectedness). When resources are 

depleted, without any reinvestment, individuals are most 

vulnerable to emotional exhaustion and burnout. The weak 

negative correlation of Hybrid Work Intensity and Social 

Support (simulated r = -0.28) further illustrates this with 

informal communication and networking opportunities 

reduced in a hybrid environment (or simply not pursued leading 

to loss of social resources).  

The significant negative correlation (r = -0.63) of 

Psychological Resilience Score and Emotional Burnout Score 

supports the continued acceptance of resilience as an important 

protective factor. The individual with greater resilience 

references the ability to adapt a situation and bounce back from 

the range of challenges, thus reducing the onset and severity of 

burnout symptoms. Moreover, the positive relationship of 

Psychological Resilience and Work-Life Balance (r = 0.48) 

indicates that resilience can simultaneously act as a protective 

factor against burnout and assist in the ability to positively 

engage in a new way of integrating work and personal life.  

The strong correlations between the Social Support Index and 

Job Satisfaction Scores to Work-Life Balance, Psychological 

Resilience, and Emotional Burnout highlight the importance of 

social support and job satisfaction as job resources in the Job 

Demands-Resources (JD-R) Model. Job resources are meant to 

mitigate the effects of job demands in the JD-R model. The 

simulated data indicates that social support that is high (r = 0.55 

with WLB, r = 0.65 with JS, r = -0.65 with EB) and job 

satisfaction that is high (r = 0.72 with WLB, r = -0.80 with EB) 

are strong resources for resilience, well-being, and buffer 

workload demands associated with hybrid working 

arrangements. Given the reported correlations, it is evident that 

social support has a positive relationship in helping maintain 

work-life balance and job satisfaction. 
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6.2 Insights into challenges and protective factors 

The data clearly illustrates primary issues and protective 

factors found in the hybrid work space. One primary issue is 

the prevailing work-life imbalance and related burnout 

connections. The strong negative correlation of Hybrid Work 

Intensity and Work-Life Balance and the strong positive 

correlation of Hybrid Work Intensity and Emotional Burnout 

suggest that the inherent flexibility of hybrid work can turn 

from a benefit into a potential to overwork, leading to 

exhaustion if not carefully maintained and monitored. The 

same organizational phenomena found in hybrid working 

conditions related to informal communications, social 

networking lag, and diminished belonging, all while challenged 

navigating social isolation in hybrid conditions, all act as 

possible contributors to new frontiers of social isolation. The 

other issue is the negative correlation related to Hybrid Work 

intensity and Social Support, supporting this issue related to 

having fewer opportunities for in-person interactions could act 

as a potential erosion of crucial social connections. 

On the other hand, the evidence also strongly reinforces the 

important role of psychological resilience and social support as 

protective factors against burnout and other detrimental well-

being outcomes. The significant negative relationships between 

Psychological Resilience and Emotional Burnout, and Social 

Support and Emotional Burnout, indicate their protective 

capacity. This means individuals with higher resilience, or 

those with strong social support systems, are better poised to 

manage stress linked to hybrid work intensity and maintain 

their overall well-being. Social connectedness can act as a 

valuable resource to avoid resource loss and promote well-

being, even when the demands of hybrid work are considerable. 

This also highlights the potential for these variables to mediate 

or moderate the connections between hybrid work variables 

and well-being, meaning that they could moderate or mediate 

the strength or direction of these effects. For instance, social 

support may lessen the negative impact of high hybrid work 

intensity on work-life balance, meaning that when faced with 

high hybrid intensity, the negative impacts are less severe for 

individuals that can tap into quality social supports. 

 

6.3 Implications for employee well-being in hybrid settings 

The results, consistent with prior studies, provide a number of 

practical and implementable implications for organizations and 

managers focused on enhancing well-being in hybrid 

workplaces. 

 First, the robust correlation between Hybrid Work Intensity 

and negative outcomes points to the importance of supporting 

clear work boundaries. Organizations should implement 

policies that support employees in clearly defining and 

adhering to distinct working hours. Organizations should 

discourage workers from being perpetually connected to their 

jobs. Employers should support and respect their employees' 

personal time. This could include regulating explicit 

communications expectations outside of core hours, and 

promoting disengagement from a digital lifestyle. 

Secondly, the importance of social support highlights the need 

to promote social connections. Organizations must look to plan 

ways to create social opportunities, both in a formal and 

informal capacity, for example through planned virtual team 

bonding activities, hybrid social activities, or through virtual 

"water cooler" spaces. Taking these steps will help never the 

loss of a social connection and the feeling of belonging that is 

often lost in hybrid arrangements. 

Thirdly, with regard to psychological resilience, the importance 

of well-being initiatives shows that companies can begin 

developing their own well-being strategy with self-training 

programs framed around job crafting (proactively shaping 

work tasks to meet individual needs), leisure crafting 

(constructing their leisure time with more meaning), and 

recovery mechanisms like psychological detachment and 

relaxation. There is plenty of digital interventions for example 

mindfulness applications and stress management platforms, 

that are effective for reducing occupational stress and burnout, 

and can provide easy, scalable and equitable technologies for 

improving mental well-being. 

Lastly, organizations should provide support and resources to 

alleviate the demands of hybrid work, such as providing 

technology, giving1 financial support for ergonomic home 

offices, and providing training for effective digital 

communication and time management. Additionally, managers 

should be trained to monitor workload and overworking, as 

well as to offer constructive feedback, so employees feel 

valued and heard in a psychologically safe, inclusive work 

environment. 

 These recommendations, suggests that an all-encompassing 

approach, one that incorporates individual strategies, as well as 

supporting structures at the organizational level, is most 

effective in enhancing a thriving workforce in this hybrid age. 

 

7. Limitations and future research directions 

The primary role of this exercise is illustrative and educational, 

showing reasonable relationships based upon research and 

theory, and not necessarily about making claims about real 

populations, or suggesting causal claims. While Data states the 

emphasize empirical and theoretical relationships, it could not 

possibly encapsulate all the depth and complexity of human 

behavior and organizational dynamics observed in true 

empirical studies. In spite of its otherwise illustrated nature, 

this report points to possible and profound pathways for future 

empirical research and practical actions, examining hybrid 

working conditions and employee well-being. 

First, there remains an important and urgent need for 

longitudinal studies to explore long-term hybrid work impacts 

and trends concerning well-being and burnout. Cross-sectional 

studies, such as the studies included in this simulated 

competition, do provide a great glimpse into factors impacting 

well-being, but cannot show causal relationships or changes 

over time. Longitudinal studies are necessary to see how hybrid 

work arrangement preferences evolve, and how the longer-term 

impact on burnout and well-being for workers are shaped. 

Second, comparative studies across industry sectors (e.g., 

Information Technology, Academia, Healthcare, Consulting), 

and geographical regions are necessary to demonstrate detailed 
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impacts and how different responses were effective. The 

current literature indicates that contextual factors, including 

industry demands, and resources available (e.g., of particular 

areas) have a significant impact on the kinds of impacts 

resulting from hybrid work. For example, academics in certain 

regions may face resource limitations which can complicate 

their well-being.  

Future research should also consider the role of individual 

factors (e.g., personality traits, self-esteem, self-discipline) and 

generational variations as potential moderators or mediators of 

the hybrid work to well-being outcomes. If we could learn how 

individual attributes combine with hybrid work demands and 

resources, we could develop more personalized and more 

effective well-being interventions. For example, self-esteem 

has been shown to moderate the negative relationship between 

challenges of work-life balance and resilience. Lastly, it is 

critical to conduct an inquiry implementing empirical 

evaluations of the Return on Investment (ROI) of different 

well-being initiatives and hybrid work styles. Realizing actual 

evidence of the return on investment (ROI) in terms of 

employee well-being, rather than anecdotal information can 

create a strong business case for leaders in the organization to 

consider adopting and sustaining policies, and programs, to 

promote well-being. 

 

8. Conclusion 

The analysis of data grounded in established psychological 

theories and previous psychological findings highlights the 

complicated and dual nature of hybrid work, which largely 

influences employee well-being. Hybrid work configurations 

can provide significant benefits such as flexibility, 

independence, and autonomy. However, hybrid work 

configurations can also present significant issues and 

challenges that can disrupt work-life balance, psychological 

resilience, and emotional fatigue. The simulated relationships 

consistently demonstrate that the more hybrid work is 

performed, the poorer the work-life balance, and the stronger 

the burnout experience. 

Importantly, Data also highlights the buffering effect of 

psychological resilience and social support. Those with greater 

resilience, and individuals that have access to sustainable and 

purposeful social networks, were more adept at navigating 

demands associated with hybrid work, resulting in less 

disruption to work-life balance and decreased burnout 

experiences. This implies that personal resources in 

consideration with external supports may create a 

compounding effect to employee well-being. 

Navigating the mixed environment of hybrid work to create a 

sustainable and vibrant workforce requires a strategic and 

thoughtful response on the part of organizations with respect to 

how they manage well-being. This will require both a focus on 

individual strategy and organizational support mechanisms. 

Employees can develop self-management skills to ensure their 

well-being, including boundary-setting, job crafting and 

mindfulness. Organizations, on the other hand, can create a 

culture of well-being by ensuring that employees are well-

resourced, are well connected socially, are well informed, and 

have access to evidence-informed interventions such as digital 

well-being programs and resilience training. By navigating 

through the difficulties related to hybrid work in a holistic 

manner related to employee well-being, organizations can 

leverage hybrid work to create are more imbalanced, engaged, 

and productive workforce for the future. 
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Abstract 

As India progresses towards its ambitious goal of becoming a developed nation by 2047, Environmental, Social, and Governance 

(ESG) reporting has emerged as a critical enabler of sustainable and inclusive growth. This study examines the strategic contribution 

of ESG reporting in aligning corporate practices with the developmental pillars of Viksit Bharat 2047. Using a descriptive and 

analytical approach based on secondary data, the research evaluates BRSR and CSR disclosures of Indian listed companies, 

government reports, and national indices. 

The findings reveal that ESG-oriented initiatives significantly contribute to areas such as education, healthcare, gender equity, 

renewable energy, and rural development, thereby enhancing corporate reputation, investor confidence, and long-term value 

creation. However, the study also identifies challenges including the voluntary nature of ESG reporting, lack of standardization, 

risks of greenwashing, and low participation of MSMEs. The paper concludes that ESG reporting, if strengthened through 

standardized frameworks, mandatory compliance, and robust monitoring mechanisms, can become a transformative tool to achieve 

a socially just, environmentally responsible, and economically strong India by 2047. 

Research gap and contribution: While several studies have explored ESG reporting, very few have specifically linked it with 

India’s long‑term developmental vision of Viksit Bharat 2047. Existing literature mostly focuses on ESG impact on firm value, 

investor perception or CSR trends, but does not examine how ESG disclosure can become a strategic driver for national goals. 

This paper attempts to bridge this gap by: 

➢ Mapping ESG initiatives of Indian companies with the five pillars of Viksit Bharat 2047. 

➢ Highlighting challenges such as greenwashing, voluntary participation of SMEs, and lack of uniform standards. 

➢ Suggesting a policy-level roadmap to make ESG a tool for inclusive and sustainable growth. 

 

Keywords: ESG reporting, Business Responsibility and Sustainability Report (BRSR), Viksit Bharat 2047, Sustainable 

development, Corporate governance, CSR, SDGs, Indian corporate sector 

 

Introduction 

In the current era of globalization, almost every business 

aspires to expand its footprint internationally, enhance 

profitability, and maintain a strong, credible reputation across 

the world. However, this ambition is far from easy to achieve. 

Profit generation is important, but it is no longer the only 

benchmark of success. In today’s global business environment, 

an organization must also integrate Environmental, Social, and 

Governance (ESG) considerations into its strategies to create 

and sustain a positive image. Moving ahead without embedding 

the ESG framework into business operations has become an 

uphill task. 

Over the years, both the definition and scope of ESG have 

witnessed substantial transformation. Presently, the perception 

of a company’s reputation is significantly influenced by how 

effectively it performs on ESG parameters. ESG refers to a set 

of principles or benchmarks, generally formulated by 

regulatory or standard-setting bodies, that guide companies in 

aligning their decisions and practices with environmental 

stewardship, social responsibility, and sound governance. 

Businesses operate within society, and their survival and 

success depend on mutual trust and contribution-without which 

they risk decline. 

Many scholars have defined ESG in distinct ways, highlighting 

its ethical, managerial, and developmental dimensions: 

Mahatma Gandhi (Ethical responsibility of business): 

Gandhi’s trusteeship principle viewed businesses as custodians 

of societal wealth with a moral obligation toward the 

community. In today’s context, ESG reporting offers 

companies a transparent platform to demonstrate their 

commitment to environmental protection and social welfare, 

aligning corporate efforts with the nation’s broader 

developmental objectives. 

Peter Drucker (Sustainable management practice): Drucker 

stressed that genuine organizational success stems from a deep 

sense of social responsibility. ESG reporting, in this light, 

enables businesses to merge operational success with 

environmental care, social inclusivity, and strong governance- 

essential pillars to realize long-term goals such as Vikshit 

Bharat 2047. 
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John Rawls (Justice and fairness in reporting): Rawls’ 

theory of justice asserts that fairness must be central to 

institutional structures. Applying this idea, ESG reporting 

emerges as a fairness-based mechanism that ensures equal 

stakeholder opportunity, transparency, and balanced 

development — all of which contribute to building an inclusive 

and equitable India envisioned in Vikshit Bharat 2047. 

Amartya Sen (Development and ESG freedom 

framework): Sen emphasized that genuine development lies in 

expanding people’s freedoms. In the Indian scenario, ESG 

reporting becomes a means to advance such freedoms through 

openness in environmental, social, and governance practices. 

This transparency empowers citizens, supports informed 

policymaking, and promotes accountable business conduct that 

aligns with the nation’s growth trajectory. 

 

 
Sources: Lingaro Group (Sustainability and ESG Reporting Best Practices) 

 

What is ESG Framework 

➢ Environmental Framework: This refers to the idea that 

while a company focuses on its growth and expansion, it 

must also ensure that its activities do not harm the 

environment. Such as pollution control, energy 

conservation, climate change, and the rising levels of 

carbon emissions, among others. 

➢ Social Framework: As we know, a company originates 

and operates within a society. Therefore, it must function 

with a sense of social responsibility. It is essential to 

understand and address what the consumers need from the 

company, what the employees expect, and to ensure 

considerations such as gender balance, human rights, and 

other social concerns are properly taken into account. 

➢ Governance Framework: If a company truly aims to 

progress in a sustainable and responsible manner, it must 

adhere to governmental regulations and consider policy 

decisions made by the authorities. In the case of 

international business operations, it becomes essential to 

align with both domestic and foreign policies, ensuring a 

balanced and coordinated approach. Key aspects include 

board structure, anti-corruption policies, shareholder 

rights, audit committees, and other governance 

mechanisms. 

 

What is Vision of Vikshit Bharat 2047 

Viksit Bharat Vision 2047 is a visionary plan of the 

Government of India. Under this, it has been stated that when 

India completes 100 years of independence, the goal is to 

achieve balanced and inclusive development in economic, 

social, environmental, and technological sectors. This is aimed 

at enabling India to position itself among the developed nations 

of the world. 
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Sources: Developed India Mission, Government of India & UN SDGs. 

 

Key Pillars of Viksit Bharat 

➢ Economically empowered nation: To make India 

economically strong and prosperous, the aim is to position 

its economy among the top 3 in the world by promoting 

industrial development, innovation, Make in India, 

international trade, and making India self-reliant. 

➢ Sustainable development and environmental 

protection: As it is well understood that along with 

development, protecting the environment is equally 

important, a goal has been set to ensure environmental 

conservation by aiming for net-zero carbon emissions, 

using renewable resources, conserving water effectively, 

and preserving biodiversity. 

➢ Technological development: Empowering the nation 

through e-governance under Digital India, and advancing 

technological growth through artificial intelligence, space 

technology, and quantum computing. 

➢ Development with society: Ensuring inclusive growth by 

taking everyone along—whether it is providing quality 

education, accessible healthcare for all, women 

empowerment, engaging the youth, maintaining 

cleanliness, and fulfilling all basic services for the entire 

society. 

➢ Effective global leadership: To develop while keeping 

foreign policies in focus, and to promote India’s rich 

heritage—such as culture, yoga, Ayurveda, and 

traditions—for global recognition. Additionally, 

addressing global challenges like climate change and 

promoting peaceful solutions to international issues are 

key to elevating the nation to greater heights. 

Various Major Initiatives Driving the Vision Forward: Digital 

India Mission, Pradhan Mantri Gati Shakti Yojana, Skill India, 

Startup India, Ujjwala Yojana, Jal Jeevan Mission, and others. 

 

Rationale: Why ESG is Relevant to National Strategic 

Goals (Viksit Bharat 2047) 

The goal of Viksit Bharat Vision 2047 is for India to become 

the third-largest economy in the world and to be counted among 

the developed nations. By the time India completes 100 years 

of independence, it aims to achieve progress in various sectors, 

including economic growth, environmental sustainability, 

social development, and good governance. By ensuring 

development in all these areas, institutions should align their 

performance with national development goals. 

 

a) Harmonization with the Sustainable Development Goals 

(SDGs) 

India’s Viksit Bharat Vision is strongly aligned with the United 

Nations Sustainable Development Goals (SDGs), which aim to 

tackle key global issues such as poverty, inequality, climate 

change, environmental degradation, and access to justice. ESG 

(Environmental, Social, and Governance) reporting offers a 

well-defined framework that enables businesses to actively 

support these goals through: 

➢ Environmental transparency (actions against climate 

change, promotion of renewable energy), 

➢ Social responsibility (protection of labour rights, 

promotion of gender equality, inclusive economic growth), 

➢ Good governance practices (ethical decision-making, 

openness, and accountability). 

 

b) Economic development with focus on environmental 

conservation 

India aims to become a $30 trillion economy by 2047, while 

ensuring that environmental conservation remains a priority. At 

the same time, all firms are encouraged to pursue green 

investments to achieve sustainable growth. This approach will 

help them develop in the long term while contributing to the 

nation’s overall progress. 

 

c) Investor confidence and global competition 

One of the goals of Vision 2047 is that investors will also make 

their investments keeping ESG (Environmental, Social, and 

Governance) factors in mind. 

In this way, investor confidence will increase and risks will also 

be reduced. 
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d) A Link between regional disparities and equality 

Developed India aims to ensure that development takes place 

equally in rural and urban areas, and benefits both men and 

women without discrimination. 

ESG reporting supports the achievement of Vision 2047 in the 

following ways: 

➢ Assessing social impact 

➢ Promoting workforce diversity 

➢ Investing at the local level 

➢ Emphasizing skill development 

These goals are to be achieved through various national 

missions such as Skill India, Make in India, and Atmanirbhar 

Bharat. 

 

e) Development through good governance 

ESG emphasizes that development is possible through strong 

corporate governance. 

It focuses on working in alignment with policies, ensuring the 

accountability of the board, and conducting business free from 

corruption. 

Examples include: 

➢ Implementing transparent governance policies 

➢ Establishing separate institutions for effective supervision 

and monitoring. 

 

Research questions 

▪ How does ESG reporting contribute to achieving the 

developmental goals of Vision 2047? 

▪ What are the outcomes of ESG implementation at different 

levels of firms, and how are these outcomes interrelated? 

▪ What are India’s long-term goals for fulfilling Vision 

2047? 

▪ How does ESG reporting impact various sectors of the 

economy? 

▪ In what ways does ESG reporting formulate strategies at 

regional, environmental, and social levels? 

▪ How is India developing a regulatory framework for ESG 

to achieve its long-term goals? 

 

Significance of the study 

1. National development alignment 

This study establishes a strong connection between corporate 

ESG (Environmental, Social, and Governance) practices and 

the vision of Viksit Bharat 2047. It demonstrates how ESG 

reporting can act as a strategic bridge to promote inclusive, 

sustainable, and equitable growth that supports India’s 

long‑term national development goals. 

 

2. Policy relevance 

The insights from this research can help policymakers, 

regulators (such as SEBI and NITI Aayog), and ministries 

refine their approaches to ESG‑related mandates, strengthen 

Business Responsibility and Sustainability Reporting (BRSR) 

norms, and frame green finance initiatives that align with the 

roadmap for Viksit Bharat. 

3. Corporate strategy enhancement 

For Indian companies, the study highlights how adopting ESG 

strategies not only enhances corporate reputation and investor 

confidence but also leads to sustainable value creation and 

global competitiveness, which are crucial for participating in 

ESG‑driven supply chains. 

 

4. Investor and market significance 

The findings of this study can assist investors and financial 

institutions in evaluating the impact of ESG practices on 

company stability, risk management, and reputation. This will 

help them make socially responsible, impact‑oriented 

investment decisions that also align with India’s developmental 

priorities. 

 

5. Academic and research contribution 

This research addresses a critical gap in Indian academic 

literature by linking ESG reporting with national development 

outcomes. It also opens new avenues for interdisciplinary 

research in areas such as sustainability accounting, corporate 

governance, development economics, and public–private 

partnerships. 

 

6. Support for SMEs and emerging sectors 

The study sheds light on the ESG challenges faced by MSMEs 

and new industries. It can guide these sectors in adopting ESG 

frameworks effectively so that development becomes inclusive 

and not restricted only to large corporations. 

 

7. Vision 2047 monitoring tool 

This research positions ESG reporting as a tool for tracking and 

monitoring India’s progress towards the goals of Viksit Bharat 

2047. Through measurable indicators and greater transparency, 

it ensures that economic growth moves forward without 

compromising social justice or environmental sustainability. 

 

Literature Review 

▪ Sharma, P., Panday, P., & Dangwal, R. C. (2020) [13] 

The researchers have used the GRI framework to analyse and 

construct the ESG disclosure index the most important variable 

that impacts the level of ESG disclosures is profitability. It 

implies that the higher the profitability of the firm, the higher 

they disclose the ESG factors. 

▪ Efthymiou, L., Kulshrestha, A., & Kulshrestha, S. 

(2023) [12] 

The existing literature highlights the application of ESG across 

several fields, the results revealed that Indian service firms 

were not comfortable to adopt fully digitalization methods. The 

findings suggest that technology can both facilitate and hamper 

the sustainability effort; hence, the consequences on internal 

stakeholders, such as managers and workers, can be both 

positive and negative. 

▪ Banerjee, S., & David, R. (2025) [11] 

This study finds that while Indian investors are aware of ESG 

factors, they prioritize traditional financial metrics like returns 

and risk over ESG considerations. ESG factors are often treated 

as secondary, hindered by the lack of standardization in data 
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and ratings, making them complicated to quantify and relate. 

Moreover, issues about greenwashing and unreliable ESG 

information further reduce their significance in investment 

decisions. The findings of this study emphasize the need for 

reliable ESG data, standardization and increased investor 

education for better integration. 

▪ Serikakhmetova, A. B., & Adambekova, A. A. (2022) [10] 

The authors have highlighted the importance of more 

comprehensive corporate social responsibility taking into 

consideration the five countries. The results are that in the 

USA, China and India, the term CSR is been passionately 

studying and mentioning, while in Russia and Kazakhstan there 

is a small number of published scientific works on this topic. 

The most important result of applying CSR in a company is 

participation in social and economic changes. Companies by 

taking on this responsibility are making a meaningful input in 

upgrading the quality of life of people around the world. 

▪ Mohd Daud, S. N., Ghazali, N. S., & Mohammad 

Ismail, N. H. (2024) [9] 

The authors discovered that ESG practices among corporate 

entities significantly impact economic growth in Malaysia, the 

Philippines and Singapore. Particularly, the environmental 

element positively affects the growth of Malaysia, Thailand 

and the Philippines, while the governance components of ESG 

contribute to Thailand’s economic growth. The authors also 

observed that innovation upgrades countries’ economic 

growth, thus offering policy insights into promoting ESG 

practices and stimulating the ecosystem for innovation. 

▪ Naomi, P., & Akbar, I. (2021) [8] 

The paper proposes that ESG performance is more likely to be 

affected by the quality of institutions, rather than by the 

economy size. Good institutions enable the economy to reach 

optimum resource allocation. This paper used the path analysis 

model to develop and test a theoretical model to comprehend 

the correlation between natural resource rent, ESG 

performance, and the quality of economic development at the 

country level. This study employs a data set of OECD countries 

during the period of 2000-2017. 

▪ Umesh, Pranav & Sivakumar, N. (2025). 

This paper attempts to present some case studies of how the

goals of SDG4 have been facilitated through CSR initiatives. 

The authors have taken the data from the India” largest 

corporate (NIFTY indexed), and concluded that the corporates 

exert a strong influence in facilitating SDG4 and the India 2047 

vision 

▪ Gurung, P., & Sarkar, S. (2024) [7] 

This paper focuses on lack of waste management practices 

adopted by Industrialists. According to authors this should be 

the top most priority and needs a huge scope of improvement 

since it has a negative impact on environment. The 

Industrialists should adhere to GRI frameworks to control any 

harmful impact on the environment. 

▪ Joshi, Ghanasham S. & Hyderabad, R.L. (2019) 

The authors have attempted to study various determinants of 

CSR with an aim that group of factors such as size of the 

company, profitability, leverage, board size and age of the firm 

have any association with CSR disclosures. The results showed 

the positive and significant association between board size of 

the firm, size of the firm and age and CSRD and a negative and 

insignificant relationship between profitability, leverage and 

CSRD is also noticed. The authors took the data from 2011-

2017 year among NIFTY companies to study factors 

influencing CSR disclosures. 

 

Identified gaps in literature 

A careful review of prior studies reveals three key gaps: 

➢ Limited linkage with national development – Most studies 

examine ESG at the micro (firm) level but ignore macro-

level strategic alignment with government visions like 

Viksit Bharat 2047. 

➢ Lack of standardization focus – While issues of data 

reliability and investor confidence are discussed, concrete 

models for standardized ESG disclosures in India remain 

unexplored. 

➢ Insufficient MSME focus – Large corporates dominate 

ESG research, while the contribution and challenges of 

MSMEs are under‑researched. 

The present study addresses these gaps by integrating corporate 

ESG practices into a broader framework of India’s 

developmental goals.

 

Data Analysis 

 

 
Source: Calculations based on RBI Database of the Indian Economy. Economy Survey 2022-23, and union Budget 2024-25 

https://www.dzarc.com/social


Journal of Social Review and Development, 2025;4(Special Issue 1):11-19 ISSN NO: 2583-2816 

www.dzarc.com/social Page | 16 

In the last decade, India has shown a consistent rise in its capital 

expenditure as a percentage of GDP, reflecting a strong focus 

on long-term growth and sustainable development. The share 

of capital expenditure in the Union Government’s budget has 

gradually increased from around 1.6–1.8% during 2013–2019 

to 2.2% in 2020–21, further rising to 2.5% in 2021–22. This 

growth accelerated post‑pandemic, reaching 2.9% in 2022–23 

and is projected to touch about 3.4% by 2024–25. Such 

expenditure is directed towards infrastructure creation, 

research and innovation, healthcare, education, housing, 

railways and urban development, which generate long-term 

multiplier effects and enhance overall productivity. These 

investments also create an enabling environment for private 

sector participation, helping in the achievement of Sustainable 

Development Goals (SDGs) and laying a strong foundation for 

India’s aspiration of becoming a developed nation by 2047. 

Simultaneously, the corporate sector has played an important 

complementary role through Corporate Social Responsibility 

(CSR) spending. Since the introduction of CSR provisions in 

the Companies Act, 2013, the private sector has been actively 

contributing to social development, skills training, and 

environmental initiatives aligned with national priorities. Total 

CSR expenditure has steadily increased from ₹24,966 crore in 

2014‑15 to ₹26,279 crore in 2021‑22, signifying the growing 

integration of corporate actions with the SDG agenda. This 

trend highlights that, alongside government spending, 

responsible business practices are increasingly being leveraged 

as a strategic tool for inclusive and sustainable growth. 

 

 
Source: Ministry of Corporate Affairs – National CSR Data Portal, accessed 2024 

 

The above pie chart presents the sector-wise distribution of 

Corporate Social Responsibility (CSR) expenditure in India, 

based on data compiled from the Ministry of Corporate Affairs 

– National CSR Data Portal. 

Education (37%) has received the largest share of CSR 

spending, showing that companies are prioritizing educational 

initiatives, skill development, and literacy enhancement. 

Health (30%) stands as the second highest sector, indicating a 

strong focus on healthcare, sanitation, and COVID-19 relief 

measures. 

Rural development (15%) and Environment (12%) collectively 

account for over one-fourth of CSR expenditure, reflecting 

attention towards sustainable development and ecological 

balance. 

Others (6%) covers remaining initiatives like heritage 

protection, sports, and miscellaneous welfare activities. 

This distribution highlights that corporate India is aligning its 

CSR priorities with national developmental goals, with the 

largest emphasis on education and healthcare, while 

environmental concerns are also emerging as an important area. 
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The above bar chart illustrates the trend of Corporate Social 

Responsibility (CSR) expenditure in India from 2018‑19 to 

2022‑23, based on aggregated data available on the Ministry of 

Corporate Affairs – National CSR Data Portal. 

It is clearly observed that CSR spending has shown a consistent 

upward trend over the years. 

In 2018‑19, the total CSR expenditure was approximately 

₹11,000 crores. 

By 2022‑23, this amount increased to around ₹18,500 crores. 

This steady growth indicates that corporate entities in India are 

increasingly prioritizing social development, community 

welfare, and sustainable initiatives, thereby contributing to 

both the social and environmental dimensions of ESG. 

 

Research methodology 

This study adopts a descriptive and analytical research design 

with a mixed‑method approach. 

Nature of data: Secondary data collected from BRSR, CSR 

reports, MCA National CSR Data Portal, RBI Database, 

Economic Surveys, SEBI reports, NITI Aayog’s SDG Index 

and peer‑reviewed journals. 

Time frame: Data for the period 2014–2024 was analyzed as 

this period marks the introduction and evolution of CSR 

provisions (2013) and the launch of BRSR guidelines (2021 

onwards). 

Sampling frame: The study focuses on NIFTY 100 companies 

as representative of large corporates because of their high 

compliance with ESG/BRSR norms. National level data on 

CSR expenditure was also analyzed. 

Tools and techniques: Content analysis to identify themes 

linking ESG initiatives to national development. Trend and 

comparative analysis (using Excel) for CSR/ESG expenditure 

data. 

Descriptive analysis supported with charts and tables for 

interpretation. 

 

Limitations 

This study is based on secondary data, hence the findings are 

limited to publicly available disclosures and do not capture 

internal organizational practices. 

Findings and Discussion 

Key findings 

1. Increasing integration of ESG reporting in Indian 

corporates 

Analysis of BRSR and CSR disclosures reveals that an 

increasing number of listed companies are embedding ESG 

principles into their strategic planning. Education, health, rural 

development, and environment conservation account for the 

largest share of CSR spending, which aligns with national 

priorities. 

 

2. Alignment with Viksit Bharat 2047 Vision 

ESG initiatives undertaken by corporates show a strong 

contribution toward the pillars of Viksit Bharat 2047, 

particularly in areas such as: 

➢ Economic Growth: Investments in innovation, skill 

development, and infrastructure. 

➢ Social Development: Focus on education, gender 

diversity, and healthcare. 

➢ Environmental Sustainability: Renewable energy, waste 

management, and carbon footprint reduction. 

 

3. Investor perception and market value 

ESG-compliant firms have shown enhanced investor 

confidence and global competitiveness. However, in India, 

many investors still consider ESG factors as secondary to 

financial performance due to lack of standardized data. 

 

4. Challenges in implementation 

➢ Voluntary nature of ESG reporting among SMEs. 

➢ Lack of standardization and third-party verification in 

ESG data. 

➢ Greenwashing risks and absence of strict enforcement 

mechanisms. 

 

5. Policy and regulatory support 

Initiatives such as SEBI’s BRSR, National CSR portal, and 

India’s SDG roadmap have provided a structure to corporate 

disclosures, but further integration and mandatory norms are 

needed. 
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International comparison 

Globally, countries like the EU, USA and Japan have adopted 

mandatory sustainability reporting standards (e.g., CSRD in 

Europe) and independent verification systems. Compared to 

these, India is still at an evolving stage where ESG reporting is 

largely voluntary except for top listed companies. This 

indicates a significant opportunity for India to strengthen 

enforcement mechanisms and adopt global best practices. 

 

Discussion 

The findings indicate that ESG reporting has moved beyond 

compliance and is increasingly being viewed as a strategic tool 

for sustainable development in India. Companies with robust 

ESG frameworks are better positioned to align with Viksit 

Bharat 2047 goals by: 

➢ Fostering social equity: Corporate spending on education 

and healthcare creates a multiplier effect on human capital 

development. 

➢ Driving environmental responsibility: Adoption of 

clean energy and efficient resource use reduces ecological 

degradation. 

➢ Enhancing governance: Transparency, ethical 

leadership, and responsible board practices strengthen 

institutional trust. 

However, the voluntary nature of ESG reporting poses a barrier 

to achieving national objectives at scale. Stronger policy 

frameworks, capacity-building for MSMEs, standardized 

disclosure norms, and third-party verification will be essential 

to realize the full potential of ESG reporting as a driver of 

sustainable growth. 

 

Practical and policy implications 

• For policymakers: The findings underline the need for a 

mandatory ESG disclosure framework with third‑party 

audits and a uniform reporting standard. 

• For corporates: Embedding ESG in business strategy not 

only enhances reputation but also aligns the company with 

future government policies and global value chains. 

• For academia: This study contributes to an 

interdisciplinary understanding of sustainability 

accounting, corporate governance and development 

studies. 

 

Conclusion 

This study concludes that ESG (Environmental, Social and 

Governance) reporting has emerged as a vital strategic tool for 

achieving India’s vision of Viksit Bharat 2047. 

The analysis of secondary data and corporate disclosures shows 

that Indian companies are increasingly linking their ESG 

initiatives with national goals such as sustainable economic 

growth, social inclusion, environmental conservation, and 

ethical governance. 

Key areas like education, healthcare, renewable energy, skill 

development, gender equity and rural development are 

receiving significant attention through ESG and CSR activities, 

creating a positive multiplier effect on the nation’s progress. 

ESG adoption also enhances investor trust, corporate 

reputation, and global competitiveness. 

However, the study identifies persistent challenges: 

➢ Voluntary nature of ESG compliance, 

➢ Lack of uniform standards and third‑party verification, and 

➢ Instances of greenwashing and limited participation of 

MSMEs. 

For ESG to act as a transformative force, it is essential to 

strengthen the regulatory framework, ensure standardized 

reporting, promote awareness among smaller firms, and link 

ESG metrics with national development monitoring. 

In essence, ESG reporting must evolve from a 

compliance‑oriented activity into a transformative corporate 

practice that supports India’s aspiration of becoming a socially 

just, environmentally responsible and economically strong 

developed nation by 2047. 

 

Limitations and future research 

This study is based on secondary data; hence the insights are 

limited by the accuracy of public disclosures. Future research 

should incorporate primary surveys or interviews with 

corporate executives, investors and policymakers to validate 

the qualitative dimensions of ESG practices. 

Additionally, sector‑specific and MSME‑focused studies could 

provide deeper insights. Longitudinal studies tracking the 

progress of ESG initiatives till 2047 can also be undertaken. 
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Abstract 

The rapid combination of artificial intelligence (AI) and automation technologies is driving significant changes in the labor market, 

requiring a re-evaluation of traditional employment models. This paper look into the great effects of these technologies, focusing 

on both job displacement and the creation of new job opportunities. It explores the evolving skills needed for the future workforce, 

highlighting the increasing importance of adaptability, critical thinking, and digital literacy. The study also looks at the economic 

impacts, weighing potential productivity improvements against the risk of deepening income inequality. Ethical concerns, such as 

algorithmic bias, data privacy, and the broader social consequences of automation, are also explored. Additionally, the paper 

emphasizes the need for comprehensive policy frameworks and educational reforms to mitigate the adverse effects of job loss and 

facilitate a smooth transition. Dynamic solutions like retraining programs, continuous learning opportunities, and the possible 

introduction of universal basic income are discussed as ways to build a resilient and inclusive job market. By reviewing current 

research and trends, this paper calls for collaboration between policymakers, businesses, and educational institutions to tackle the 

challenges produce by AI and automation, and to ensure that the future of work is productive and fair for all. 
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1. Introduction 

Over the past few decades, significant forces-including 

technological progress, globalization, and the restructuring of 

production through outsourcing and offshoring-have 

undeniably caused dramatic changes in the labor markets of 

both advanced and developing countries, particularly in the 

demand for specific skills. Adding to this, the aging 

populations in developed nations are intensifying the need for 

continuous training and are expected to alter the structural 

demand for certain skills, notably in health and elder care. 

These factors have created a multifaceted impact on the labor 

market, with job displacement occurring alongside the 

emergence of new roles, some being variations of old ones and 

others being entirely new. Consequently, the volume and type 

of skills and qualifications needed in this evolving labor market 

have substantially shifted. New skills are required not just for 

new jobs but also to meet the changing demands of existing 

ones. Determining which occupations will grow and where, 

and which skills will be most in demand, are central questions 

in economic and policy debates. Addressing these issues 

requires the gathering of specific data and the development of 

new analytical tools that can integrate with and enhance current 

labor market instruments to understand the complexity and 

variability of these emerging trends. 

Despite these expectations and concerns, we lack a clear 

understanding of the effects of automation, especially AI and 

robotics, on the labor market and productivity. A significant 

portion of the debate, both publicly and academically, is 

unfortunately framed as a false dichotomy. One side warns of 

AI and robotics causing widespread joblessness, while many 

economists on the other contend that, based on historical trends 

of technological progress increasing labor demand and wages, 

there's no reason for worry this time. 

Corporate personnel face unprecedented challenges to their 

career prospects in the digital age as deep learning and artificial 

intelligence enable robots to perform increasingly complex 

functions. The World Economic Forum’s Future of Jobs 2020 

report indicates a significant disruption over the next five years, 

with automation and the evolving human-machine division of 

labor expected to impact 85 million jobs across 15 global 

industries. The report further emphasizes that the COVID-19 

pandemic-induced recession and the swift advancement of 

automation technologies are driving a faster-than-anticipated 

transformation of the job market. Consequently, the need for 

professional workers in fields like accounting, data entry, and 

managerial support has been severely affected, compounding 

the economic anxieties of white-collar employees. 

 

2. Literature review 

Rayhan, Abu. (2023) [15]. Organizations across various sectors 

are increasingly adopting rapidly advancing AI and automation 

technologies. This allows them to streamline their operations, 

boost efficiency, and gain a competitive advantage. AI-driven 

tools like chatbots, virtual assistants, and automated processes 

are becoming standard in customer service, while machine 

learning algorithms are being used to enhance decision-making 

and predictive capabilities. Although the pace of adoption 

differs among industries, it's clear that AI and automation are 
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significantly influencing the present and future landscape of 

work. 

The manufacturing industry has historically been a leader in 

automation, with the incorporation of robotics and AI 

fundamentally changing production. This has led to greater 

efficiency, precision, and output. Automated assembly lines, 

robotic arms, and self-driving vehicles have taken over many 

manual jobs, simplifying operations and reducing costs for 

companies. Robotics is essential for automating tasks that are 

repetitive or dangerous in manufacturing. AI-powered robots 

can adjust to new situations, perform intricate tasks accurately, 

and work together smoothly with human employees. The 

synergy of robotics and AI also facilitates predictive 

maintenance, quality assurance, and inventory control, thereby 

improving overall production. 

While automation offers significant advantages to 

manufacturing, it also brings up concerns about job losses. As 

machines handle routine and less-skilled jobs, some positions 

may become unnecessary. However, automation also generates 

new needs for workforce development through upskilling and 

reskilling. Rather than simply replacing workers, automation 

often reshapes job roles, requiring employees to develop new 

abilities and concentrate on tasks that demand human 

ingenuity, problem-solving skills, and critical thought. 

Devagiri, J. S. et al. (2022) [9]. Due to constant technological 

advancements driven by global competition, industries face 

evolving demands annually. Augmented Reality (AR) has 

become a prominent technology across various fields. AR 

overlays computer-generated virtual information onto the real 

world through a process called rendering, making digital 

content appear part of the physical environment. While other 

methods exist to enhance reality with digital objects, AR is the 

most prevalent. Recent significant progress has led to its 

widespread adoption in sectors like gaming, education, and 

entertainment, where developers create real-time adaptive 

digital inputs based on user environment changes. Integrating 

AR with machine learning (ML), which excels at image 

processing and information extraction, holds immense 

potential for improving industrial efficiency. AR designs 

typically involve layers from object detection to display. Mixed 

Reality (MR) blends physical and virtual worlds with 

interactive capabilities, often using devices like holographic 

glasses, whereas AR enhances the physical environment and 

can be experienced through smartphones, tablets, and AR 

glasses. AR's increasing popularity positions it as a key 

component of the Industry 4.0 revolution, which emphasizes 

smart manufacturing by integrating intelligence with 

automated systems to enhance human expertise and enable 

autonomous, data-driven robotic decision-making. Artificial 

Intelligence (AI) and ML are expected to significantly improve 

the adaptability and effectiveness of AR systems, building on 

their success in areas like object detection and their existing 

impact in manufacturing for tasks such as inspection and 

materials information management. 

Wang, W. & Siau, K. (2019) [20]. Artificial intelligence (AI) is 

a multifaceted concept influenced by and influencing a diverse 

array of fields, including computer science, engineering, 

biology, psychology, mathematics, statistics, logic, 

philosophy, business, and linguistics. Its manifestations are 

diverse, spanning from everyday applications like Apple Siri 

and Amazon Go to sophisticated technologies such as self-

driving vehicles and autonomous weaponry. A fundamental 

classification of AI is into weak AI and strong AI. Weak AI, or 

narrow AI, excels at particular tasks, and the majority of AI 

successes to date, such as Google Assistant and Alpha Go, are 

examples of this. Nevertheless, researchers in various domains 

are actively pursuing the creation of strong AI (also termed 

human-level artificial general intelligence or artificial super 

intelligence), which would demonstrate competence across a 

wide spectrum of tasks. Strong AI is a contentious and much-

debated idea. Many Trans humanists believe it could attain 

self-awareness and reach the level of human intelligence. The 

advent of strong AI is predicted by some to initiate a rapid 

"intelligence explosion," potentially leading to the unavoidable 

technological singularity and the subsequent, near-immediate 

emergence of super intelligence-broadly defined as an intellect 

vastly exceeding human cognitive performance in almost every 

domain. In essence, a strong AI would be capable of surpassing 

human abilities in nearly all cognitive endeavors. 

Acemoglu, D., & Restrepo, P. (2019b) [1]. Automation 

technology boosts productivity by allowing a more flexible 

allocation of tasks, which in turn fuels demand for labor in non-

automated areas—a phenomenon we call the 'productivity 

effect.' The net influence of automation on labor demand is thus 

determined by the balance between this productivity effect and 

the job-displacing effects. Importantly, technological history is 

not just about automation eliminating human jobs. If it were, 

we would be stuck with a shrinking number of old roles and a 

continuously decreasing portion of national income going to 

labor. Instead, the displacement caused by automation has been 

countered by technologies that establish new tasks where 

human labor has an advantage. These new tasks generate not 

only a positive productivity effect but also a 'reinstatement 

effect,' re-engaging labor in a broader spectrum of activities 

and thus altering the composition of production to favor labor. 

This reinstatement effect directly opposes displacement and 

increases both labor's share of income and the overall demand 

for labor. 

Autor, D. H. (2015) [5]. The accelerating trend of digitization is 

expected to lead to economic disruption rather than 

environmental concerns, driven by the fact that increasingly 

capable computers diminish the need for some categories of 

workers. Technological progress will likely disadvantage a 

segment of the workforce, possibly a significant portion, as it 

advances rapidly. As this paper will illustrate, highly skilled 

and educated workers are in an advantageous position, able to 

utilize technology to create and extract value. However, those 

with only 'ordinary' skills and abilities face an increasingly 

difficult landscape, as computers, robots, and other digital 

technologies are gaining these skills at an exceptionally fast 

rate. 
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Akst, Daniel. (2013) [3]. Despite two centuries of automation 

and technological progress not rendering human labor 

unnecessary-shown by the 20th century's increase in the 

employment-to-population ratio alongside women entering the 

market, and the lack of a sustained rise in unemployment 

despite economic cycles-those concerned about automation 

and jobs argue that historical patterns may not apply to future 

scenarios. The emergence of vastly improved computing 

power, artificial intelligence, and robotics, in particular, creates 

the possibility of labor displacement on a scale never before 

witnessed. There is no fundamental economic rule ensuring 

everyone can earn a living simply through their skills and 

integrity. Whatever the future brings, the present is undeniably 

characterized by a resurgence of fears about automation. 

Schappell, R. (1983) [18]. Artificial intelligence (AI), a field 

within computer science, focuses on creating programs that can 

make complex decisions, learn and improve decision-making 

skills, interact with humans naturally, and generally exhibit 

behaviors associated with human-like intelligence. Here, 

"intelligence" refers not to exceptional talent but rather the 

general human (and some animal) capacity to understand and 

process vast amounts of diverse information, adapt to new 

situations by modifying behavior, grasp connections between 

facts and ideas, and generate new concepts and relationships 

from existing knowledge. The "artificial" aspect simply means 

this intelligence is achieved through technology. AI research 

encompasses a wide range of theoretical areas, including 

knowledge representation, acquisition, problem-solving, 

vision, theorem proving, and natural language processing. 

While these topics can be studied from a human cognitive 

perspective, AI researchers aim to implement these abilities in 

computers. Beyond its theoretical foundations, AI has 

significant practical applications, primarily in the development 

of expert systems and natural language interfaces. 

 

3. The impact of AI and automation on job displacement 

and creation 

The increasing integration of artificial intelligence (AI) and 

automation technologies is significantly reshaping the labor 

market, leading to concerns about job displacement in certain 

sectors while simultaneously creating new employment 

opportunities. Several industries with a high prevalence of 

routine and manual tasks are particularly vulnerable to 

automation. For instance, manufacturing, transportation, and 

data entry are witnessing a shift as robots, autonomous 

vehicles, and AI-powered systems become capable of 

performing tasks previously done by human workers. This 

displacement necessitates a proactive approach towards 

reskilling and upskilling the workforce to adapt to the evolving 

demands of the job market. 

Identifying emerging job roles and industries driven by AI and 

automation is crucial for understanding the evolving landscape 

of work. The integration of these technologies is not only 

automating existing tasks but also creating entirely new fields 

and specializations. Several key areas are witnessing 

significant growth due to the advancements in AI and 

automation. 

One prominent area is the field of AI development and 

maintenance itself. This includes roles such as AI engineers, 

machine learning specialists, data scientists, AI trainers, and AI 

ethicists. These professionals are responsible for designing, 

building, implementing, and ensuring the responsible use of AI 

systems. As AI becomes more integrated into various aspects 

of business and society, the demand for these specialized skills 

will continue to rise. Additionally, new roles are emerging that 

bridge the gap between AI capabilities and specific industry 

needs, such as AI product managers and AI solutions architects 

who understand both the technical aspects of AI and the 

business context. 

The pervasive nature of digital technologies in modern daily 

life, it's hard to recall a time when most people lived rurally, 

relying on agriculture and handicrafts for their livelihoods. The 

last century has witnessed rapid global transformation, and the 

rate of innovation is set to accelerate further. While most 

individuals focus on the consumer-facing aspects of 

technology, the increasing automation of tasks in factories and 

services, which previously required human labor, often goes 

unnoticed. This automation is predicted to cause significant 

unemployment, particularly impacting individuals with a mid-

level education, while those with high and low levels of 

education may be less affected. Low-skill, low-paying jobs 

requiring no specialization are expected to grow, widening the 

gap between them and high-skill jobs, leading to greater social 

inequality, as automating these roles may not be economically 

viable. Despite the serious challenges automation will bring to 

the job market, it is ultimately a positive development that 

necessitates societal adaptation. 

Automation has progressed from the mechanization of the 

Industrial Revolution, which boosted productivity but still 

required significant human control, to the Digital Revolution, 

where the introduction of computers in the late 20th century 

provided the foundation for today's advanced automation 

technologies. The rise of Artificial Intelligence (AI), fueled by 

advancements in algorithms, processing power, and the 

availability of large datasets, has become a critical driver in 

modern automation, enabling machines to learn and adapt. 

Currently, AI-driven automation is transforming various 

industries, with robotics and AI optimizing manufacturing 

processes and enhancing supply chains, while in healthcare, AI 

aids in diagnostics, patient monitoring, and personalized 

medicine, improving efficiency and patient outcomes. 

Emerging technologies like Robotic Process Automation 

(RPA) are automating repetitive business tasks for cost 

reduction, and Machine Learning, a key AI subfield, allows 

systems to improve their performance through data learning 

without explicit programming. 

 

4. Surveys and reports 

▪ Job creation and displacement 

➢ The WEF's Future of Jobs Report 2025 projects a 

significant labor market transformation, with AI and 

information processing technologies expected to reshape 

86% of businesses by 2030. They anticipate the creation of 

170 million new jobs globally while potentially displacing 
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92 million existing roles, resulting in a net increase of 78 

million jobs. 

➢ McKinsey suggests that while AI could lead to 

displacement, it also presents a $4.4 trillion opportunity in 

added productivity growth. Their analysis indicates that 

nearly all occupations will be affected by automation, but 

only about 5% could be fully automated with current 

technologies. Many more jobs will see a partial automation 

of tasks, leading to job changes. 

➢ IBM Institute for Business Value highlights that AI is 

fueling new job creation, with over half of Canadian CEOs 

in a 2024 study reporting hiring for roles that didn't exist 

the previous year due to generative AI. They also 

emphasize that AI can augment human capabilities rather 

than just replace jobs. 

 

▪ Skills transformation 

➢ The WEF reports that 39% of existing skill sets will 

become outdated between 2025 and 2030, emphasizing the 

urgent need for upskilling and reskilling. They identify AI 

and big data, networking and cybersecurity, and 

technological literacy as the fastest-rising competencies. 

➢ LinkedIn's "Jobs on the Rise" reports consistently show a 

growing demand for AI-related professions such as AI 

Engineers and AI Consultants. Their data also highlights 

the importance of both technical AI skills (machine 

learning, deep learning, data analysis) and soft skills 

(communication, problem-solving, collaboration). 

➢ PwC's AI Jobs Barometer indicates that occupations 

highly exposed to AI are experiencing nearly five times 

higher growth in productivity but slower hiring growth. 

They also note a 25% higher net change in skills required 

in AI-exposed occupations between 2019 and 2023 and a 

three times higher growth in hiring for jobs requiring 

specialized AI skills. 

The ongoing Fourth Industrial Revolution, or Industry 4.0, is 

significantly propelled by the advancements and integration of 

artificial intelligence and automation. The fusion of intelligent 

machines with the Internet of Things (IoT) is revolutionizing 

factory operations, allowing for enhanced adaptability and 

quicker responses to evolving market demands. By deploying 

robots and other automated systems, businesses can achieve 

substantial reductions in labor expenses, leading to increased 

overall productivity and a significant decrease in errors 

typically associated with human involvement. This 

technological shift enables routine production processes to be 

executed with exceptional precision and consistency, thereby 

freeing up human capital within organizations to concentrate 

on more strategic, complex, and creative endeavors that require 

higher-level cognitive skills and decision-making. 

 

5. Objectives of the study 

▪ To analyze the evolving landscape of job roles. 

▪ To investigate the shifting skill and educational 

requirements. 

▪ To evaluate the potential economic consequences. 

▪ To explore the perceived impact of AI on individual 

industries/fields. 

 

6. Hypothesis 

Ho1: Increased perceived impact of Artificial Intelligence (AI) 

on job roles is not associated with increased concern about job 

displacement and the perceived importance of continuous 

learning. 

Ha1: Increased perceived impact of Artificial Intelligence (AI) 

on job roles is associated with increased concern about job 

displacement and the perceived importance of continuous 

learning. 

 

7. Research methodology 

i. Data collection 

▪ Primary data: Primary data would be collected from the 

Bilaspur district in Chhattisgarh with Questionnaire 

surveys and semi structured informal interviews also taken 

from selected individuals. 

▪ Secondary data: The secondary data would be collected 

from web sites, official records, published reports of 

similar projects, journals and literature from various 

disciplines. 

ii. Population: Target population for the study was different 

types of employees (Government employee, Semi-

government employee, Private employee) of Bilaspur 

district. 

iii. Sample: The research will adopt stratified random 

sampling method to collect the required data. 

iv. Tools used for analysis: The researcher adopts the tool for 

analysis is Multiple regression through SPSS 26. 
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8. Data interpretation and analysis 

▪ Demographic analysis 

 

 
Source: Researchers observation 

 

Graph 1: Demographic Profile of the respondents

Table 1: Demographic Profile of the respondents 
 

Demographic Profile of the Respondents 

S. No. Factors Response Series Frequency Percentage 

1 Age 

Below 25 1 17 17% 

25 to 35 2 33 33% 

35 to 45 3 26 26% 

45 to 55 4 11 11% 

Above 55 5 13 13% 

2 Gender 

Male 1 57 57% 

Female 2 41 41% 

Third Gender 3 2 2% 

3 Education 

Matriculation 1 5 5% 

Higher Secondary 2 4 4% 

Graduation 3 36 36% 

Post Graduation 4 33 33% 

Professional 5 22 22% 

4 Occupation 

Private Employee 1 55 55% 

Government Employee 2 36 36% 

Semi-Government Employee 3 9 9% 

5 Marital Status 

Unmarried 1 28 28% 

Married 2 66 66% 

Divorced 3 6 6% 

6 Locality 

Rural 1 19 19% 

Urban 2 67 67% 

Semi-Urban 3 14 14% 

Source: Researchers observation 

 

The provided table & graph represents the demographic profile 

of 100 respondents that were surveyed. Regarding age 

distribution, the largest proportion of respondents falls within 

the 25 to 35 years age group (33%), followed by the 35 to 45 
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years category (26%). Respondents below 25 years constitute 

17%, while those aged 45 to 55 and above 55 represent 11% 

and 13% respectively. In terms of gender, the majority of 

respondents are male (57%), with females comprising 41% and 

third-gender individuals accounting for 2%. Examining 

educational attainment, the highest percentages are observed in 

graduation (36%) and post-graduation (33%), followed by 

professional qualifications (22%). Matriculation and higher 

secondary education levels represent smaller proportions at 5% 

and 4% respectively. Concerning occupation, over half of the 

respondents are private employees (55%), with government 

employees constituting 36% and semi-government employees 

9%. Regarding marital status, a significant majority are married 

(66%), while 28% are unmarried and 6% are divorced. Finally, 

concerning locality, the majority of respondents reside in urban 

areas (67%), followed by rural areas (19%) and semi-urban 

areas (14%). 

 

▪ Descriptive analysis 

Ho1: Increased perceived impact of Artificial Intelligence (AI) 

on job roles is not associated with increased concern about job 

displacement and the perceived importance of continuous 

learning. 

Ha1: Increased perceived impact of Artificial Intelligence (AI) 

on job roles is associated with increased concern about job 

displacement and the perceived importance of continuous 

learning. 

 

Table 2: Description of variables 
 

Variable Label Indicator 

Dependent D1 
I am concerned about the potential for AI to 

displace human workers in the future. 

Independent 

ID1 
AI technologies are significantly altering the 

types of jobs available in the current labor market. 

ID2 
My industry/field is experiencing a substantial 

transformation due to the integration of AI. 

ID3 

AI is primarily automating routine and repetitive 

tasks, freeing up human workers for more 

complex roles. 

ID4 
AI is creating new job roles that did not exist 

previously. 

Source: Through questionnaire prepared by the researcher 

 

On the basis of the above table, the analysis investigates the 

relationship between perceptions of Artificial Intelligence's 

(AI) impact on the labor market and concern about future job 

displacement caused by AI. The dependent variable (D1) 

measures the level of concern regarding the potential for AI to 

displace human workers in the future. This concern is modeled 

as a function of four independent variables: the perception that 

AI technologies are significantly altering the types of jobs 

available (ID1), the belief that one's industry or field is 

undergoing substantial transformation due to AI integration 

(ID2), the view that AI is primarily automating routine and 

repetitive tasks (ID3), and the perception that AI is creating 

new job roles that did not previously exist (ID4). 

 

Table 3: Regression Model Summary 
 

Regression Model Summary 

R 
R-

square 

Adjusted R 

Square 

Std. Error of the 

Estimate 

.286 .082 .043 .96004 

Source: Data analyzed by the researcher through SPSS 26 

 

Table-3, showing Regression Model Summary, provides 

insights into the overall fit and explanatory power of the model. 

The multiple correlation coefficient (R) is 0.286, indicating a 

relatively weak positive linear association between the 

combined independent variables and the dependent variable. 

The R-square value is 0.082, which suggests that 

approximately 8.2% of the variance in the concern about AI job 

displacement can be accounted for by the linear combination of 

the four specified independent variables. The Adjusted R-

square, which penalizes the inclusion of predictors that do not 

significantly improve the model, is lower at 0.043 (or 4.3%), 

further highlighting the limited explanatory power of this 

particular set of predictors. The Standard Error of the Estimate 

is 0.96004, representing the typical deviation. 

 

Table 4: ANOVA table 
 

ANOVA Table 

 Sum of 

Squares 

Df Mean 

Square 

f-

statistic 

p-

value 

Regression 7.801 4 1.950 2.116 .085 

Residual 87.559 55 .922 --- --- 

Total 95.360 99 --- --- --- 

Source: Data analyzed by the researcher through SPSS 26 

 

The ANOVA table assesses the overall statistical significance 

of the regression model, testing whether the independent 

variables, taken together, significantly predict the dependent 

variable. The F-statistic, which compares the variance 

explained by the model to the residual (unexplained) variance, 

is calculated as 2.116. This test is based on 4 degrees of 

freedom for the regression (corresponding to the number of 

independent variables) and 55 degrees of freedom for the 

residual. The associated p-value is 0.085. Using the 

conventional alpha level of 0.05 for statistical significance, this 

p-value (0.085>0.05) indicates that the result is not statistically 

significant. Therefore, we fail to reject the null hypothesis, 

suggesting that there is insufficient evidence to conclude that 

this specific combination of independent variables reliably 

predicts the level of concern about future AI-driven job 

displacement within the population from which the sample was 

drawn. 

Table 5: Coefficients 
 

Model 

Unstandardized 

Coefficients 
Standardized 

Coefficients 

t-

value 

p-

value 
B Std. Error 

ID1 .254 .109 .246 2.335 .022 

ID2 .113 .154 .077 .732 .466 

ID3 -.067 .110 -.062 -.609 .544 

ID4 .022 .111 .020 .196 .845 

Source: Data analyzed by the researcher through SPSS 26 
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Analyzing the individual predictors, as shown in Table-5, 

reveals that only ID1, representing the perception that AI 

technologies are significantly altering the types of jobs 

available, emerges as a statistically significant predictor in this 

model. Its positive unstandardized coefficient (B=0.254, 

Std.Error=0.109) suggests that a stronger perception of AI 

altering job types is associated with a higher level of concern 

about future job displacement. This relationship is statistically 

significant at the conventional 0.05 alpha level, as indicated by 

its t-value of 2.335 and p-value of 0.022. The standardized 

coefficient (Beta=0.246) confirms this positive association and 

provides a measure of its relative effect size compared to other 

predictors. 

Conversely, the remaining independent variables did not 

demonstrate a statistically significant relationship with the 

concern about AI job displacement within this model. The 

perception that one's industry is transforming due to AI (ID2) 

showed a positive but non-significant association (B=0.113, 

p=0.466). The belief that AI primarily automates routine tasks 

(ID3) exhibited a negative, non-significant relationship 

(B=−0.067, p=0.544), weakly suggesting that this belief might 

slightly reduce concern, but the evidence is not statistically 

reliable. Finally, the perception that AI is creating new job roles 

(ID4) also had a very small, positive, and non-significant 

coefficient (B=0.022, p=0.845). 

 

9. Conclusion 

This research explored the complex effects of artificial 

intelligence (AI) and automation on the modern labor market, 

acknowledging both job displacement and creation, alongside 

a growing need for workforce adaptability and digital literacy. 

The study also considered significant economic and ethical 

factors like productivity increases, income inequality, 

algorithmic bias, and privacy issues. A key quantitative finding 

revealed a significant link between the perception that AI is 

altering the types of jobs available and individual anxiety about 

future job loss. Interestingly, in the specific model used, this 

factor overshadowed concerns about broader industry changes, 

task automation, or new job creation as a driver of displacement 

worries, despite the overall model showing only borderline 

statistical significance. These results highlight the intricate 

nature of transitioning to an automated future, emphasizing that 

strategies must go beyond simply counting job gains or losses. 

Addressing the qualitative shifts in work and associated 

employee perceptions is crucial. Therefore, developing robust 

policies, reforming education to focus on continuous learning 

and critical skills, and fostering collaboration between 

policymakers, industry, and educational institutions are 

essential. 
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Abstract 

The concept of shared prosperity has emerged as a critical framework for achieving inclusive development, ensuring that economic 

growth benefits all segments of society, particularly marginalized and vulnerable groups. This research paper examines the interplay 

between shared prosperity and inclusive development, analyzing key policy mechanisms, institutional frameworks, and socio-

economic factors that contribute to equitable progress. 

Using a mixed-methods approach, the study evaluates global case studies to identify best practices in wealth redistribution, social 

protection, and human capital investment. Findings suggest that progressive taxation, inclusive labor policies, and targeted social 

programs are essential in reducing inequality and fostering sustainable development. Additionally, the paper highlights the role 

of digital transformation, gender equity, and participatory governance in enhancing economic inclusivity. 

The study concludes that shared prosperity is not merely an outcome but a dynamic process requiring multi-stakeholder 

collaboration. Policymakers must prioritize pro-poor growth strategies, financial inclusion, and environmental sustainability to 

ensure long-term, inclusive development. By bridging theoretical insights with empirical evidence, this research contributes to the 

discourse on equitable growth and offers actionable recommendations for fostering a more inclusive global economy. 

 

Keywords: Shared prosperity, Inclusive development, Economic inequality, Social protection, Sustainable growth, Participatory 

governance 

 

1. Introduction 

For decades, the dominant paradigm of economic development 

has prioritized aggregate growth metrics, most notably Gross 

Domestic Product (GDP). The underlying assumption has been 

that the benefits of a growing economy will eventually "trickle 

down" to all segments of the population. However, the 

persistent and often rising levels of inequality within and 

between nations have starkly revealed the limitations of this 

model. Economic growth, while necessary, is not sufficient for 

societal well-being if its gains are concentrated in the hands of 

a few. 

In response to this challenge, the concept of shared 

prosperity has gained significant traction among international 

institutions, governments, and civil society. The World Bank 

defines shared prosperity as increasing the income of the 

bottom 40% of a population. However, this paper adopts a 

broader, more holistic definition: it is a framework for 

development that ensures the fruits of economic progress are 

distributed equitably, expanding opportunities for all citizens, 

reducing systemic inequalities, and protecting the most 

vulnerable. 

This paper argues that shared prosperity 

fundamentally challenges traditional economic models by 

repositioning equity from a secondary social concern to a 

primary driver of sustainable and resilient economic growth. 

The research aims to: 

▪ Analyze the theoretical underpinnings of shared prosperity 

and its link to inclusive development. 

▪ Identify and evaluate key policy mechanisms and 

institutional frameworks that successfully promote 

equitable growth. 

▪ Examine the role of modern catalysts like digital 

technology and participatory governance in this process. 

▪ Provide actionable policy recommendations for fostering 

inclusive economies. 

 

2. Theoretical framework: from trickle-down to built-in 

inclusion 

Traditional neoclassical growth models (e.g., Solow-Swan 

model) focus on capital accumulation, labor growth, and 

technological progress as drivers of GDP growth. Distribution 

is often treated as a separate, secondary issue. The "Kuznets 

curve" hypothesis—which suggests that inequality first 

increases and then decreases as an economy develops—has 

been largely debunked by recent empirical evidence, showing 

that inequality is a choice, not an inevitable economic law. 

Shared prosperity, conversely, is rooted in alternative 

economic theories: 
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▪ Capabilities Approach (Amartya Sen): Development 

should be about expanding the "capabilities" of people—

their real freedoms to lead the lives they value. This shifts 

the focus from income alone to health, education, and 

opportunity. 

▪ Pro-Poor Growth Theory: This framework explicitly 

focuses on policies that enable the poor to actively 

participate in and significantly benefit from growth. 

▪ Stakeholder Capitalism: Challenges the shareholder 

primacy model, arguing that companies must serve the 

interests of all their stakeholders—employees, customers, 

communities, and the environment—to ensure long-term 

value creation. 

In this reconceptualized model, inclusion is built into the 

growth process, not hoped for as an afterthought. 

 

3. Methodology: a mixed-methods approach 

This study employs a mixed-methods approach to triangulate 

data and enhance the validity of its findings. 

▪ Qualitative analysis: A comprehensive review of 

academic literature on development economics, 

inequality, and social policy. This includes analysis of 

policy documents from international organizations (World 

Bank, IMF, UNDP) and national governments. 

▪ Quantitative analysis: Examination of secondary data 

from World Development Indicators (WDI), OECD 

databases, and national statistics on Gini coefficients, 

income growth of the bottom 40%, human development 

indices (HDI), and public expenditure on social sectors. 

▪ Case study analysis: In-depth evaluation of select country 

cases that demonstrate both successes and challenges in 

pursuing shared prosperity: 

➢ Brazil (2000s-early 2010s) [7]: Analyzed for its 

successful Bolsa Família conditional cash transfer 

program and policies that led to a significant reduction in 

inequality. 

➢ Scandinavian model (Denmark, Norway, 

Sweden): Examined for their comprehensive welfare 

states, active labor market policies, and high levels of 

social mobility. 

➢ Rwanda (Post-1994): Studied for its rapid economic 

growth and focused policies on gender equity and digital 

inclusion, while noting ongoing challenges with political 

freedoms. 

➢ United states (1980s-Present): Used as a case study of 

robust GDP growth coupled with rising income and wealth 

inequality, highlighting the consequences of weaker 

redistribution mechanisms. 

 

4. Pillars of shared prosperity: key findings 

The analysis of literature and case studies reveals that shared 

prosperity rests on several interconnected pillars. 

 

4.1 Progressive fiscal and redistributive policies 

▪ Progressive taxation: Tax systems where effective tax 

rates increase with income are fundamental for funding 

public goods and redistribution. Case studies show that 

countries with more progressive tax systems (e.g., in 

Scandinavia) achieve lower post-tax inequality. 

▪ Targeted social programs: Conditional and 

unconditional cash transfers (e.g., Brazil's Bolsa Família, 

Mexico's Progresa) have proven highly effective in 

reducing immediate poverty, improving health and 

educational outcomes, and empowering women. They are 

a direct investment in human capital. 

 

4.2 Inclusive labor markets and human capital investment 

▪ Inclusive labor policies: Minimum wages, collective 

bargaining rights, and protections for informal workers 

ensure that productivity gains are shared with employees. 

Germany's co-determination model (Mitbestimmung), 

which includes workers in company management, is a 

standout example. 

▪ Education and healthcare access: Universal, high-

quality education and healthcare are the great equalizers. 

They create a level playing field, allowing talent to flourish 

regardless of birth circumstances, and are critical for 

building a productive workforce for the modern economy. 

 

4.3 Enabling institutional frameworks 

▪ Participatory governance: Institutions that are 

transparent, accountable, and allow for citizen 

participation foster trust and ensure that policies reflect the 

needs of the many, not the few. This includes combating 

corruption and strengthening the rule of law. 

▪ Financial inclusion: Access to formal credit, savings, and 

insurance products (e.g., through mobile banking in Kenya 

via M-Pesa) empowers low-income individuals to invest, 

manage risks, and seize economic opportunities. 

 

4.4 Modern catalysts for inclusivity 

▪ Digital transformation: Technology can be a powerful 

tool for inclusion (e.g., digital ID systems like India's 

Aadhaar for efficient benefit delivery, e-learning 

platforms) or a driver of inequality (through job 

displacement and digital divides). proactive policies are 

needed to harness its potential for good. 

▪ Gender equity: Empowering women economically is not 

just a moral imperative but an economic one. Closing 

gender gaps in labor force participation, entrepreneurship, 

and wages could add trillions to global GDP. Policies must 

address unpaid care work, promote equal pay, and ensure 

access to capital. 

 

5. Challenges and counterarguments 

Pursuing shared prosperity is not without its challenges and 

critiques. 

▪ Efficiency vs. equity trade-off: A common argument is 

that redistribution discourages investment and innovation. 

However, evidence suggests that extreme inequality can 

actually hamper growth by limiting aggregate demand and 

depriving large segments of the population of the ability to 

invest in their skills. 
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▪ Fiscal constraints: Developing countries often face 

significant budget limitations. This necessitates smart, 

well-targeted policies and efforts to improve tax collection 

efficiency rather than abandoning the goal. 

▪ Political economy hurdles: Powerful elites often resist 

redistributive policies. Building broad-based political 

coalitions in favor of inclusion is a persistent challenge. 

▪ Globalization and tax avoidance: The mobility of capital 

and the complex strategies of multinational corporations to 

avoid taxes erode the tax base of nations, making 

progressive taxation more difficult to implement. 

 

6. Conclusion and Recommendations 

This research concludes that shared prosperity is not a passive 

outcome of growth but a dynamic process that must be 

intentionally designed and pursued through deliberate policy 

choices. It represents a necessary evolution beyond traditional 

GDP-centric models towards a more sustainable and just form 

of development. 

To operationalize this framework, the following actionable 

recommendations are proposed for policymakers: 

▪ Implement Smart Fiscal Policies: Broaden the tax base, 

strengthen progressive income and wealth taxes, and 

combat illicit financial flows and tax evasion to fund 

essential public services. 

▪ Prioritize Human Capital: Invest universally in quality 

education, healthcare, and nutrition from early childhood 

onward. This is the foundation of long-term equity and 

competitiveness. 

▪ Strengthen Social Protection Floors: Build 

comprehensive social safety nets that include 

unemployment insurance, pensions, and targeted cash 

transfers to protect citizens from shocks and poverty. 

▪ Harness Technology for Inclusion: Develop digital 

public infrastructure that promotes financial inclusion, 

efficient service delivery, and access to information, while 

simultaneously investing in digital literacy and skills 

training to mitigate job displacement. 

▪ Foster Multi-Stakeholder Collaboration: Governments, 

the private sector, and civil society must collaborate. 

Businesses should adopt stakeholder-oriented models, and 

governments should create incentives for inclusive 

practices like paying living wages. 

▪ Mainstream Gender and Sustainability: Integrate 

gender budgeting and environmental sustainability into all 

economic planning. Pro-poor growth strategies must be 

inherently green to be truly sustainable and resilient. 

By adopting a shared prosperity framework, societies can build 

economies that are not only wealthier but also healthier, more 

stable, and more equitable for future generations. 
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Abstract 

This research paper examines how Diversity, Equity and Inclusion play a critical role in promoting sustainable business practices 

by ensuring equitable treatment, encouraging different perspectives, and eliminating obstacles to success. DEI improves decision 

making, innovation, employee commitment and builds resilience. This study examines the challenges of implementing the DEI 

controlled sustainability framework and highlighting successful case studies. Although sustainability and DEI have been extensively 

studied as distinct fields in existing literature, limited research has been done to examine how they intersect as a framework for 

long-term growth. This study seeks to close that gap by assessing how incorporating DEI into corporate strategy might improve 

social responsibility and business performance. By integrating DEI into corporate strategy, companies can achieve social 

responsibility and long-term growth. This descriptive study, using secondary data from journals, websites and publications, 

demonstrates that DEI is not merely a moral obligation but a strategic requisite for business sustainability. 
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1. Introduction 

Diversity, Equity, and Inclusion (DEI) are framework 

conditions for organizations that want to promote fair treatment 

and full participation of all people, and certain groups that are 

subject to historically undervalued or discrimination based on 

identity or disability. These three ideas (Diversity, Equity, and 

Inclusion) represent three closely connected values that 

companies want to institutionalize through these frameworks. 

DEI guidelines are often used by managers to increase 

employee well-being, productivity, cooperation and enhance 

active communication. (Gill et al., 2018) [1].  

Green or sustainable enterprises can employ business strategies 

to achieve these goals and may have little to no negative 

influence on the local or global environment. Therefore, to 

ensure that all of their manufacturing activities, processes, and 

products make up for the current environmental problems 

while still making a profit, sustainable businesses engage in 

eco-friendly or environmentally friendly activities. In other 

words, it is a business that "meets the needs of the present 

generation without affecting future generations ability to meet 

theirs'. It is evaluated on the basis of how well products use 

renewable resources and how product designs impact the state 

of the environment today. Sustainable businesses within their 

supply chains aim to make up for all three via three-line 

principles by influencing sustainable development and 

sustainable distribution based on the environment, company 

growth and society. (Fowler and Hope, 2007) [2] 

Companies known for their commitment to DEI are often 

considered to have more desirable jobs. If employees have a 

sense of being treated fairly, then they progress and if they are 

part of an integrated culture, the organization remains healthy. 

Sustainable companies thrive through effective decision-

making. This leads to more robust and effective decisions that 

contribute to the sustainability of the business work. In today's 

interconnected world, corporate reputation and brand value 

play an important role in its sustainability. Organizations that 

prioritize diversity, equity and inclusion usually build a 

stronger reputation and become more attractive to customers, 

investors and partners. (Ayyoob and Sajeev, 2024) [14]. 

Consumers are increasingly attracted to companies that 

represent Social, Equity and ethical practices. Companies that 

demonstrate a true commitment to these principles often see an 

increase in consumer trust and support. 

Business sustainability involves adapting to formal landscapes 

and changes in society as a whole. DEI is an important aspect 

of adaptability. A diverse and integrated workplace is better 

equipped to deal with further developing market trends, 

regulatory changes and public opinion changes. Consider the 

Covid 19 pandemic that accelerated the need for long distance 

work and digital solutions. Companies with different teams 

have access to different perspectives and problem-solving 

approaches, making them even more agile to adapt to this new 

reality. Their adaptability contributed to her long-term 

sustainability.  
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2. Objectives of the study 

▪ Analysis of the role of Diversity, Equity, and Inclusion 

(DEI) in shaping sustainable business practices across 

industries 

▪ Examining how an integrated workplace culture affects 

worker productivity and engagement as well as how it 

contributes to long-term sustainability 

▪ To identify challenges and obstacles in implementing DEI 

controlled sustainability practices in businesses 

▪ To propose strategies for integrating DEI into 

sustainability frameworks. 

 

3. Research methodology 

A descriptive research design was envisaged that included 

research and case studies to evaluate implementation in all 

industries. Secondary data sources including academic 

journals, industry reports and company guidelines were 

analyzed to conclude the results. This study is a review-based 

research paper that relies exclusively on secondary data 

sources. The aim is to analyze, integrate and interpret existing 

literature on Driving Sustainability Through Diversity, Equity, 

and Inclusion: A Strategic Business Imperative to derive 

comprehensive knowledge and identify knowledge gaps. 

Secondary sources include magazines, conference processes, 

books, websites, and more. 

 

4. Importance of the study 

The importance of this research lies in investigating how 

Diversity, Equity and Inclusion (DEI) contribute to a 

sustainable business environment by improving corporate 

culture, resilience and value creation. A well-managed, diverse 

workforce not only promotes social sustainability through 

inclusion, but also promotes economic and ecological 

sustainability by improving innovation, decision-making and 

adaptability. By examining the role of DEI in workplace 

recruitment strategies, team dynamics, and designing fair 

guidelines, this study highlights internal equity, employee well-

being, and impact on long-term business success. 

Understanding this dynamic is crucial for organizations that 

strive to balance profitability with ethical responsibility and 

promote a corporate culture that aligns with the Sustainable 

Development Goals. (Chukwudi and Eusebius, 2023) [9]. 

 

5. Literature review 

i. Diversity, Equity and Inclusion (DEI)-  

Diversity Equity and Inclusion (DEI) is crucial to the success 

of an organization as it increases creativity, improves decision-

making and encourages innovation. Diversity includes a 

variety of aspects, including caste, ethnic belonging, age, 

gender, sexual orientation, thinking style, working style, 

personality, and skills. Implementing DEI faces challenges 

such as managers' lack of understanding and systematic 

obstacles, such as systematic discrimination and unconscious 

bias that can lead to underestimation of historically excluded 

groups. Organizations can use diversity training programs to 

improve awareness, acceptance, management, and 

communication through diversity dynamics and establish 

metrics and accountability systems. Recruitment and retention 

strategies help create a culture of inclusion, allowing employee 

resource groups (ERGs) to support and distribute valuable 

information about workplace diversity. (Annet, 2025) [5]. 

Diversity includes visible differences such as gender, breed, 

and nationality, as well as invisible aspects such as style of 

thinking, socioeconomic class, and personal beliefs. Each of 

these dimensions can make someone a minority in their work 

or social environment. Fairness includes fair treatment and 

access to the same opportunities for all. This eliminates 

obstacles that prevent participation. It allows individuals to 

move out of different positions and allocate resources 

accordingly to achieve the same outcome. On the other hand, 

inclusion fosters a positive and welcoming workplace that 

values and incorporates individual differences. (April, 2021) 

[17]. 

The significance of DEI in organizational management was 

widely acknowledged, especially within the global workforce. 

The initiative aims to create an integrated environment in 

which a wide range of people are valued and respected to 

promote cooperation and innovation. The effectiveness of the 

DEI initiative to improve organizational performance is 

inconsistent. DEIs are often associated with higher 

commitments of employees, but the mechanism driving this 

connection has been lowered. DEI, employee commitment, and 

team innovation have evolved as key factors that influence 

organizational performance. This initiative promotes respect 

and cooperation, and increases employee satisfaction and 

creativity. (Azizah and Hidayah, 2025) [6] Multiculturalism is a 

complex topic attributed to the increased diversity through 

migration and coexistence of various religious and 

ethnocultural groups. Diversity promotes freedom and self-

determination, but also presents economic and political 

agendas and requires a legal framework to ensure social 

harmony. Integration and adaptation play an important role in 

the inclusion of immigrants. This involves cultural, social and 

institutional unity. Structural integration even ensures access to 

services, while cultural integration promotes mutual respect for 

norms and values. Multiculturalism supports cultural diversity, 

bridges between the private and public sectors, protecting civil 

rights and promoting social acceptance. It promotes equality, 

democracy, and the inclusion of minorities, ensuring that 

cultural identity is preserved in a unified society. (Alaverdov, 

2023) [19] 

Workplace diversity management encompasses strategies, 

policies, and practices organizations use to capitalize on a 

diverse workforce. Equity ensures impartiality by addressing 

disparities while inclusion provides all employees a feeling of 

belonging. Managing diversity means promoting community 

and recognizing differences as valuable, preventing 

discrimination and promoting inclusiveness. Effective 

diversity management improves innovation, creativity, and the 

ability to reach more customers, leading to competitive 

advantages and increased profitability. Research indicates that 

diversity has a positive impact on job satisfaction and 
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organizational productivity, especially in relation to creativity. 

Organizations should manage workplace diversity, equity, and 

inclusion to attract, retain, and empower diverse talent for long-

term success. They must, however, overcome obstacles like 

prejudices, providing inclusive leadership, encouraging 

collaboration, and developing fair policies. Many carry out 

diversity programs without clear guidelines, which can have 

unforeseen repercussions. Research aims to determine the 

variables that affect diversity management programs' success 

or failure and generate actionable recommendations for 

establishing inclusive workplaces. The primary objectives 

include assessing current practices, understanding the impact 

of diversity, identifying challenges, and examining employee 

perceptions. Qualitative and quantitative methods are applied 

to understand these challenges and best practices. 

(Woldeyesus, 2025) [7]. It is important to establish an integrated 

culture that recognizes and evaluates individual differences, 

promotes equity and respect, and provides the same 

opportunity for all employees. Organizations that prioritize 

DEIs can have significant benefits, such as increased employee 

engagement, increased organizational performance, and 

increased innovation and creativity. A diverse workforce 

contributes to a variety of perspectives and experiences, 

leading to innovative ideas and new approaches to solving 

complex problems. Promotion of fairness and equity creates a 

more integrated atmosphere that everyone feels valuable and 

supported. (Kiradoo, 2023) [18]. 

Diversity, Equity and Inclusion (DEI) are becoming 

increasingly important to businesses. This is due to strong 

positive relationships between increased diversity and business 

performance. Not only is DEI correct, it also provides a strong 

business foundation for gender, ethnic and cultural diversity, 

leading to outperformance related to profitability, innovation, 

talent, brand recognition. Embedding DEIs in corporate 

operations requires regular measurement of progress with 

management, attitude practice, education and training, 

commitment to integration guidelines and procedures, and 

accountability. The most important steps include forming a 

DEI working group, assessing current guidelines and practices, 

implementing anti-discrimination guidelines, and providing 

racial equity training. Quantitative and qualitative DEI metrics 

are important to guide, support, assess progress and ensure 

obligations of accountability. Furthermore, transparency in 

DEI strategies and disclosures are extremely important for 

stakeholder trust and continuous improvement. (Gutterman, 

2023) [8] 

As organizations operate in an increasingly globalized, 

dynamic market, DEI is no longer a moral obligation, but 

another strategic advantage. A diverse and integrated 

workforce will increase creativity, expand market coverage, 

enhance adaptability, ensuring long-term resilience and 

competitiveness. By addressing fairness and unconscious bias, 

companies can create fairer jobs that attract and retain top 

talent, increasing employee satisfaction and increasing sales. 

Companies that work actively to eliminate unconscious bias 

and cultivate an integrated culture are looking to greater 

satisfaction, retention and cooperation among employees who 

contribute to long-term sustainability. Furthermore, DEI 

integration in business strategy strengthens brand appeal and 

increases market relevance. Companies that prioritize 

inclusiveness and equity not only improve internal cooperation, 

but also form stronger relationships with customers, investors 

and other interest groups. (Stephens, 2022) [16] As sustainability 

is a key driver of business success, it is extremely important for 

companies to understand the impact of DEI on organizational 

performance.  

 

ii. Sustainable business practices 

The foundation of sustainability in human resource 

management (HRM) is the alignment of organizational 

activities with economic, social, and environmental 

sustainability principles. Sustainability, which is broadly 

defined as the ability to meet present requirements without 

compromising the ability of future generations to fulfill theirs, 

is based on the Triple Bottom Line idea, which emphasizes 

three interrelated aspects: economic, social, and environmental. 

Economic sustainability ensures resource efficiency and long-

term profitability, social sustainability promotes inclusion and 

employee well-being, and environmental sustainability lessens 

ecological footprints through green initiatives like waste 

reduction and energy efficiency. Human resource management 

(HRM) and other contemporary organizational techniques now 

place a high emphasis on sustainability. Businesses that use 

sustainability-based HRM practices have shown improvement 

in their reputation, employee satisfaction, and global 

competitiveness. (Soekotjo et al., 2025) [20] For example, 

Microsoft promotes inclusiveness into its CSR strategy by 

investing in different areas through scholarships and 

mentorship programs and building a pathway for 

underrepresented groups to access meaningful employment. 

This project serves as an example of how inclusivity in HRM 

may be used practically. 

The growing awareness of sustainable development has led to 

the expansion of literature in this field of research. Since the 

introduction of the Sustainable Development Goals (SDGs), 

businesses have been focused on the environment, humans and 

planets, and are confident that this will lead to better financial 

performance. Therefore, the relationship between 

sustainability practices and corporate financial performance 

has attracted a great deal of attention from researchers. 

Approximately 96% of publications reported a positive 

relationship between sustainability practices and corporate 

financial performance. The adoption of SDGs highlights the 

urgency of global companies to ensure sustainability by caring 

more about the environment, people and planets. (Muhmad and 

Muhamad, 2021) 

A key challenge in HR management is the lack of qualified and 

motivated employees, as traditional incentives such as 

competitive salaries are no longer sufficient. This study 

examines how corporate sustainable business (CSB) practices 

affect the appeal of an organization from the perspective of 

potential employees. It focuses on key CSB attributes such as 
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environmental performance, community relations and duties, 

and market behavior. 

Individuals are attracted to organizations that suit their values 

and communicate strong sustainability operations. Social 

identity theory emphasizes the role of group membership in the 

design of self-concepts, while signal theory shows that 

sustainable practices send positive information to job seekers. 

Previous research has shown that socially responsible 

companies are more attractive to potential applicants, 

especially to younger generations who prioritize corporate 

social responsibility. (Magbool et al, 2016) 

 

6. About the companies that successfully incorporated 

DEI in their business model 

Diversity, Equity and Inclusion (DEI) have become essential 

components of sustainable business practices, fostering 

innovation, employee loyalty, and overall organizational 

performance. Several companies have successfully integrated 

DEI principles into their business models and demonstrated the 

specific benefits of such a workplace. For example, Johnson & 

Johnson has invested considerable resources to cultivate an 

inclusive work environment in which employees’ diverse 

backgrounds contribute to innovative health solutions. The 

company hopes to achieve 50% female representation 

worldwide by 2025 and has received several awards for its 

commitment to DEI, including recognition from the US 

Veterans magazines and a consistent placement on the Working 

Mother 100 Best Companies list. 

Similarly, MasterCard has made great strides in promoting 

inclusivity within its workforce. The company ensures that 

women and people of color earn the same wages as their 

colleagues. Additionally, MasterCard has established nine 

Business Resource Groups (BRGs) in 47 countries to support a 

wide range of communities. Their investment in diversity 

ranges from external initiatives such as Girls4Tech, a STEM 

program aimed at young girls, fostering early interest in 

technology and innovation. (Bonaparte and Grant, 2020) 

Accenture also demonstrates its unwavering commitment to 

DEI by investing $1.1 billion in learning and development 

programs for all its employees. The company actively supports 

the LGBTQ+ community with an extensive network of 120,000 

Pride Allies and provides tools and resources to disabled 

employees at 32 global centres. (Amla, 2008) [4]. 

Technology Giant Microsoft has also put considerable efforts 

into improving gender diversity and supporting 

underrepresented groups in the tech industry. The company has 

implemented shadow programs for internships to increase 

access to opportunities for individuals from diverse 

backgrounds and has reported a consistent growth in female 

representation. Microsoft also prioritizes accessibility and 

ensures that all its products and services are inclusive and 

usable for people with disabilities. (Chukwudi and Eusebius, 

2023) [9]. Similarly, Ernst & Young (EY) advocated diversity 

in the workplace by increasing the number of female top 

management representatives by over 20%. Additionally, EY 

introduced leadership training programs, releasing its first DEI 

Transparency Report in 2021, reinforcing its long-term 

commitment to fostering an equitable workplace. (Sharma et 

al, 2023) [10]. 

These companies demonstrate how integration of DEI 

principles in corporate strategy leads to inclusive work 

environments, improved employee engagement and 

sustainable corporate growth. These businesses demonstrate 

the impact of prioritizing Diversity, Equity, and Inclusion as 

key drivers for innovation and corporate success. 

 

7. Challenges and barriers in incorporating DEI at 

business 

Incorporating Diversity, Equity and Inclusion (DEI) in 

businesses presents several challenges and obstacles that 

companies must navigate through to drive meaningful and 

sustainable change. One of the main challenges is leadership 

participation and commitment. Organizational change starts at 

the top, and without strong support from top management, 

initiatives may lack the resources and accountability they need. 

While HR departments and individual managers play an 

important role in promoting an integrated work culture, top 

management must actively engage by providing resources, 

setting clear goals and promoting transparency. Without visible 

and consistent support from leaders, employees may perceive 

DEI efforts as superficial, reducing overall effectiveness. 

(Nwoga, 2023) [11]. 

Resistance to change is another significant barrier 

organizations face. Some employees can view the initiative as 

unnecessary or as a preference for a particular group, which 

leads to skepticism and reluctance to engage. This resistance is 

often based on deep-rooted prejudice, fear of change or 

concerns regarding losing power and privilege. Overcoming 

this challenge requires strategic communication, education and 

initiatives that foster awareness and empathy. 

Additionally, systematic barriers and deeply ingrained bias 

within recruitment, promotion and corporate culture further 

complicate the implementation of the DEI initiatives. Many 

organizations unconsciously perpetuate inequality through 

biased hiring practices or promotion criteria that disadvantage 

certain underrepresented groups. Addressing these challenges 

requires an in-depth review of internal guidelines, the 

introduction of inclusive hiring and talent development 

practices, and a targeted outreach programme to attract diverse 

candidates. (Kraus, Torrez and Hollie, 2021) [12] Limited access 

to diverse talent, especially in certain industries and regions, 

can also hinder progress. Organizations need to actively 

collaborate with educational institutions, community 

organizations and professional networks to expand their reach 

and create a pipeline for a wide range of talent.  

Finally, the lack of a data-driven approach can impede the 

successful implementation and evaluation of DEI initiatives. 

Measuring the effectiveness of a DEI program is important for 

identifying disparities, setting realistic goals, and tracking 

progress. However, collecting and analyzing relevant data on 

sensitive topics, particularly race, genders, and disabilities can 

be complicated. Without specific data, it can be difficult for 
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businesses to identify key areas of improvement and ultimately 

limit the impact of their DEI strategies. Addressing these 

challenges requires comprehensive and long-term commitment 

from all levels of the organization to ensure that DEI is not only 

a temporary initiative, but also a fundamental part of the 

company culture and operations. (Hassan, 2025) [13]. 

 

8. Result & Findings 

The Research reveals the increasing significance of DEI in 

organizations that incorporate sustainable practices, 

highlighting how these principles affect workplace innovation, 

employee commitment, and corporate sustainability. 

Companies that fully incorporate the DEI guidelines report 

high employee satisfaction and strong workplace morale. 

Furthermore, this study highlights the role of DEI in promoting 

an active and productive work environment. Inclusion goes 

beyond mere expression. Organizations need to maintain a 

culture that values, respects and allows all employees to 

contribute. Psychological safety, which allows individuals to 

express themselves without fear of discrimination, and 

retaliation measures are a key factor in successful DEI 

initiatives. (Ayyoob and Sajeev, 2024) [14].  

Despite the perceived benefits, many organizations are 

troubled with implementing DEI due to deeply rooted 

distortion, resistance to change, and lack of measurable 

frameworks for advancement. The study highlights that the 

effectiveness of diversity needs to involve fairness in order to 

ensure that all employees have equal access to opportunities 

and resources regardless of their background. The gaps and 

differences in occupational progress continue to be a major 

challenge, increasing the need for organizations to use 

transparent guidelines that address systemic inequality. One of 

the main obstacles to inclusion is unconscious bias that often 

affects workplace interactions and career growth opportunities. 

(Mahajan et al., 2024) [15]. Even many employees and managers 

can unconsciously maintain the bias that hinders DEI's 

progress. To tackle this problem, organizations have to actively 

educate and train the organization’s members and establish 

accountability measures. 

Despite positive progress, this initiative often faces resistance 

within the organization. Some employees recognize these 

programs as a preferred treatment for a particular group, 

leading to skepticism. This resistance is usually escalated by 

undervalued groups' loss of power or concerns about 

opportunities. This makes leadership essential to convey the 

true purpose and create a fair environment for all. Research 

suggests that manager participation is extremely important to 

overcome these challenges. 

Managers should be trained to integrate DEI principles into the 

decision-making process to ensure that the guidelines produce 

tangible results. Companies that successfully implement DEI 

often prioritize education, open dialogue and mentoring 

programs to support employees from a wide range of 

backgrounds. By promoting an integrated culture, 

organizations can minimize resistance and create an 

environment in which DEI initiatives are more embraced than 

opposed. (Groenewald, 2024) 

This study also provides recommendations to improve the DEI 

initiative and ensure its long-term sustainability. Implementing 

structured DEI guidelines with clear and measurable goals is 

essentially important for the pursuit of progress and necessary 

adjustments. Managers' commitment is a key factor in success, 

as managers play a fundamental role in sound decisions 

regarding promoting inclusiveness within an organization. 

Additionally, companies should use a data-oriented approach 

to assess the DEI effect. The results show that companies that 

are actively engaged in Diversity, Equity and Inclusion not 

only have an improved internal work culture, but also receive 

a competitive advantage in the market.  

 

9. Conclusion 

Diversity, Equity and Inclusion are not options when pursuing 

business sustainability. They are essential. Diversity brings 

new ideas and innovation, and Equity ensures that everyone has 

the same opportunity. Inclusion promotes a sense of belonging 

and allows employees to do their best. Together, these factors 

improve decision-making, attract talent, and strengthen the 

reputation of the company. Financial performance isn't the only 

way to sustain your business. It's about resilience, adaptability 

and long-term success. By implementing diversity, equity and 

inclusion, businesses can position themselves as superiors in 

their industry. Further development makes it evident that DEI 

is not just a strategic advantage that can support sustainability 

for a company's future, but also a moral requirement. Diversity, 

Equity, and Inclusion (DEI) have emerged as transformative 

forces in shaping sustainable business practices, and turning 

into central pillars of strategic and operational excellence. 

According to this study, DEI is essential for encouraging 

creativity, enhancing judgment, and developing a resilient 

workforce that can handle the challenges of modern corporate 

settings. DEI enhances an organisation's adaptability to rising 

challenges - be it technological disruption, regulatory shifts, or 

social change - with the aid of empowering a diverse team of 

workers to reply with agility and creativity. 

But, the course in the direction of effective DEI 

implementation is not without boundaries. Challenges along 

with subconscious bias, lack of leadership commitment, 

inadequate facts, and resistance to change hinder progress. 

Addressing these problems requires a multifaceted technique, 

one that includes strong leadership, targeted education 

applications, inclusive hiring practices, and the establishment 

of measurable goals and responsibility systems. 

To sum up, the mixing of DEI is vital for organizations aiming 

to create lasting effect both within and beyond their 

organizational boundaries. DEI fuels sustainability by 

cultivating equitable possibilities, nurturing inclusive cultures, 

and reinforcing ethical responsibility. For businesses looking 

to thrive in the 21st century, prioritizing DEI is far from a desire 

- it's a need. 
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Abstract 

Purpose – The study aims to systematically review the role and significance of emotional intelligence (EI) among healthcare 

professionals (HCPs), with a focus on its impact on stress management, resilience, empathy, and professional performance in both 

pandemic and general healthcare settings. 

Design/methodology/approach – A systematic literature review and scientometric analysis were conducted using the SCOPUS 

database. A total of 146 articles were initially retrieved, and after applying inclusion–exclusion criteria, 42 relevant publications 

from 2015 to 2024 were analysed. Manual screening and analysis were performed using R-Studio and MS Excel. 

Findings – The results indicate a growing trend of research on EI among HCPs, particularly after the COVID-19 pandemic. 

Frequently used keywords included “emotional,” “intelligence,” “healthcare,” and “workers,” alongside emerging terms such as 

“resilience” and “emotional distancing.” The most prominent journals in this field are Frontiers in Psychology and Healthcare 

(Switzerland). The review highlights EI as a predictor of organizational adaptability and identifies its critical role in mitigating 

burnout, enhancing empathy, and improving patient–provider relationships. 

Research limitations/implications – The study is limited to the SCOPUS database and English-language publications, which may 

affect the comprehensiveness of coverage. Future research should incorporate broader databases, multilingual sources, and cross-

cultural perspectives to capture a wider scope of EI studies. 

Practical implications – The findings suggest the integration of EI-based training and assessment in healthcare systems to 

strengthen stress tolerance, resilience, and professional well-being. EI should also be considered in recruitment and professional 

development processes. 

Social implications – By addressing burnout and promoting empathy, EI contributes to improved patient care, enhanced patient 

satisfaction, and stronger healthcare outcomes, while also highlighting the need for greater societal recognition of emotional 

competence. 

Originality/value – This study provides one of the few systematic and scientometric reviews of EI among healthcare workers, 

offering a comprehensive overview of research trends, knowledge gaps, and practical strategies. It contributes to theory-building 

while providing actionable insights for healthcare practitioners, policymakers, and future researchers. 

 

Keywords: Systematic Literature Review, SCOPUS, Emotional Intelligence (EI), Healthcare Workers (HCWs), R-Studio 

 

1. Introduction 

Healthcare professionals (HCPs) are a vulnerable group 

because they are more likely to suffer from a variety of stress-

related conditions at work (Selič-Zupančič et al., 2023) [61]. 

Healthcare workers are prone to a variety of work-related 

stressors, which frequently result in burnout. This was made 

very clear during the Covid-19 epidemic. The first sign that an 

emotional trauma is present is stress reactivity. To cope with 

the stressors, these reactions are characterized as a collection 

of conscious and unconscious actions, thoughts, and feelings 

(Figley CR, 2013) [22]. This is where emotional intelligence 

(EI), a crucial concept, enters the picture. There are different 

definitions of emotional intelligence, nonetheless, it is widely 

acknowledged that emotional intelligence (EI) is the capacity 

to recognize, communicate, and control one's own and other 

people's feelings (Mayer et al., 2008; Rezvani et al., 2016; 

Hajncl, 2020) [42, 60, 27]. The Mayer-Salovey Emotional 

Intelligence Test (MSCEIT) is part of the first model, known 

as the ability model (Mayer and Salovey, 1993; Mayer et al., 

2002) [41, 43]. The second paradigm (Goleman, 1995; Bar-On, 

1997; Ornstein, 1997; Epstein, 1998) [25, 11, 52, 21] is centered on 

an individual's trait or self-perception of their personality. 

Compassion, drive, and empathy are all part of this model. The 

third model values independence, assertiveness, and self-worth 

(Nelson and Low 2003) [49]. Better project performance is 

attributed to positive emotions, particularly in situations with a 

high degree of ambiguity and uncertainty (Ashkanasy and 

Daus, 2005; Colman, 2009) [6, 18]. Tensions, frustrations, rage, 

and impediments resulting in subpar performance are also 

caused by negative emotions (Hammett, 2007; Hammett, 2008) 
[29, 30]. Therefore, it is inevitable to work with people, and 

developing strong interpersonal skills is necessary to promote 
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positive working relationships (Dainty et al., 2004; Barczak et 

al., 2010; Jiang et al., 2016; Kim and Kim, 2017) [19, 10, 34, 36]. 

 However, there is a dearth of review research based on 

systematic literature review and study of the impact & role of 

emotional intelligence among HCPs. How they benefit and 

enhance their work performance as well as it also helps to 

reduce the stress. So, the current study aims to identify to what 

extent EI is significant for HCWs not only in emergent or 

pandemic situations in general settings also? how does EI grace 

their work? The authors analyse the whole perspective based 

on four questions and the present research is divided into 5 

sections 1st The authors introduce the present study then after 

the research questions and research methodology described by 

the authors, the analysis part is performed, and last the core of 

this study conclusion with future research avenues discussed 

which will be impactful for future researchers as well as 

HCWs. 

 

2. Research questions 

RQ1. How is the year-wise publication trend of documents 

going? 

RQ2. What are the most prominent and frequently used 

keywords? 

RQ3. What are the most relevant and popular journals based 

on no. of publications? 

RQ4. What are the findings, keywords, and future research 

avenues of the top five highly cited documents? 

 

3. Methodology 

The current systematic literature review searched for 

publications on emotional intelligence among healthcare 

workers (HCWs) across numerous publishers and repositories. 

By using the search string (("EMOTIONAL 

INTELLIGENCE" OR "EMOTIONAL REGULATION" OR 

"EMOTIONAL QUOTIENT" AND "HEALTHCARE 

WORKERS" OR "HEALTHCARE PROFESSIONALS" OR 

"HEALTHCARE PERSONNEL")). Initially, 146 articles were 

found on the SCOPUS database and the study covers the period 

from 1995 to 19.01.2024, but with further criteria, articles were 

found only between the period 2015 to 2024 and after applying 

all the relevant filters and manual reading of titles, abstracts, 

and full-text reading of papers as depicted in Figure No 1., we 

have 42 articles at last. So, after a careful screening process,104 

research articles were discarded and authors performed all the 

relevant work by manually using R-studio and MS-Excel. 

 

3.1 Inclusion-Exclusion criteria 

 

Table 1: Inclusion-Exclusion criteria- Database – SCOPUS-Date 19-01-2024 ("Emotional Intelligence" or "Emotional Regulation" or 

"Emotional Quotient" and "Healthcare Workers" or "Healthcare Professionals" or "Healthcare Personnel") 
 

Inclusion Exclusion 

Year-1995 to 2024 In SCOPUS not a single article published before 1995 

Subject Area- Healthcare Professions, Psychology, Nursing, 

Social Science. 
Other subject areas like art and humanities, decision science, etc. 

Document type Article and Review Paper Articles excluded conference papers, book chapters, editorials, etc. 

Source type= Journal Excluded conference proceedings, book series books, etc. 

Language=English Non-English language 

Publication stage= Final Articles which are in the proceeding stage or not lying in the final stage 

Final articles for study=42 146 initial - 42= 104 exclude not fit in inclusion criteria or relevant to the study. 

All open access for full-text reading Exclude non open access articles 

Source: Authors’ development 
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3.2 A Story of document search for analysis in the SCOPUS database with the search query 
 

 
Source: Authors’ development 

 

Fig 1: A Story of document search for analysis in the SCOPUS database with the search query 

 

4. Analysis- The systematic analysis of 42 documents is as 

follows. (According to research questions) 

4.1 Year-wise publications trend 

As depicted in the below figure in the year 2021 highest no. of 

papers in the pertinent field was published and the 2024 

publication has not had any significant effect on publication 

trends because now the year has just started. So, above analysis, 

we can conclude that yes, COVID-19 sparked the research 

related to emotional intelligence among healthcare workers 

(HCWs). But if we compare the trend before COVID-19, no. 

of publications in 2018 was 2, in 2019 was 6, in 2020 was 5, 

and after COVID-19 in 2023 no of publications were 7. That 

means now the need for emotional intelligence is highly 

realized among HCWs. 

 

 
Source: Authors’ development 

 

Fig 2: Year-wise publications trend 
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4.2 Most relevant keywords 

 

 
Source: Author’s own development 

 

Fig 3: Most frequently used keywords 

 

In the above figure, the analysis of 42 documents shows 

emotional words repeated at 21%, frequency of intelligence is 

18%, healthcare used 17 times with 16% in the title of 

documents. These three are the most repetitive keywords in the 

title of documents. Following the above three workers used 8%, 

the study used 7%, impact, care analysis, and COVID are 6%. 

It was found that the relevancy of the study is excellent because 

all four highest-used keywords (emotional, intelligence, 

healthcare, workers) are directly related to the pertinent topic 

of the current research. In addition to this, a new keyword 

resilience is closely associated with emotional intelligence. 

 

4.3 Most relevant and popular journals based on no. of 

publications 

In the below figure after analysis of 42 documents authors find 

three journals are the most prolific in this field. These are 

frontiers in psychology, healthcare (Switzerland), and 

psychology research and behavior management with 

38%,19%, and 9% publication rates. The rest are the Annales 

Medico-Psychologiques, Behavioral Sciences, BMC Medical 

Education Psychology, British Journal of Social Work, 

complementary therapies in medicine, and dynamics 

relationship management journals, which contain 5% and 4% 

stake in the total publications in the concerned area. 
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Source: Authors’ development 

 

Fig 4: Most relevant source or journals 

 

4.4 Table 2 - Findings, keywords, and future research 

avenues of the top five highly cited document 

The below table is about findings, future research avenues, and

mostly used keywords that were explored by authors based on 

five highly cited papers: 

 

Author’s 

Name 

Title 

 

Citation 

TC 
Source/Journal 

Keywords 

 
Findings Future research avenues 

Lamothe 

et.al., 

(2016) 

 

Outcomes of MBSR 

or MBSR-based 

interventions in health 

care providers: A 

systematic review 

with a focus on 

empathy and 

emotional 

competencies 

160 

Complementary 

Therapies in 

Medicine 

Emotional 

intelligence; 

International 

comparison; 

Radiographers; 

Students 

There is strong evidence about 

how MBSR affects the mental 

health of professionals.  

Even though it has been 

determined that a few 

emotional competencies are 

crucial for providing high-

quality care. 

Future research on empathy 

should specifically assess its 

cognitive as well as affective 

components. 

Nightingale 

et.al., 

(2018) 

The impact of 

emotional intelligence 

in health care 

professionals on 

caring behavior 

towards patients in 

clinical and long-term 

care settings: Findings 

74 

International 

Journal of 

Nursing Studies 

 

Caring; Emotional 

intelligence; 

Integrative review; 

Nurse leaders; 

Nurses; Physicians 

This review offers proof that 

improving a nurse's emotional 

intelligence may have a 

favourable effect on specific 

acts of kindness. 

A more extensive study 

examining the association 

between EI among health 

professionals and validated 

measures of both emotional 

and physical care separately 

would be helpful. 
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from an integrative 

review 

Lomas 

et.al., (2019 

A Systematic Review 

and Meta-analysis of 

the Impact of 

Mindfulness-Based 

Interventions on the 

Well-Being of 

Healthcare 

Professionals 

72 
Mindfulness 

 

Healthcare 

professionals; 

Meditation; Meta-

analysis; 

Mindfulness 

MBIs were typically linked to 

favourable results on the 

majority of measures, and it 

does seem that mindfulness 

enhances the well-being and 

emotional intelligence of 

medical professionals. 

More research is required, 

especially in the form of 

excellent randomized 

controlled trials. 

Alonazi 

W.B. (2020) 

The Impact of 

Emotional Intelligence 

on Job Performance 

During COVID-19 

Crisis: A Cross-

Sectional Analysis 

49 

Psychology 

Research and 

Behavior 

Management 

 

COVID-19; 

Emotional 

intelligence; Job 

performance; 

Nurses 

The nurses with the highest EI 

scores were those in critical 

care units, then intensive care, 

neonatal intensive care, and 

general nursing. The nurses 

who worked in respiratory 

therapy had the lowest scores. 

During the crisis, nurses stated 

that EI had a substantial 

impact on JP across all 

demographics. 

A large sample size should be 

taken in future studies. 

Zeb et.al., 

(2021) 

Controlling 

emotions—nurses’ 

lived experiences 

caring for patients in 

forensic psychiatry 

21 

Psychology 

Research and 

Behavior 

Management 

 

Emotional fatigue; 

Medical 

professionals; 

Purposive 

sampling; Work–

life balance 

By applying compassion-

based techniques like self-

analysis, emotional control, 

and emotional detachment 

when required, nurses may be 

able to attend to patients' 

needs more skillfully. 

This article can provide 

insight into nurses' firsthand 

accounts of their interactions 

with patients suffering from 

mental illnesses while 

receiving forensic inpatient 

care, but it does not offer 

definitive information or 

clear evidence. So, clear 

evidence and proper 

strategies for this should be 

given in future studies. 

Source: Authors’ development 

 

5. Implications of the study 

5.1 Theoretical implications 

By including newly developing categories, such as emotional 

distancing and resilience, and reaffirming traditional models in 

healthcare, the study expands on existing frameworks of 

emotional intelligence (EI). Additionally, it underscores the 

part that emotional intelligence plays in forecasting how well 

someone will be able to adjust to the culture of an organisation, 

thereby making contributions to the fields of psychology, 

organisational behaviour, and healthcare theory.  

 

5.2 Social implications 

Burnout is a worldwide problem that is connected to inadequate 

patient care, stressed relationships, and mental health problems 

among healthcare personnel, according to the research. It also 

emphasises the importance of empathy in improving the 

connections between patients and providers, increasing the 

effectiveness of treatment, and promoting a greater level of 

society awareness of emotional competence. 

 

5.3 Practical implications 

The findings indicate that it is necessary to implement training 

programs that are based on EI in order to improve stress 

tolerance, resilience, and empathy among healthcare 

professionals. In addition, EI should be incorporated into the 

processes of recruiting and professional growth. They also 

offer suggestions to policymakers and researchers in order to 

encourage worker well-being and to expand studies of EI in the 

future across a variety of situations and databases. 

 

6. Conclusion 

After a comprehensive review of all 42 documents, it was 

found that nowadays the requirement of emotional competence 

and intelligence is realized in HCWs. The relativity of 

keywords is very high in addition to these new keywords like 

resilience, and emotional distancing have been found, future 

researchers can perform their research in EI with these 

variables. Apart from that authors found two prominent 

journals in this area frontiers in Psychology and Healthcare 

(Switzerland) which are very closely associated with the 

pertinent domain. If we talk about the TCM framework major 

theories or models have traditionally been used for a very long 

time because these are the essence or basics of the EI concept 

and the major situation-based contexts are patient care, clinical 

settings, stress, and burnout. The methodology used in 42 

documents is both type quantitative and qualitative (review-

based). The findings of the current study depict that healthcare 

workers' emotional tiredness is an important global concern. 

Burnout in HCPs has been connected to subpar patient 

treatment, marital issues, drug misuse, depression, and suicide. 
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Professionals in fields like haematology-oncology are regularly 

faced with emotionally taxing circumstances including pain 

and death. Harmonious connections between healthcare 

professionals and patients require empathy. Better treatment 

outcomes, increased patient empowerment, and increased 

patient satisfaction and adherence have all been associated with 

clinical empathy. It has been defined as a quality that entails 

comprehending patients' inner experiences and reacting 

emotionally to their feelings. HCPs can read patients more 

effectively when they possess empathy, but this skill is also 

associated with a higher risk of burnout. 

Additionally, two important roles of emotional intelligence 

(EI) in stress management are that it increases stress tolerance 

and fosters resilience against stress. This study offers a 

thorough scientometric evaluation, a systematic literature 

analysis of EI research, and recommendations for additional 

investigations based on the gaps in the literature that were 

found. Therefore, the findings would be very beneficial to 

academia. A person's ability to adapt to the culture of an 

organization can be predicted using their EI. It is assumed that 

the current organizational environment and culture are 

understood, and that appropriate analysis has been done to 

ascertain the "right" emotions for the role that is being filled. 

This study's main drawback is that, unlike if additional 

databases had been included, the analysis of the data set, which 

was taken from Scopus search, may have been influenced by 

Scopus's coverage. Nonetheless, the technique provides 

evidence supporting the use of Scopus, therefore selecting this 

data set had no bearing on the outcomes. An additional 

constraint of this research is that it solely included publications 

that were published in English. 
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Abstract 

Having developed a recruitment and selection policy that draws the top talents, every organization has to find a way to keep them 

in the organization. This paper highlights progress in human resource management practices regarding recruitment and selection. 

Effective ways like employment branding, skills-based methodologies, and data-informed decision-making could enhance the equity 

and efficiency of hiring processes. This study is about how technological advancements would affect recruitment, as well as diversity 

and inclusion programs, and how strategic human resource management influences the results of recruitment. An organization will 

now be able to devise a strategic recruitment plan by which the human resource practices have been proven against business goals, 

ensuring that competitive advantage will accrue in securing the necessary talent. The derived findings present the best methods and 

approaches that shall be followed by human resource managers to have a successful recruitment plan and implementation, thus 

leading organizations toward realizing their strategic objectives. 

 

Keywords: Talent acquisition, Picking the right candidate, People management, Logo advertising, Competence based recruitment, 

Choosing, Progress in technology, Inclusion, Advanced HR management, Business edge 

 

Introduction 

Recruitment and selection procedures fall within the process of 

human resource management and significantly affect an 

organization's capacity to recruit and retain talented employees. 

Modern companies, unlike those in the past, invest resources 

and time into recruitment or talent acquisition for the following 

reasons: as the competition is ever changing, today, new 

technologies, diversity, and inclusion initiatives, as well as 

data-driven decision-making improved the efficiency of this 

work. There is a growing trend in skills and employer branding, 

which gives efficient outcomes while ensuring a fair hiring 

process. This paper analyzes recruitment in terms of strategic 

human resource management, focusing on an organization's 

competitiveness through having specific plans for human 

resource planning. In terms of advanced technologies and 

comprehensive information systems, organizations can 

enhance or retain their quality of workforce. These findings 

promise practical suggestions to HR managers when creating 

or implementing an effective recruitment strategy, ultimately 

improving the overall efficiency of the organization. 

▪ Recruitment and its strategic human resource 

management role: SHRM-eighteen enhances workforce 

efficiency by aligning HR policies with the general 

business strategy. The recruitment has a major role in 

SHRM in ensuring that the organizations attract and retain 

employees who can help them achieve their objectives.  

▪ Long-term objectives: Organizations devise their 

recruitment strategy to maintain competitiveness in 

attracting top talent while minimizing costs and turnover 

losses.  

▪ Enhancing hiring and selection practices: Midway 

Innovations in recruitment and selection processes have 

improved hiring in several ways.  

 

Employment branding encompasses an organization's image as 

an employer and its attraction to candidates.  

• An organization with a strong employer brand will attract 

high-caliber talent by marketing its good working 

environment, career advancement opportunities, and 

benefits packages. 

• The emphasis of skills-based recruitment is on a 

candidate's practical skills and abilities rather than 

traditional qualifications. This helps organizations curb 

hiring mismatches and improve employee productivity by 

hiring individuals with the right set of skills for a particular 

position. 

• Data-driven Decision Making: Advanced data analytics 

and technology empower HR managers to make intelligent 

hiring decisions. AI solutions for recruitment, applicant 

tracking systems, and predictive analytics improve the 

candidate selection process. 
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Strategic HRM changes and initiatives concerning diversity 

and inclusion and technology as an impact on recruitment: 

▪ Technology: AI-powered screening tools, automated 

applicant tracking systems, and virtual interview platforms 

have given birth to a new way of doing recruitment. These 

technologies act as catalysts in streamlining hiring 

processes while also reducing bias in recruitment, with an 

overall enhancement of efficiency. 

▪ Diversity and Inclusion (D&I) Initiatives: The D&I 

initiatives act as a source of equality in hiring, thus 

developing a more inclusive workforce. 

 

Effective recruitment strategies for effective planning and 

execution of recruitment. These 5 not-so-easy best practices 

will help an HR manager in adopting an optimized process 

in hiring and selection: 

▪ Funding your employer brand to draw top-quality job 

applicants. 

▪ Implement a capabilities-based hiring model in such a way 

that the discussion becomes a competency-focused 

selection event. 

▪ Using AI and data analytics to improve your decision-

making. 

▪ Improving diversity and inclusion for innovation and fair 

outcomes in the workplace. 

▪ Integrate Recruitment Strategy with Business Objectives 

for Sustained Success. 

Positive Strategies for Effective Recruitment Planning and 

Execution; 

 

By following these best practices, HR managers can make 

their work easier in recruiting and selecting: 

▪ Invest in your employer brand to attract the best career 

candidates. 

▪ Make it a capabilities-based recruitment model so that the 

discussion becomes a competency-focused selection 

event. 

▪ Use AI and data analytics to improve your decision-

making. 

▪ Promote diversity and inclusion in the workplace for 

innovation and equitable outcomes. 

▪ Integrate the recruitment strategy with business objectives 

for sustained success:.00 

 

Literature review 

Conceptual background 

Recruitment is defined as a process through which 

organizations generate interest in a job opportunity and thereby 

build a pool of eligible candidates. Selection, on the other hand, 

refers to the identification and choosing of suitable candidates 

from among those who have applied based on established 

criteria (Bah et al. 2022). Again, it can be noted that recruitment 

includes several activities: just that a particular organization 

would use to draw in the applicant who, in its estimation, would 

have the required skills, pertinent knowledge, and values as 

well as attitudes for that particular job. Recruitment and 

selection processes are very necessary for the effectiveness of 

any organization, its competitiveness, performance, and overall 

success. An effective recruitment and selection process can 

shortlist and determine candidates who have the requisite 

qualifications, skills, and professional competence crucial in 

executing public and civil service roles (Sigma, 2018). 

Recruitment for human resources in civil service is the 

imperative modern-day venture of government and forms a 

core of personnel administration issues (Ayanda and Sani, 

2010). It is the genesis of human capital development in an 

organization. According to Gberevbie (2010), recruitment and 

selection are the most expensive processes involved in human 

resource management and are most relevant to any 

organization. Such organizations recruit such individuals, train 

those individuals, and have incentives for such employees so 

that they deliver and continue being productive for a long 

period. Thus, the goal of recruitment and selection is mainly to 

ensure availability and quality personnel to achieve strategic 

objectives while minimizing cost (Ofori & Aryeetey, 2011). 

 

Theoretical outlook 

Resource-based view model 

The Resource Based View (RBV) holds that internal resources 

and capabilities of an organization offer maximum significance 

instead of its analysing or interpreting strengths to obtain 

strategic planning for creating a sustainable competitive 

advantage (Barney, 1991). Resources are the inputs needed by 

an organization to conduct its activities. Therefore, internal 

resources and capabilities influence the strategic choices 

organizations make in an attempt to navigate their external 

operating environment. They also enable certain firms to 

enhance customers' value chains, innovate new products, and 

penetrate new markets. According to Peretomode and 

Peretomode, performance differences among companies are 

contingent upon the uniqueness, owing to which a company 

possesses special inputs and capabilities. Such an element 

underlines that the success of the company mostly depends on 

the level of talent it has within its organization. It will also help 

analyze empirical data and allow researchers to become 

engaged in induction and deduction. 

 

Harvard model 

The Hard-Human Resource Model makes policy 

pronouncements regarding employees as the instruments 

through which organizational goals are accomplished. It is 

derived from Alfred Chandler's strategy of structural equality-

penalty developed by Fombrun et al. (1984) and is often 

referred to as the Michigan School model. It concerns the 

formulation of human resource management policies and their 

outcomes as well. This would include such processes as: 

selection, evaluation, development, and reward, drawn to 

articulate with the performance of the organization. Therefore 

is applicable for the organization of strategy in directing 

managers towards their employees, focusing on, in that sense, 

the "human" or softer aspects of HRM. It promotes employee 

involvement rather than control with an understanding that 

staff will have consistency, competence, and cost-

effectiveness. The model captures various dimensions, 

including stakeholder interests. 
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Methodology 

To have a research design 

This study was an exploratory case study: soliciting data 

through interviews and surveys that act as qualitative 

information, thereby surfacing the insights, and establishing the 

extent to which the Civil Service Commission is carrying out 

its recruitment and selection processes. 

 

 
Source: https://scmtalent.com/retained-search 

 

Research method 

Research on Survey Method: Look at the whereby the method 

sheets were used in the data collection and analysis (Saunders, 

2009). This informs the processes of the collection and 

interpretation of data and the types of generalizations and 

representations involved. A qualitative approach was the base 

research method that was employed for the survey, from which 

data were obtained from different sources, both primary and 

secondary. The qualitative research has a narrative format of 

the case problems of the group in their natural form. The 

qualitative design of this research intends that researchers 

should understand the phenomenon by observation or 

interaction with participants (Denzin & Lincoln, 2008). The 

qualitative aspects of the survey are characterized by the 

conduct of in-depth interviews with key top executives to 

address the survey questions. 

 

 
Source: https://mcconnellhrc.com/hr-services/hr-strategy/ 
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Objectives 

▪ To ascertain the personnel structure in place at the Local 

Council of Gura Ocniţei;  

▪ To establish the gender ratio of employees;  

▪ To devise strategies aimed at ameliorating identified 

weaknesses within this public institution, together with 

determining the most efficient of such strategies;  

▪ To elaborate upon possible solutions to assist in the 

recruitment of top-tier qualified personnel.  

 

Assumptions regarding the subject were 

▪ Mostly male employees dominate the Local Council 

administration;  

▪ A large number of inhabitants working in the Ocniţa Local 

Council are graduates;  

▪ A very effective and high-impact team manifests 

improving the processes of performance, selection, and 

recruitment suitable for addressing the shortcomings 

existing in the respective institution. 

 

Data Presentation, Analysis, and Discussion 

Data analysis   

Recruitment and selection, under the ambit of the Human 

Resources Team or Human Resources Department, is a specific 

mandate for the Civil Service Commission, aimed at meeting 

its employment goals as intended by the government. The 

present study stresses the effectiveness of personnel practices 

and strategies of recruitment and selection intended for the 

delivery of any public services. A questionnaire was 

disseminated in a survey among the participants associated 

with the Public Services Commission (PSC). A total sample 

size of thirty individuals was completed, and the result of the 

total of thirty responses was analyzed thereafter. The finding is 

presented below in various forms of graphs, figures, and tables. 

 

 
Source: https://www.slideteam.net/media/catalog/product/cache/1280x720/h/u/human_resources_recruitment_data_analysis_dashboard_slide01.jpg 

 

Background information 

The defining background information on respondents included 

such things as gender, age, years of schooling, and work 

experience. This background data is essential for researchers to 

assess whether the participants knew at least something about 

the research issue to improve the reliability of the analysis and 

outcomes. Among the 30 completed questionnaires, 53% of the 

respondents indicate that they are male and 47% female, thus 

yielding almost an equal representation in public services, 

according to the findings. Effective recruitment practices, 

indeed, would be of the highest interest to both men and women 

alike. Respondents were classified according to age brackets, 

showing that 32% are aged between 21 and 30, 58% between 

31 and 40 years, and 10% aged between 41 and 50 years. This 

distribution indicates a predominance of respondents in the 31-

40 years age bracket, with few members above 50 years being 

represented in the sample. This data indicates that the 

Commission boasts a youthful workforce that can realize the 

core mission of the Commission itself. Furthermore, out of the 

respondents, 33% were found to be college graduates, while 

20% were master's degree holders, and only 7% had diplomas. 
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Source: https://jha-rajnish.github.io/employee_attrition_analysis/ 

 

Research Question One (RQ1) 

What recruitment and selection practices, strategies, and 

frameworks do Public Sector Institutions use? Improving the 

recruitment framework and practices for civil servants is 

crucial to effective governance and serves as the foundation for 

human capital development across all ministries. Better 

recruitment and selection strategies enhance the organizational 

outcome. Civil service in Sierra Leone consists mainly of 

senior and junior staff and administrative and technical 

executives, distinguished chiefly by educational qualifications, 

training, skills, ranks, and responsibilities they undertake. 

 

Some of the tactics put into action to boost recruitment and 

staffing quality include the following: 

1. Improving recruitment team efficiency. To ensure that an 

adequate committee composition is obtained, there has to 

be an increase in the recruitment and selection efficiency 

of team members by ensuring a more diverse committee. 

This committee should include practitioners in diverse 

fields, for instance, in psychology etc., economics, and 

even law. To this end, we are guaranteed a more effective 

placement process through the: 

▪ Structured job advertisement process, 

▪ Grammatical correctness of the job advertisement, 

▪ Clarity regarding the company, position, and 

qualification information. 

2. Improving the effectiveness of the institution's human 

resources specialist. The actions of this specialist must 

comply with rules and ethical standards. This specialist 

must also conduct themself well toward all potential 

employees to ensure that the actions taken on behalf of the 

institution are transparent. This transparency means that all 

relevant information should be displayed on the 

institution's website and made accessible to the public. 

3. The organization should adapt to environmental changes 

in the course of implementing and sustaining current 

recruitment and selection policies:  

▪ A careful selection process designed to retain in the 

organization only the highest quality employees;  

▪ Payroll systems should be consistent with employee 

performance results.  

 

Models through which this adaptation can occur include:  

1. The "matching model" propounded by scholars at 

Michigan Business School speaks to the congruence of 

human resource policies with strategic goals of the 

business; this particular paradigm outlines some critical 

considerations regarding the effective formulation of 

human resource policies and systems, namely:  

▪ Attraction and selection of the most suitable 

candidates in terms of the needs of the organization;  

▪ Assessment and monitoring of performance with the 

provision of feedback to the organization and the 

employees;  

▪ Recognition and reward for the contribution of 

employees;  

▪ Developing the skills and knowledge required for an 

organization to fulfill its objectives.  

2. The "map of human resource management" model, 

launched in 1984 at Harvard University, recognizes 

various interest groups in the organization: shareholders, 

government, and the community. This model argues that 

human resource management strategies should reflect the 

legitimate interests of these groups and be integrated with 

the overall business strategy.  
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3. Cost reductions in the selection and recruitment process 

can be formulated through:  

- Appointments of members from MAI who are 

specialists in various fields in the analysis committee;  

- Interviews and practical tests are carried out internally 

instead of outsourced.  

4. The risks of selecting candidates who do not meet the 

institution's performance standards can be minimized 

through:  

- Harshly increasing the stages at an interview,  

- Tightening the physical and psychological tests,  

- Introducing a period of training lasting for about one 

month.  

5. Employee performance may be enhanced by:  

- A clear line of communication and motivation for the 

use of different recruitment and selection methods. 

 

Conclusion 

These findings point out that an improper selection and 

recruitment process, which is not backed by the necessary 

rules, will put a public institution in serious trouble, concerning 

its service credibility among the users. Decreasing reputation 

usually means a worse time for individual employees; they feel 

out of place in their roles and often find it difficult to deal with 

their colleagues. There were three initial hypotheses: of the 

three, the second one is corroborated. The first hypothesis, 

which states that more males are present within this public 

institution, is refuted since there are more female employees, 

with no significant numerical difference. The second one is 

proved correct because representatives from the Gura Ocniţei 

Local Council reported that most employees hold university 

degrees. The last one is not proven true as the effectiveness of 

the recruitment and selection team is only one factor for process 

improvement; other factors also include alignment of human 

resources department objectives with organizational strategy, 

cost-benefit analysis, and evaluation of the overall 

effectiveness of the selection team hired. 

The primary findings of this study showed that there is 

considerable cost to public institutions from the selection and 

recruitment process when it does not meet the required 

protocols and has been invalidated in the eyes of the service 

user. Lower reputation is not an unhealthy sign for the 

employees; misalignment in the use of their skills likely 

disappoints them and may pose difficult times interacting with 

coworkers. Out of the initial three hypotheses, only the second 

one stands proven by the evidence. The first hypothesis, which 

states that a public institution probably consists of 90% males, 

is refuted as to is no weighty difference; it proves that females 

are greater in number than males. This second hypothesis was 

proved correct, as representatives from the Gura Ocniţei Local 

Council stated that the majority of employees hold university 

degrees. The last hypothesis does not stand tested since the 

effectiveness of the recruitment and selection team is only one 

in a plethora of factors affecting the improvement of this 

process, but also with alignment of human resources 

department objectives with organizational strategy, assessment 

of all costs and consequences, and overall efficacy of the 

selection team. 
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Abstract 

India is the world’s fourth largest economy and is on track to become the third largest by 2028. To speed up its growth rate towards 

this end, we have, inter-alia, create a future ready workforce for Industry 4.0, because it provides the tools and technologies that 

enables it to become more efficient, data-driven, and responsive to changing needs. It extends well beyond manufacturing, actively 

transforming speciality hospital services, e-Commerce, online retail, retail malls, and infrastructure through digital integration and 

smart technologies. It requires vertical, horizontal, and end-to-end integration across people, technology, processes, and 

infrastructure, impacting both technical and human aspects of organizations. Creating a future-ready workforce needs strengthening 

of specialised skills in tools and technologies of the “Fourth Industrial Revolution framework” in India, corresponding to its adoption 

level in the advanced economies. 

 

Keywords: Industry 4.0, Great benefits, Technologies, Tools, Strategies 

 

1. Introduction 

Industry 4.0 also known as the fourth Industrial Revolution is 

a comprehensive concept. It requires vertical, horizontal, and 

end-to-end integration across people, technology, processes 

and infrastructure, impacting both technical and human aspects 

of organizations. Advanced digital technologies are integrated 

to transform operations and customer experience. The 

integration is into physical processes and systems across a wide 

spectrum and systems of industries in various sectors. Thus, in 

essence, Industry 4.0 provides the tools and technologies that 

enables to become more efficient, data-driven and responsive 

to changing needs. Service industries, not just manufacturing, 

are recognised as key beneficiaries of industry advancements. 

 

2. Coverage of Industry 4.0 across sectors  

Industry 4.0 extends well beyond manufacturing, actively 

transforming hospital services, e-Commerce, online retail, 

retail malls, and infrastructure through digital integration and 

technologies.  

Speciality hospital services: Industry 4.0 technologies (like 

loT, AI, and data analytics) are increasingly applied in 

healthcare to improve operational efficiency, supply-chain 

management, and patient care, which were especially 

highlighted during challenges like the Covid-19 pandemic. 

E-commerce and online retail: These sectors are at the 

forefront of adopting industry 4.0, using technology to analyze 

customer behaviour, personalize experiences, and optimize 

logistics and inventory management. 

Retail malls: Physical retail spaces are integrating digital tools 

for customer relations management, inventory tracking, and 

enhanced shopping experiences, aligning with the Industry 4.0 

principle. 

Infrastructure: Industry 4.0 includes the digital 

transformation of infrastructure, focusing on smart systems 

automation, and data-driven management for improved 

efficiency and sustainability.  

 

Sector Industry 4.0 Application Examples 

Speciality Hospital 

Services 

Smart supply chains, digital patient 

management 

eCommerce/online Retail 
AI-driven personalisation, automated 

logistics 

Retail Malls 
Digital CRM, real-time inventory, smart 

kiosks 

Infrastructure 
Smart buildings, IoT enabled 

monitoring 

 

3. Foundational types of disruptive technologies 

In fact, Industry 4.0 has focused on four foundational types of 

disruptive technologies that can be applied all along the values 

chain: 

▪ Connectivity, data, and computational power: cloud 

technology, the internet block chain, sensors. 

▪ Analytics and intelligence: advanced analytics, machine 

learning, artificial intelligence. 

▪ Human-machine interaction: virtual reality (VR) and 

augmented reality (AR), robotics and automation, 

autonomous guided vehicles.  

▪ Advanced engineering additive manufacturing (such as, 3-

D printing), renewable energy, nano particles.  

 

4. Key technologies of the Industry 4.0 framework 

▪ System Integration 

▪ Cyber- Physical System 

▪ Internet of Things and Service 
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▪ Big Data 

▪ Additive Manufacturing 

▪ Cloud Computing 

▪ Augmented Reality 

▪ Autonomous Robot 

▪ Simulation 

 

5. What industries are being transformed by Industry 

4.0? 

Every single industry will be transformed during the Fourth 

Industrial Revolution, but some to a greater degree than others. 

The nature of the Industry 4.0 transition will differ according 

to the specific types of technology being adopted, as well as the 

existing infrastructure and skills of organizations.  

Operationally intensive sectors, such as manufacturing 

transportation, and retailing, will experience the greatest 

change because many companies in these sectors employ large 

numbers of people for tasks particularly suited for automation 

or digitization. Operations-intensive sectors have 1.3 times 

more automation potential than others do. 

In these operations-intensive sectors, McKinsey analysis 

indicates that up to 58 per cent of work activities could be 

automated with current technology. Education, by contrast, is 

projected to undergo the least degree of change during Industry 

4.0; only 25 percent of the sector’s work is automatable.  

 

6. Creating a future-ready work-force for Industry 4.0 

Valuable suggestions have been made by CEO Ravi Kumar of 

COGNIZANT: 

▪ “Cross-functional skills are needed by mid – level 

managers. Inter-disciplinary skills are very important.  

Managers will need to develop expertise in new functional 

areas, knowing the operations of the (client) enterprise” 

▪ “Vibe Coding helps individuals from non-STEM fields 

build software using natural language.” The company is 

also currently running a GenAI hackathon as part of its 

Vibe Coding initiative, where more than 2,50,000 

employees from verticals like HR, sales, engineering, and 

marketing will register to develop ideas using AI 

programming.  

 

Challenges in skills development-National Skills Policy: 

“Key challenges include aligning training with market needs, 

expanding short-term courses and apprenticeships, ensuring 

placements, standardising content, and improving course 

quality,” opines Dr. Uma & Suneha Sharma, Associate Prof. 

Dept of Economics (D.U). 

 

7. Key AI/ML career paths 

A) Technical roles 

• Machine learning engineers: Designs, bulks, and deploys 

AI and ML models and systems. 

• AI engineer: Develops tools, software, and processes to 

implement AI in real-world applications. 

• Data scientist: Uses data, AI, and ML to extract insights 

and solve problems. 

• Data engineer: Builds and maintains infrastructure for 

data collection, storage, and processing.  

• Natural Language Processing (NLP) engineer: Enables 

AI to understand and process human language.  

• Computer vision engineer: Develops AI systems to 

interpret visual data. 

• Robotics engineer: Designs and develops robotic 

systems, integrating AI and ML. 

• Deep learning engineer: Specialises in developing and 

optimisting neutral networks.  

 

B) Research and development 

• AI research scientist: Conducts research to create new AI 

and ML algorithms and techniques.  

 

C) Product and business roles 

• AI product manager: Oversees development and 

delivery of AI products. 

• AI/ML consultant: Provides expert advice on AI and ML 

projects. 

• AI ethics specialist: Addresses the ethical implications of 

AI technologies. 

• AI/ML educator: Trains others in AI and ML. 

 

D) Other roles 

• Business intelligence developer: Applies data and AI/ML 

insights to improve decision-making. 

• Consultant: Offers strategic guidance on AI/ML 

applications. 

• Data analyst: Identifies trends and insights from data. 

• Software engineer: Develops software incorporating 

AI/ML capabilities.  

 

8. Popular AI libraries and their use cases 

▪ TensorFlow (python, C++): Deep learning, image 

recognition, NLP. 

▪ PyTorch (Python): Neural networks, computer vision, 

reinforcement learning. 

▪ Scikit-learn (Python): TraditionalML, data pre-

processing, clustering.  

▪ Keras (Python): Rapid prototyping and research in deep 

learning.  

▪ OpenCV (C++, Python): Image processing, object 

detection  

▪ NLTK (Python): Text analysis and NLP basics. 

▪ spaCy (Python): Industrial NLP tasks like tagging and 

parsing. 

▪ Apache MxNet (Python, Scala): Scalabie model training 

and deployment. 

▪ Caffe (C++, Python): CNNs for image classification. 

▪ Gensim (Python): Topic modelling, word embeddings.  

▪ H20, ai (Java, R, Python): Enterprise-scale machine 

learning. 

▪ Theano (Python): Enterprise-scale machine learning.  

▪ Apache Mahout (Java, Scale): Scalable ML for 

clustering, filtering. 
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9. New/Next frontiers of artificial intelligence 

“Agentic AI combines the flexibility and generality of AI 

foundation models with the ability to act in the world by 

creating “virtual co-workers” that can autonomously plan and 

execute multi-step workflows. Although quantitative measures 

of interest and equity investment levels are as yet relatively low 

compared with more established trends, agentic AI is among 

the fastest growing of this year’s trends, signalling its 

potentially revolutionary possibilities.” opines experts Lareina 

yee & others, in their recent report titled McKinsey technology 

trends, Outlook (2025). 

 

10. Old gen AI vs new agents 

Early chatbots  

• Content generation, summarization 

• Static, pre-trained knowledge, often outdated. 

• Single-step, direct commands 

• Hallucinations, lack of verifiability 

 

Reasoning AI 

• Complex problem-solving, planning, automation  

• Live real-time access to external and proprietary data 

• Multi-step, autonomous tasks requiring planning 

• Computational cost, ethical oversight complexity. 

 

11. Global I. A leaders 

To lead the AI arms race. Meta is aggressively recruiting top 

talent from across the industry from Open AI, Anthropic, 

Microsoft, and cutting-edge start-ups. But among all those 

experts, Deitke stood out. He co-founded Verecept – a 

prestigious, bold IA which could thin and explore, and adapt to 

complex digital environments. He is 24 years old and has been 

offered $250 million over four years – doubling the offer he 

received from Meta during 2022. It has launched during June 

2025, a Super Intelligence lab where IA is expected to surpass 

human intelligence, reports Special correspondant, The 

Millennium Post. 

 

12. Suggestions 

In the context of the above noted background, following 

suggestions are offered: 

▪ Success stories in ‘Industry 4.0” should be published to 

encourages other industry leaders to follow them suitably. 

These should include tools and methodologies adopted by 

the top achieving organizations. 

▪ A mission-mode nodal organization for ‘Industry 4.0’s 

progress should be set-up in the context of India’s 

aspirations for becoming the Third Economic Power. 

▪ The autonomous Non-Govt organizations conducting 

advanced courses/practicals on emerging technologies 

should either be completely exempted from GST or be 

charged a lower rate.  
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Abstract 

This study examines how the moral and spiritual guidance offered in the Bhagavad Gita—particularly the principles of Karma Yoga 

(selfless action) and Nishkama Karma (acting without attachment to results)—can shape ethically responsible carbon trading 

mechanisms. Against the backdrop of escalating environmental harm and the growing reliance on market-driven climate strategies, 

the research underscores the necessity for an inner shift in the mindset of leaders, policymakers, and businesses. Adopting a 

qualitative and cross-disciplinary approach, it links Gita-inspired values with real-world Indian examples, including the Tata Group, 

the Sikkim Organic Mission, and Amul, to illustrate how dharmic approaches are already advancing sustainable progress. 

Ultimately, it proposes an ethical, dharma-oriented model for carbon governance that aligns with the aspirations of India’s Viksit 

Bharat 2047 vision. 
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Introduction 

With the rapid intensification of climate change and the 

growing adoption of carbon markets as policy instruments, 

issues of morality and underlying intent have gained 

prominence. Although carbon trading can deliver market 

efficiency, it often suffers from a weak ethical foundation, 

resulting in practices such as greenwashing and profit-driven 

motives. The Bhagavad Gita, an enduring treasure of Indian 

philosophy, provides deep guidance on selfless service (Karma 

Yoga), mastery over emotions, and duty-centered ethics. This 

research seeks to bridge the ancient wisdom of the Gita with 

present-day environmental challenges, focusing on how its 

principles can be embedded into carbon trading models to 

promote authentic, long-term sustainability. 

 

Shloka 

"कर्मण्येवाधिकारस्ते र्ा फलेषु कदाचन । 

र्ा कर्मफलहेतुर्भमर्ाम ते संगोऽस््वकर्मधि ॥" 

(Bhagavad Gita, 2.47) 

 

Your entitlement extends only to the performance of your 

assigned actions; the results of those actions are never within 

your claim. Do not see yourself as the sole cause of those 

outcomes, and avoid attachment either to results or to idleness. 

 

Literature Review 

Bhatia and Madabushi (2013) [1] investigate how philosophical 

insights from the Gita can be applied in mental health practices, 

comparing the guru–disciple tradition to the modern 

therapeutic alliance. They emphasize that mutual trust, 

meaningful dialogue, and self-examination are key to personal 

growth. These same qualities can guide environmentally 

responsible governance by fostering honest negotiations, open 

stakeholder communication, and ethical conduct in carbon 

market systems. 

Ghimire (2013) [2] explains the Gita’s concept of “Vidya,” or 

true knowledge, which places greater importance on inner 

discipline and self-awareness than on collecting academic 

titles. He draws a parallel between the Kurukshetra battlefield 

and the internal struggles of individuals, where conflicting 

duties are resolved through adherence to dharma. This analogy 

applies to carbon markets, where the temptation for immediate 

profit often clashes with the need for lasting ecological 

stewardship. His work suggests that moral vision should guide 

decision-making in climate-related trade mechanisms. 

Shunmugam and Sukdaven (2014) [3] study ethical dimensions 

within Hindu thought as described in the Gita, distinguishing 

between niti—universal moral codes—and niyama—context-

dependent rules. They argue that dharma evolves with 

circumstances, a notion that aligns with the flexible standards 

required in carbon trading as markets adapt to new 

technologies, shifting emission targets, and changing socio-

economic realities. 

Gurjar (2015) [4] positions the Gita as a model for educational 

innovation, advocating for experiential learning rather than 

repetitive memorization. For carbon market professionals, this 

would mean hands-on training and scenario-based exercises 

that cultivate ethical reasoning, much like Krishna’s tailored 

counsel to Arjuna in the epic. 
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Sharma and Ramachandran (2015) [5] present the Gita as an all-

encompassing educational framework that integrates Karma 

Yoga (selfless work), Jnana Yoga (knowledge), and Bhakti 

Yoga (devotion). They contend that real education develops 

moral integrity, emotional resilience, and intellectual sharpness 

alongside practical abilities. Applied to environmental 

governance, this suggests that effective carbon trading must 

blend practical action with ethical understanding and 

dedication to the collective good. 

Mukherjee (2017) [6] explores how Karma Yoga principles 

benefit corporate talent management, showing that detachment 

from end results fosters commitment, honesty, and creative 

problem-solving. Within carbon trading systems, this 

philosophy implies that true success is measured by ecological 

and social impact rather than just market profitability. 

Kalita (2018) [7] critiques the emphasis of modern education on 

economic productivity while overlooking value-based growth. 

He recommends integrating Gita values into curricula to 

nurture socially conscious citizens. For climate policy, this 

would mean creating regulatory structures that inspire market 

actors to value environmental protection above short-term 

financial rewards.  

Lolla (2020) [8] examines the psychological strengths gained 

from learning the Bhagavad Gita during youth, such as 

resilience, empathy, and ethical awareness. He suggests that 

early exposure to these teachings prepares individuals to 

navigate complex moral challenges later in life. In the carbon 

trading sphere, such preparation would benefit policymakers, 

corporate leaders, and traders who must balance commercial 

goals with environmental ethics. 

Subedi (2024) [9] provides evidence from Nepalese institutions 

showing that moral education rooted in the Gita fosters 

accountability, emotional balance, and social unity. This 

indicates that value-based training could be equally impactful 

in corporate sustainability programs and in shaping fair, 

transparent carbon trading practices.  

Jana and Adhikary (2025) [10] explore digital tools as vehicles 

for delivering Gita teachings, noting that technology can 

expand access to moral and philosophical learning. Applied to 

carbon governance, AI-powered compliance and monitoring 

systems could embed dharma-inspired ethical standards into 

market operations, ensuring consistency and broad 

engagement. 

 

Research objectives 

▪ To examine how the ethical values embedded in the 

Bhagavad Gita—with a focus on Karma Yoga (selfless 

action) and Nishkama Karma (detachment from results)—

can shape and strengthen moral responsibility within 

contemporary carbon trading practices. 

▪ To study Indian examples such as the Tata Group, the 

Sikkim Organic Mission, and Amul as living models of 

dharma-driven sustainability, offering guidance for 

creating ethical carbon governance in alignment with the 

vision of Viksit Bharat 2047. 

▪ To develop a proposed framework for carbon trading 

policies in India that is grounded in dharma, inspired by 

the teachings of the Bhagavad Gita, and informed by both 

philosophical insights and real-world case studies. 

 

Research methodology 

This research follows a qualitative and interpretive approach, 

structured around three key components: 

▪ Textual analysis: Selected verses from the Bhagavad Gita 

were examined alongside traditional commentaries and 

contemporary interpretations, with particular attention to 

concepts such as Karma Yoga, duty, and environmental 

stewardship. 

▪ Literature review: Scholarly articles, policy documents, 

and credible reports were analyzed thematically, drawing 

from the fields of environmental science, Indic 

philosophical thought, and economics to frame the ethical 

considerations of carbon trading. 

▪ Case study approach: Three Indian examples—the Tata 

Group’s ESG initiatives, Sikkim’s statewide organic 

agriculture program, and Amul’s cooperative 

sustainability practices—were explored to illustrate how 

dharma-based principles are applied in practical 

sustainability contexts. 

 

Key findings 

Objective I: Ethical foundations from the Gita in carbon 

trading 

The concept of Nishkama Karma—performing one’s duty 

without fixation on outcomes—offers a strong ethical compass 

for governing carbon markets. In the current landscape, many 

carbon trading systems lean heavily toward profit-driven 

objectives, often compromising fairness and openness. The 

Gita’s counsel to act without greed provides a timeless 

philosophical basis for guiding stakeholders toward practices 

that are environmentally sound and socially just. 

 

Objective II: Dharma-inspired case studies in governance 

Indian examples such as the Tata Group, Sikkim’s transition to 

organic farming, and Amul’s cooperative model demonstrate 

how dharmic values—like ecological responsibility, equity, 

and integrity—can be effectively realized in practical contexts. 

Tata’s enduring dedication to CSR and ESG embodies 

Nishkama Karma in corporate practice. Sikkim’s complete 

shift to organic agriculture showcases leadership rooted in 

environmental ethics, while Amul’s cooperative system 

highlights the strength of shared growth and collective 

responsibility. Together, these cases offer valuable models for 

embedding ethical principles within carbon market 

governance. 

 

Objective III: Dharma-centric framework for policy 

this study proposes a three-level ethical approach to carbon 

policy: 

➢ Individual level: Offer structured training for 

professionals in carbon markets, rooted in Gita-based 

ethical principles. 
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➢ Corporate level: Integrate ESG assessment tools that 

prioritize moral intention as well as compliance. 

➢ Policy level: Craft carbon trading mechanisms that reward 

long-term environmental protection and discourage purely 

profit-oriented strategies. 

 

Challenges of the study 

While this study underscores the profound ethical and 

philosophical guidance that the Bhagavad Gita can provide for 

sustainable carbon trading, several obstacles hinder the 

seamless application of these teachings in practice: 

▪ Philosophy-to-practice gap – The Gita’s wisdom is 

expansive and interpretive, which makes it challenging to 

translate into precise, quantifiable compliance criteria for 

carbon markets. 

▪ Cultural specificity – Rooted in a distinct cultural and 

spiritual tradition, the Gita’s principles may require careful 

adaptation to be effectively applied in diverse, multi-faith, 

and global market settings without losing their core 

meaning. 

▪ Resistance from stakeholders – Participants driven by 

short-term profit goals may be reluctant to embrace 

dharma-based ethics, particularly if they view such 

frameworks as potentially limiting competitiveness. 

▪ Interpretive diversity – Multiple interpretations and 

commentaries on the Gita create the possibility of varied 

or even conflicting applications of its guidance in 

environmental governance. 

▪ Complex policy integration – Embedding Gita-inspired 

ethics into current global carbon trading regulations 

demands reconciling philosophical ideals with legal 

frameworks and market-driven economic structures. 

▪ Technology dependence concerns – Although AI and 

digital platforms can aid ethical compliance, excessive 

reliance on technology without strong human oversight 

may result in symbolic adherence rather than genuine 

ethical engagement. 

▪ Scarcity of empirical validation – Current discourse is 

largely conceptual, with a lack of concrete case studies or 

pilot programs directly linking Gita-based ethics to 

measurable improvements in carbon trading systems. 

Overcoming these challenges will require collaborative, 

interdisciplinary efforts, real-world pilot initiatives for dharma-

based compliance, and active engagement with all stakeholders 

to preserve the depth of the Gita’s philosophy while ensuring 

practical, scalable solutions. 

 

Conclusion 

The research establishes that the teachings of the Bhagavad 

Gita—particularly the concept of Nishkama Karma—can act as 

a guiding framework for embedding ethics into carbon trading. 

Viewing carbon markets as a dharmic duty rather than merely 

an avenue for financial gain positions India to become a global 

leader in sustainability that balances efficiency with fairness. 

The examples of Tata Group, Sikkim’s organic initiative, and 

Amul’s cooperative model demonstrate that these values are 

not confined to philosophy but can be successfully 

implemented in real-world contexts. As the nation advances 

toward its Viksit Bharat 2047 aspirations, weaving ancient 

moral insights into modern environmental governance can help 

ensure that sustainability initiatives remain rooted in honesty, 

inclusivity, and long-term accountability. 

 

References 

1. Bhatia SC, Madabushi J. Exploring spirituality in 

psychiatric practice: Insights from Indian traditions. Indian 

J Psychiatry. 2013;55(2):221-7. 

2. Ghimire J. Understanding true education through the lens 

of the Bhagavad Gita. Acad Voices. 2013;3(1):48-52. 

3. Shunmugam MY, Sukdaven M. An exposition of Hindu 

ethics as portrayed in the Bhagavad Gita, 2014. 

4. Gurjar BS. Bhagavad Gita as an educational text: Its 

relevance to contemporary education. Panchayati Raj 

Swachh Bharat Mission, 2015. 

5. Sharma B, Ramachandran M. International Journal of 

Education and Applied Sciences Research. 2015;2(3):5-

12. 

6. Mukherjee S. Bhagavad Gita: The key source of modern 

management. SSRN, 2017. 

https://ssrn.com/abstract=2900855 

7. Kalita S. Value-based education through the Bhagavad 

Gita: Need and relevance. Int J Creative Res Thoughts, 

2018. 

8. Lolla A. Need of Bhagavad Gita concepts in the present 

scenario of professional education, 2020. Available from: 

http://www.ripublication.com/Need-of-Bhagavad-Gita-

Concepts-in-the-Present-Scenario-of-Professional-

Education.pdf 

9. Subedi RP. Addressing contemporary educational 

challenges through Bhagavad Gita-based moral education: 

Evidence from Nepal, 2024. 

10. Jana MK, Adhikary C. Leveraging digital platforms to 

disseminate Bhagavad Gita teachings, 2025. 

https://www.dzarc.com/social


Journal of Social Review and Development, 2025;4(Special Issue 1):59-63 ISSN NO: 2583-2816 

www.dzarc.com/social Page | 59 

 
 

 
 

 

Heuristics of sustainable decision making: psychographic predictors of 

green purchase intention in the electric vehicle market 
 

Priyal Jain1* and Meha Joshi2 
1 Research Scholar, Department of Management, Indira Gandhi Delhi Technical University for Women, New Delhi, India 

2 Associate Professor, Department of Management, Indira Gandhi Delhi Technical University for Women, New Delhi, India 

*Corresponding Author: Priyal Jain 

Received 11 Sep 2025; Accepted 1 Oct 2025; Published 4 Nov 2025 

DOI: https://doi.org/10.64171/JSRD.4.S1.59-63 

 

Abstract 

Purpose: Transportation has now become one of the major contributors to greenhouse gas emissions, thereby exacerbating global 

warming. In response to this escalating peril of climate change, consumer behavior is undergoing a transformation aimed at 

environmental conservation. This evolution in consumer decision-making necessitates an examination of the green purchase 

intentions exhibited by consumers. The purpose of this research is to study various psychological factors that may influence the 

consumer’s intention towards electric vehicles.  

Methodology: This qualitative research study involves a comprehensive review of the existing literature to gather pertinent 

information. 

Findings: The study reveals that the theory of planned behavior and the technology acceptance model are central to this enquiry, 

which states that intention is the result of subjective norms, perceived behavioral control, attitude, perceived ease of use, and 

perceived usefulness. 

Originality: Only a few studies in the domain of sustainable consumer behavior have focused on the emerging industry of electric 

vehicles. Therefore, this study originally synthesizes the extant corpus of literature and highlights the role of psychological factors 

of consumer behavior towards electric vehicles. 

Limitation: This investigation is restricted to the exploration of psychological factors; however, various other dimensions, such as 

infrastructural, political, and product-related factors, may also significantly affect the purchase intention towards electric vehicles.  

Practical implication: Research findings will not only add to the existing corpus of literature but will furnish essential insights for 

policymakers and marketers in their initiatives to foster the adoption of electric vehicles. 

 

Keywords: Electric vehicles, Green purchase intention, Innovation, Sustainability 

 

1. Introduction 

Today, increasing environmental degradation has become a 

major global concern due to the overconsumption of resources 

(Joshi & Rahman, 2015) [18]. Exhaustion of natural resources & 

adverse impacts of environmental degradation exacerbate the 

challenges that the world is facing (Hameed et al., 2022) [15]. 

One of the major reasons for environmental degradation is 

carbon dioxide (CO2) emission (Salim et al., 2024; Monge et 

al., 2020) [29, 8]. In response to this exacerbating global threat, 

the Government, business sector & individuals should 

contribute to changing unsustainable consumption and 

production patterns. In various government conferences and 

agreements like the UNESCO conference in Belgrade in 1975, 

the Kyoto protocol in 1997, the Paris agreement in 2015, the 

idea to save the environment has been enforced (Chen & Kim, 

2024) [11]. 

Facing the revenge of nature, consumers have also begun to 

change their thinking and behavior to live in harmony with 

nature (Esty, 2021) [14]. This paradigm shift in consumer 

behavior has made it important to study green purchase 

behavior (Sharma et al., 2023) [35]. Sustainable consumption is 

a concept that requires people, businesses, and countries to 

reduce the incorrect application of resources (Sharma et al., 

2023) [35]. According to the survey, which was conducted in 

2013, named Green Gap Trend Tracker found that around 70 

percent or more of US consumers consider environmental 

problems while purchasing goods (Miller and Washington, 

2014). Although the demand for sustainable products is rising 

but there is still an exigency to bolster green purchase intention 

(GPI). So, this investigation aims to assess the psychological 

constructs that can influence the green purchase intention of 

consumers towards electric vehicles. The study specifically 

focuses on the industry of electric vehicles because 

transportation has now become the major contributor to CO2 

emissions, and electric vehicles (EVs) are considered a good 

alternative to internal combustion engine vehicles (ICEVs) 

(Asadi et al., 2021; Borthakur, 2023; Virmani et al., 2023) [3, 7, 

38].  

Being a qualitative descriptive study, the secondary source of 

data will be used, necessitating the examination and analysis of 

existing literature in order to draw informed conclusions that 

will effectively guide the investigation. The research outcomes 
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suggest that a range of elements, including green purchase 

attitude, subjective norms, perceived behavioral control, 

perceived ease of use, and perceived usefulness, positively 

influence their intention to participate in sustainable behaviors. 

In light of these findings, marketers possess the opportunity to 

strategically leverage this research to develop marketing 

strategies, increasing the market share of electric vehicles. The 

overall structure of this comprehensive study is organized into 

several distinct sections, which include Section 2: 

Methodology, Section 3: Literature review, and Section 4: 

Conclusion and Future Directions. 

 

2. Methodology  

The present research uses a qualitative approach rooted 

primarily in the well-established Theory of Planned Behavior 

(TPB), which provides a solid framework for explaining the 

complexity of consumer behavior. In this conceptual model, 

the study identifies and defines four key variables that 

significantly influence consumer choices: green purchase 

attitude, subjective norms, perceived behavioral control, and 

green purchase intention. To ensure the relevance and 

academic value of this research, it relies heavily on secondary 

data, carefully collected from a selection of peer-reviewed 

scholarly articles accessed through reputable databases like 

Scopus and Google Scholar. Additionally, the study focuses 

specifically on publications from 2017 to 2023, ensuring that 

the analysis reflects the most recent developments and 

scholarly perspectives in this rapidly evolving field. This 

methodological approach enhances the depth of analysis and 

allows for a comprehensive understanding of the factors that 

significantly impact consumers' intentions to make 

environmentally friendly purchases within the specified period. 

Through this rigorous approach, the study aims to contribute 

valuable insights to the body of knowledge on sustainable 

consumer behavior toward electric vehicles and their 

determinants. In conclusion, this research is positioned to offer 

important lessons that can influence both academic discussions 

and practical efforts to promote consumer acceptance of 

electric vehicles. 

 

3. Literature review 

Our planet is running out of resources, but populations are 

continuing to grow. According to census data, the global 

population reached 7.95 billion in 2022 (World Bank, 2023), 

which is represented by Figure 3. If the world population 

reaches 9.8 billion by 2050, then natural resources of almost 

three planets will be required to maintain the present lifestyle 

(United Nations, 2023). Therefore, to avoid this jeopardizing 

situation, consumption patterns and energy supplies should be 

diverted to green and sustainable ones to bring down the level 

of consumption (United Nations, 2023). As per the literature 

reviewed, green products are linked with the protection of the 

environment as they lead to reduced wastage during 

production, low energy consumption, fewer emissions, etc. 

(Barbu et al., 2022) [4]. In response to the exacerbating 

environmental issues, the businesses that have traditionally 

been involved in the aggravation of ecological degradation 

(Chawla et al., 2018) [10] are today increasingly being pushed, 

in the face of escalating consumer pressures for sustainability 

and environmental responsibility (Sharma et al., 2023) [35], 

towards more sustainable, conscious operational strategies, 

especially in the transportation sector. This industry not only 

acts as a pillar of international commerce but also as a major 

contributor to greenhouse gas emissions (Castillo et al., 2023) 
[16]. The internal combustion engine vehicles (ICEVs) are major 

polluters within this sector (Virmani et al., 2023) [38] and thus 

provoked a growing call for the immediate requirement of 

decarbonisation, a critical process with great potential through 

embracing and merging EVs as a conceivable option (Secinaro 

et al., 2022; Umar et al., 2021) [31]. 

The current research provides a review of the literature on 

sustainable consumer intention and outlines the variables of the 

Theory of Planned Behavior to guide researchers and 

practitioners in fostering sustainable intention and developing 

strategies to increase the penetration of EVs in the global 

economy. 

 

a) Green purchase attitude 

GPA refers to favourable or unfavourable belief which bolster 

up an intention towards GPB (Sharma and Aswal, 2017; 

Patwary et al., 2022, Ajzen and Fishbein, 1988) [33]. It is 

difficult to change attitude which are developed over certain 

period of time but can be affected with psychological 

motivation (Lien and Cao, 2014, Peña-García, 2020) [25]. When 

attitudes changes, people learn new concepts (Shaouf et al., 

2016, Peña-García, 2020) [25]. Usually, if attitude of a person is 

positive towards buying online then, intention to make online 

purchase will increase Peña-García, 2020) [25]. According to 

most of literature reviewed, positive GPA leads to positive GPI 

(Sharma, Aswal and Paul, 2023, Sharma and Aswal, 2017; 

Jaiswal and Singh, 2018; Patel, Trivedi and Yagnik, 2020; 

Taufique and Islam, 2021; Bong and Jin, 2017; Patwary et al., 

2022; Peña-García, 2020) [35, 33, 17, 24, 36, 6, 25]. In support, 

Klöckner et al. (2013) identified pro-environmental attitudes as 

increasing the willingness to adopt green cars. Therefore, 

attitude of consumer can be a significant factor in predicting 

their intention towards electric vehicle. 

 

b) Subjective norms 

Subjective norms are the motivation from family, friends, and 

other social groups that a consumer receives, to make purchase 

(Peña-García, 2020) [25]. For Consumers their peers are 

trustworthy helpers than biased celebrities of brand. Consumer 

trust the information shared by their known ones therefore 

interpersonal communication is considered to be more 

influencing than advertising campaigns, as they perceive less 

risk while purchasing goods (Goldsmith & Horowitz, 2006, 

White et al., 2019) [39]. Possibility of interpersonal influence 

increases through social networks as they act as behavioral cues 

which further impact intention of consumer to purchase 

(Bedard and Tolmie, 2018) [5]. Only limited research is there on 

factors which can influence online green purchase. According 
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to the literature, if peers of consumer have positive attidute 

towards green products then green purchase intention of 

consumer will also increase (Barbu et al., 2022; Patwary et al., 

2022; Bong and Jin, 2017; Zhang and Dong, 2020; Patel, 

Trivedi and Yagnik, 2020; Bedard and Tolmie, 2018; White et 

al., 2019) [4, 6, 41, 24, 5, 39]. Numerous studies emphasize the 

relevance of social influence in the adoption of alternative fuel 

vehicles (AFV) and highlight its significance in promoting 

electric vehicles (Zhao et al., 2024) [42].  

 

c) Perceived Behavioral Control (PBC) 

PBC is the amount of control perceived by a person during the 

process of buying goods and services. People usually prefer 

situations that they have control over to those in which they do 

not have control or situations that are under the control of 

external forces (Peña-García, 2020) [25]. The more consumer 

feel that their effort can protect nature, the more of their 

purchase decision will be for green products. Perceived 

behavioral control is positively related to green purchase 

intention, which means if one believes that they can protect the 

environment with their purchase and they will have more 

positive purchase intention towards green products (Sharma et 

al., 2023; Sharma and Lulandala, 2021; Patel, Trivedi and 

Yagnik, 2020; Pisitsankkhakarn and Vassanadumrongdee, 

2020; Taufique and Islam, 2021; Bong and Jin, 2017; Zhang 

and Dong, 2020; White et al., 2019; Patwary et al., 2022) [35, 34, 

24, 27, 36, 6, 41, 39]. In modern contexts, perceived behavioural 

control includes the perception of the individual towards 

technology, expense, availability, and mastery in the use of 

PHEVs, with López-Mosquera and Sánchez (2012) positing 

that higher consumer control over them is associated with 

increased behavioural intention (Adnan et al., 2018) [1]. 

 

d) Perceived ease of use 

The idea generally described as perceived ease of use can also 

be explained by the term low complexity. The idea of low 

complexity is actually closely entangled with that of ease of 

use, including factors like easy operation and simple charging 

procedures, and it has important relevance to people who are 

contemplating the use of new technologies like electric 

vehicles. In light of the academic work provided by Peters and 

Dutschke (2014), it is significant to note that in the given 

context of electric vehicles (EVs), the term "perceived ease of 

use" can well be used as an alternative to "complexity." 

Subsequently, within the scope of this research study, 

perceived ease of use is considered a decisive factor, as 

reported by Xu et al. (2020). 

 

e) Perceived usefulness 

Perceived usefulness can be stated as the extent to which the 

implementation and use of technological innovations act to 

enhance and expand the performance capacities of those 

involved in executing different tasks (Karahanna & Straub, 

1999) [19]. The electric car, described as an eco-friendly mode 

of transport, is a key factor in reducing the negative impacts 

that accompany greenhouse gas emissions, while at the same 

time providing a traveling experience that is not only 

comfortable, convenient, and easy on the environment but one 

that also greatly accelerates travel and boosts the overall 

efficiency of travel (Anagnostopoulou et al., 2018) [2]. Since 

the electric vehicle conforms to existing eco-friendly standards 

and promises a driving experience characterized by ease, 

speed, safety, and comfort, its existence in the transportation 

industry plays a pivotal role in promoting perceived trust 

among stakeholders and users (Lakshmanan et al., 2024). 

Therefore, it can be seen that the placement of electric vehicles 

into day-to-day transportation is not just a fad but a huge step 

towards larger environmental objectives and personal 

performance increase (Wu & Zhang, 2017) [40]. 

 

Proposed research model  

 

 
Source: The author 

 

Fig 2: Model based on TPB and TAM 

 

4. Findings 

The literature confirms that the Theory of Planned Behavior 

(TPB) is a good theory in explaining green purchase intention 

for electric vehicles (EVs). A positive green purchase attitude, 

where customers consider EVs as environmentally friendly, 

economically beneficial, and forward-looking, positively 

affects their intentions to buy them. This attitudinal tendency 

gains even greater strength when amplified by subjective 

norms, given that people have a propensity to do what their 

social groups do. If influencers and peers show support for 

green technology such as EVs, consumers will feel more 

approved and are likely to emulate them; social disapproval, on 

the other hand, can suppress their willingness to adapt. 

Extending this, perceived behavioral control introduces yet 

another key dimension: those consumers who feel that they 

possess adequate resources, access to infrastructure, or self-

efficacy to buy and utilize EVs are likely to follow through with 

plans. But when there are perceived barriers like excessive cost 

or poor charging infrastructure, even positive attitude and 

favourable norms cannot lead to action. 

Though TPB considers psychological and social variables, the 

Technology Acceptance Model (TAM) supports this 

https://www.dzarc.com/social


Journal of Social Review and Development, 2025;4(Special Issue 1):59-63 ISSN NO: 2583-2816 

www.dzarc.com/social Page | 62 

knowledge by laying stress on technology-specific perceptions. 

Perceived usefulness, like operational costs, environmental 

benefits, or incentives from the government, cements the 

consumer's perception that it is not only ethical but also 

sensible to adopt EVs. Likewise, perceived ease of use, 

manifesting in intuitive user interfaces, quick charging, and 

digital functions, increases the consumer's feeling of comfort 

with the product. The combination of TPB and TAM thus 

offers an overarching framework to explain green purchase 

intention towards electric vehicles, showing how attitude, 

social influence, perceived control, and technological 

perceptions collectively influence consumer decision-making 

related to sustainable mobility. 

 

5. Practical implications & limitations 

Implications for managers: The implications of this research 

provide useful insights to managers and marketers who seek to 

market electric vehicles. Knowing the psychological factors 

influencing green purchase intention, marketers are in a 

position to design their strategies to create positive consumer 

attitudes. This can be done through product placement 

advertising, peer recommendation, and communication 

strategies that emphasize the environmental and economic 

advantages of EVs. Designing spaces for consumer 

engagement, both with others and the brand, is an effective way 

to enhance social influence and adoption. In addition, 

improving perceived behavioral control is important; 

streamlining the purchasing process, providing monetary 

incentives, and increasing charging facilities can enable 

consumers to feel more competent and self-assured when 

purchasing EVs. 

 

Implications for policymakers: For policymakers, this study 

provides evidence for policy interventions that promote the 

adoption of EVs through behavioral considerations. Policy 

interventions like public campaigns, subsidy programs, and 

investment in infrastructure can augment consumer intention as 

well as integrate with other sustainable development objectives 

and facilitate a circular economy. 

 

Limitations and directions for future research: Although the 

study supports the applicability of the Theory of Planned 

Behavior in the context of EV, it is restricted to a limited 

number of psychological variables. Future studies can 

investigate other factors, including ethical values, product 

attributes, demographics, and online influence. Additionally, 

the present study examines generic offline consumer behavior 

without controlling for geographic or demographic segments. 

Online purchase channels and segment-specific behavior can 

be studied by further research to understand in-depth EV 

promotion. 
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Abstract 

The existing linear economics system has been unsustainable whereby a lot of waste is produced and the natural resources are not 

utilized efficiently. To combat that, the Circular Economy (CE) has been presented as a universal option that will be regenerative 

and restorative, plus sustainable. To the Indian industrial environment and specifically the Micro, Small and Medium Enterprises 

(MSMEs), circular economy offers a new transformative paradigm in the realization of long term sustainability. To gain better 

insight in successful strategies and implementation techniques, this study also comprises an analysis of the case of the Reliance 

Industries, which is one of the largest conglomerates in India and has implemented such strategies related to CE approaches as 

efficient use of resources and reduction of waste. Findings suggest that Enablers and Barriers to CE adoption are the most frequently 

mentioned topics in the literature. Though there is a growing interest in adoption of CE practices by MSMEs in India, there are still 

various challenges which bedevil broad adoption of the practice. These are; low awareness, lack of finances and poor policy and 

regulation support. Considering both general trends and the micro-level of business operations, this paper will be implemented into 

the existing discussion on sustainable development and will highlight the crucial place of MSMEs in the shift toward the states of 

circular economy in India. 
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1. Introduction 

The concept of circular economy (CE) being the revolutionary 

approach to sustainable economic development has become 

popular, however, in times of the increased awareness 

regarding environmental issues and restrictions that resources 

might face. Circular economy focuses heavily on concepts of 

recycling the resources, minimizing the wastes, along with 

using particles again to develop a stronger and more defined 

economic model as opposed to the traditional linear economy 

model that largely relies on a so-called take-make-dispose 

structure.  

The concept of circular economy is gaining increasingly more 

interest among businesses and policymakers (Geissdoerfer et 

al. 2017). Borrowing CE techniques provides the developing 

economies such as India that has large Micro, Small, and 

Medium Enterprises (MSMEs) industry sector with the 

opportunity to enhance the effectiveness of their operations, 

promote long-term sustainability, and mitigate the impact on 

the environment. Being one of the key industries driving 

economic growth in India, MSMEs contribute significantly to 

the industrial output, innovation, and work creation. The 

following challenges that these businesses experience, like 

limited information access, technology, and funding, may limit 

their ability to pursue sustainable practices. 

India largest conglomerate Reliance Industries Limited (RIL) 

has achieved a lot towards adoption of the circular economy 

concept in each of its business units. RIL also comprise several 

industries like consumer products, textiles, and manufacturing 

and is pivotal in shaping the course of the Indian circular 

economy. In exploring the CE practices in RIL, we can 

possibly find out a lot concerning how the MSMEs can enhance 

their competitiveness and how MSMEs can deal with the 

transition to sustainability. This paper aims at investigating 

circular economy adoption by Indian MSMEs through the case 

of circular economy practice at Reliance Industries Limited. By 

closely examining CE practices, including its waste 

management, resource efficiency and sustainable product 

design, we will identify best practice, impediments, and the 

role of legislative systems in facilitating this transition. It is the 

wish of this study to uncover more viable information about the 

circular economy potential and offer viable recommendations 

to the stakeholders on what can be done to ensure a more robust 

and sustainable Indian economy. 

 

1.1. Research objectives 

▪ To analyze the current state of the art in the existing 

research on the Circular Economy adoption in Indian 

Micro, Small and Medium Enterprises. 
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▪ To analyze and document the current circular economy 

practices implemented by Reliance Industries in its 

operations. 

▪ To develop strategic recommendations for Reliance 

Industries and Indian MSMEs on scaling circular economy 

practices while enhancing sustainability and 

competitiveness. 

Identify the potential areas of research and practice. The 

systematic literature review is a valuable technique to be used 

to reach our goal due to the transparency, and traceability. The 

findings can serve as an effective reference of interested 

scholars investigating the implementation of circular economy 

practices.  

 

1.2. Background and significance  

Circular Economy (CE) is a more sustainable development 

concept, which tries to make maximum use of resources and 

minimize waste. It is centered on the closed-loop systems 

wherein the resources, materials and the products are recycled, 

remanufactured and reused. The Indian economy largely 

depends on Micro, Small, and Medium-Sized Enterprises 

(MSMEs) with abounding challenges such as funding, 

knowledge gap, shortages of technology accessibility and 

regulatory roadblocks. This paper examines the CE practice of 

Reliance Industries that can be of versatile help to the MSMEs 

in India. The solutions can inform the business activities and 

make economic growth sustainable to social responsibility and 

the idea of a green environment. 

 

2. Understanding circular economy 

One of the most popular concepts in the field of environmental 

economics is the circular economy that constitutes a key feature 

of the Horizon in 2020 program developed by the EU (Sylvie 

Geissdoerfer & Felicitas Pietrulla, 2017). A circular economy 

is an industrial system that is designed to be restorative or 

regenerative and aims at decoupling growth with the use of 

finite resources. The paradigm of the circular economy is 

attracting the increasing interest of businesses and 

policymakers (Geissdoerfer et al. 2017). It aims at ensuring that 

components and products are designed to be reusable, 

repairable, and durable at desire, and that the production and 

disposal of products are programmed to recirculate technical 

and biological nutrients in a faster or more extensive fashion. 

Finally, it aims to be resource- smart. Through this process, the 

environmental degradation effect that a product causes in the 

lifecycle will be minimized (such environmental degradation 

impact of the chemicals, energy required during marketing of a 

product, resource consumption during production and waste 

volumes being recycled or used as a resource). According to 

studies, the circular economy could address the increasing 

complications related to resources by 2030, generate 

employment, stimulate innovation, and produce significant 

environmental benefits, and this would lead to the net positive 

impact of EUR 1.8 trillion (Ellen MacArthur Foundation, 

2019). These are the basic concepts, which the transition 

between a linear and a circular manufacturing system is based 

on. To begin with, in the case of products, products themselves 

may become temporary sinks. The closed-loop systems are 

created under which the garbage is sold to another production 

system and the waste by-product becomes a source of raw 

material to come back to production system. 

In the present-day world, the food system is producing enough 

food to meet the food needs of everyone on the planet, yet, 

about the entire third of food is lost during the consumption and 

supply chain activities (Ellen MacArthur Foundation and 

Google 2019). A circular economy is an economy in which the 

outputs of the products and services are shared and commonly 

traded in a system of lifecycles wherein the waste materials are 

perceived as resources to the succeeding activities. Regarding 

product life cycles, compared to the traditional linear ones, the 

circular economy looks very different and implies that we do 

not extract materials aimlessly on the face of the Earth, 

manufacture something out of them to get rid of them as waste 

at some point.  

 

 
The model of linear economy and circular economy (Source: Author's Synthesis, 2021) 

 

The volume of the extraction of natural values worldwide has 

been tripled since the turn of the century (Oberle et al. 2019). 

The circular economy aims to establish a sustainable world by 

preserving the environment and reversing the destruction by 

ensuring a sustainable globe as per the concept of corporate 

social responsibility. The primary goal of the circular economy 
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is preservation and creation of the goods and materials, which 

utilize resources and energy to make them. To minimize 

greenhouse gases, it intends to extend the life cycle of materials 

and goods concerning energy and resource-efficient in 

processing technologies. The circular economy also tries to 

increase the value of services and the duration of goods as well 

as the infrastructure sustaining them and lower the 

consumption of non-renewable resources. The concepts of the 

circular economy rely on three guiding principals, design led 

(Ellen MacArthur Foundation 2019):  

➢ Eliminate waste and pollution 

➢ Circulate products and materials (at their highest value) 

➢ Regenerate nature  

3 R’s of Circular Economy: 

Reduce - Reduction in the consumption of non- renewable raw 

materials, resources, and emissions in the process of business 

as a viewer of a producer. A reduction in the rate of purchase 

and the longer service of the product as seen by the consumer 

point of view. 

Reuse - Prolonging the life cycle of the products by 

reintroducing back to the economy after the given usage of 

these products and either via the existing or new channel. 

Recycle - Recycling or reprocessing (shredding/melting) of the 

end of use materials or section of it to recover pure products 

that constitute similar or different productions. 

 

 
Ellen MacArthur Foundation, Circular economy systems diagram (February 2019) www.ellenmacarthurfoundation.org. 

 

The circular economy is gaining interest in the existing 

environment since the increasing trends such as the rise in 

energy prices and environment considerations are expected to 

cause further transformation of the way the global economy is 

run into a more sustainable and efficient use of resources based 

model. It is global awareness in the private sector of the 

necessity to integrate the concepts of the circular economy in 

the business strategies of companies. Circular economy is 

worth $1 trillion USD in total and probably will add up to 

another one trillion USD in future. The circular economy has 

created a serious paradigm shift in the policy, industry, and the 

society in the global front by way of good implementation of 

optimization of resources base value and minimization of waste 

at the end of a product lifespan. 

3. Indian Micro, Small and Medium Enterprises 

(MSMEs) 

Micro, Small and Medium Enterprise are the driving force 

behind the economic growth of any nation. Indian 

manufacturing sector comprises all the essential elements of 

transforming into the global industrial hub, large internal 

market with ample labour source and government policies such 

as make in India and skill India. Recent trends show the 

capacity of India to maintain its strong growth line. 

The Indian manufacturing sector in India is dominated in major 

part by small, medium and micro industries which contribute 

about 45 percent of the manufacturing output and around 40 

percent of the total exports. In addition to the notable 

contribution, they also develop entrepreneurship and 
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innovation in the Indian environment, it is essential to 

understand the role Micro, Small and Medium Enterprises 

(MSMEs) could play in order to achieve growth in the 

manufacturing industry.  

The enterprises are divided into categories as elaborated under 

the Micro, Small and Medium Enterprises Development 

(MSMED) Act, 2006 which is dependent upon the level of 

investment made in the form of plant and machinery. The 

following definitions are given to the categories: 

▪ Micro enterprises: Those enterprises whose investment 

in plant and machinery does not go beyond 2.5 million 

rupees (25 lakhs). 

▪ Small enterprises: The enterprises whose investment 

amounts to over Rs. 2.5 million to a limit of Rs. 50 million 

(5 crores). 

▪ Medium business enterprises: Enterprises whose 

investment is greater than 50 million India rupees (more 

than 10 crores) however, these enterprises fall below an 

investment of 100 million rupees (10 crores).  

MSME definition has been revised on 13 May, 2020 through 

Aatmanirbhar Bharat Abhiyan (ABA) package to ramp up 

MSME sector and also increase the number of units which 

come under this definition and was further revised on June 1, 

2020. The US innovation uses the turnover factor along with 

the investment in plant and machinery. Additional separation 

of service and manufacturing has been eliminated. Another 

significant provision is also that exports are not to be included 

in the turnover. The new categorization of the MSMEs took 

effect on July 1, 2020. 

 

4. Circular economy and Indian MSMEs  

The micro, small and medium enterprises (MSMEs) play an 

essential role in the economy of India since MSMEs are agents 

of employment generation, innovation in the economy, export 

and inclusive growth in the economy. The Micro, Small and  

Medium Enterprises (MSME) are regarded to be the backbone 

of Indian society developing in terms of economical growth. 

Indian MSMEs are responsible in generating nearly 30 percent 

of India GDP. Major products that the Indian MSME sector is 

exporting include textile, garments, various forms of shoes, rice 

and castor oil.  

Even though the circular economy is very new material in 

India, already in the last five years the country has received 

over 1.8B in investments in subsectors. Estimates show that 

approximately 60 percent of the total deal activity and 

approximately 80 percent of the deal value concentrate on 

innovations of energy and sustainable mobility that are 

mitigation-oriented (Kaalari, 2021). 

As predicted by the Ministry of External Affairs of the 

Government of India, the country will be the third largest 

economy in the world taking a share of 8.5 in the world GDP 

by 2030. With this regard, in the instance that the global 

circular economy might reach 4.5 trillion US dollars as it is 

projected, the circular economy in India can only approach 1 

percent of that market, which is a US 45 billion opportunity in 

India (Ministry of External Affairs, 2022). 

Micro, Small & Medium Enterprises (MSME) segment is 

among the most important players in shift towards sustainable 

development in India. Therefore, this segmental development 

is highly vital. Mechanisms of mentoring and supporting 

should be put in place to foster culture of innovation and 

entrepreneurship as well as enhancing understanding and 

knowledge regarding businesses and policy-makers to build so 

as to create circular business model and experts on the subject 

matter. To do this, India will require a profound ecosystem with 

players that promote and facilitate circular economy projects so 

that it can survive the financial, skills, market, knowledge and 

technological barriers. 

 

5. Literature review 

 

Table 1 
 

Title Objectives Methodology Research gaps 

Building the circular 

economy into the SMEs: A 

behavioral perspective in 

modeling review (2023) 

1. To investigate the factors 

influencing SMEs' adoption of 

Circular Economy practices. 

2. To assess the attitudes, perceived 

behavior control, social pressure, and 

readiness of SME actors towards 

Circular Economy practices. 

3. To analyze the impact of positive 

attitudes, social pressure, and 

facilitation on SMEs' commitment to 

circular economy practices. 

1. The research analysed SMEs 

within Malang region in East Jakat, 

whereby a sample size of 75 

companies was used to conduct the 

study. 

2. Secondary and primary data 

were taken. 

3. The assessment of aspects of the 

research entailed the measurement 

of research variables on the Likert 

Scale, which was on a five-point 

agreement scale. The collected 

variables were Attitude, Perceived 

Behavior Control, Social Pressure, 

Environmental Commitment and 

SME Readiness. 

1. The researchers concentrated on 

SMEs within one or another 

geographic unit, and this can qualify 

the results of the study to unknown 

generality as regards SMEs elsewhere 

or in a different nation. 

2. More substantial results could be 

implemented in a bigger sample size. 

3. The role of judgment sampling can 

allow biasness into the list of 

respondents. 

Practice-based view of 

antecedents of circular 

manufacturing and how it 

affects both the environment 

1. To examine the impact of circular 

manufacturing (CM) practices on 

environmental and financial 

performance. 

1. This research involves the 

sequential mixed-methods research 

design. 

1. Take into consideration the 

environmental and financial 

performance but not the social 

sustainability performance. 
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and financial performance. 

(2023) 

2. To investigate the influence of 

Industry 4.0 (I4.0) production 

technologies on the relationship 

between CM and performance. 

2. A survey of 255 Chinese 

manufacturers and 2 explanatory 

case studies. 

3. The creation of a questionnaire 

that was conducted on intensive 

literature study. 

2. They did not involve longitudinal 

data but rather cross sectional 

information. 

3. The China context of a study. Other 

countries comparative study will be of 

meaning. 

The article is, directly and 

indirectly, a reflection of 

other organizations across 

the manufacturing sector in 

terms of technological 

innovations in a circular 

economy. (2023) 

To analyze the contributions of 

technological innovation toward 

sustainability in manufacturing 

organizations with a circular 

economy (CE) 

Perspective. 

A questionnaire has been 

developed and conducted, also 

using the Grey VIKOR method and 

a sensitivity analysis. 

1. One depends on the expertise of the 

already experienced individuals 

because the panel of experts can be 

rotated hence altering the outcomes. 

2. Grey VIKOR approach has been 

employed in conducting analysis in 

determining the influence of 

technological innovation to 

sustainability within the manufacturing 

industry. This may be a 

methodological constraint that other 

MCDM tools, (e.g. TISM, TOPSIS, 

ANP and DEMATEL) can be used. 

ICF: Education: Barriers to 

adopting circular economy 

practices in MSMEs: 

Instrument development, 

measurement and validation 

(2022) 

1. Determine the dimensions of 

barriers to the adoption of circular 

economy practices in MSMEs. 

2. Systematically and structurally 

develop a scale to evaluate barriers to 

circular economy practices from the 

perspective of MSMEs in the Indian 

context. 

1. building a multi-item latent 

measure to evaluate hindrances to 

integration of circular economy 

practices in MSMEs. 

2. Testing of the sub-constructs 

and measurement scale using PCA 

and CFA analysis through the scale 

validation. 

3. The measurement scales should 

be tested and validated on the basis 

of exploratory factorial analysis 

and structural equation modeling 

by means of the products IBM 

SPSS 26 and AMOS 26. 

1. It also employed cross-sectional data 

in the study, and hence longitudinal 

studies that will be conducted in the 

future will be needed to give the study 

a much deeper insight into the barriers 

to the uptake of the circular economy. 

2. The generalizability could be 

increased through repeated use of the 

study in other areas. 

Indian firm sustainability 

performance exploratory 

research An exploratory 

research of sustainability and 

performance of firms in 

India.new small and medium 

size enterprises production 

(2022) 

1. To investigate the drivers of 

sustainability in Indian 

manufacturing SMEs. 

2. To explore the impact of 

sustainable environmental and social 

practices on firm performance. 

3. To examine the relationships 

among internal/external drivers of 

sustainability, sustainable business 

practices, environmental and social 

benefits, and firms' financial and 

non-financial performance. 

1. Identification of SMEs within 

the distinct manufacturing industry 

(e.g. food and beverages, textile, 

engineering, leather, chemicals), in 

Indian states. 

2. Design of a questionnaire to 

collect data. 

3. Conducting a survey of SME 

owners/managers either by 

conducting a face to face 

interview, or using on-line surveys. 

4. EFA and SEM were employed. 

1. Particular geographic areas in India 

or limited sample size might have been 

the limitation of the study. 

2. The application of a cross-sectional 

design means that it is difficult to make 

causal associations between variables 

as time progresses. 

3. It has been possible that the study 

has not considered such external 

influences as the market, change in 

regulation, or technology development 

that may have a bearing on the 

relationship, or it is rather the 

productivity of sustainability practices 

and performance within a particular 

firm. 

The question mark is how to 

make the small and medium 

enterprises circular economy 

compliant through 

minimizing the use of single 

use plastic (2022) 

1. To analyze how personal norms of 

individuals within SMEs influence 

their behavior and decision-making 

regarding the reduction of single-use 

plastics. 

2. To analyze how personal norms of 

individuals within SMEs influence 

their behavior and decision-making 

regarding the reduction of single-use 

plastics. 

3. To analyze the behavioral 

intentions of employees in SMEs and 

how these intentions correlate with 

1. In the study, the hypotheses 

were tested and the research 

questions answered using a 

quantitative research design in the 

context of behavioral intentions 

which refer to the intentions of 

SMEs to reduce their single-use 

plastic consumption. 

2. The study has made use of an 

organized survey. 

3. The SMEs sample that operated 

in Indian context gave a total of 

1. This study was done within a given 

geographical setting and only the 

SMEs in India were studied. This 

hinders the interpretation of results to 

other geographical locations or nations. 

2. The research can be of no use in 

bigger organizations or other 

industries. 

3. Although this study obtained 

information about 305 SMEs, it is 

possible that the sample is not 

inclusive of the entire representation of 

SMEs in India. 
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the organizational practices aimed at 

reducing single-use plastics. 

305 responses thus forming a good 

sample to analyze. 

4. Such theoretical approaches as 

theory of planned behavior or 

corporate social responsibility were not 

analyzed, which may bring extra 

insight into the phenomenon. 

Analysis of operational 

behavioural factors and the 

idea of circular economy 

within SMEs: A perspective 

of an emerging economy 

(2021) 

1. To empirically investigate the 

operational behavioral factor that 

contributes to the adoption of circular 

economy practices in SMEs. 

2. To understand the cause-effect 

relationship between these behavioral 

factors and build an influential 

network relationship map. 

3. To provide recommendations for 

the effective adoption of circular 

economy practices in SMEs. 

1. Conducted an extensive 

literature review to identify 

operational behavioral factors for 

adopting circular economy 

practices in SMEs. 

2. Developed a factor structure 

model using Exploratory Factor 

Analysis (EFA) to confirm the 

factors. 

3. Developed a questionnaire using 

a 5-point Likert scale to gather 

responses from SMEs. 

1. The research sampled 162 SMEs, 

and thus can restrict the extendability 

of the data to bigger sample of SMEs 

in emerging economies. 

2. The responses taken using 

convenience and snowball sampling 

approaches might have certain biases 

in them inherently 

possibly much to the validity of the 

results. 

Integration determinants of 

sustainability, and innovation 

strategies within the Indian 

manufacturing firms: 

Empirical evidence among 

the MSMEs (2020) 

To identify and consolidate the 

determinant that strengthen the 

integration of sustainability with 

innovation for Indian manufacturing 

MSMEs. 

1. Literature review 

2. Questionnaire and surveys. 

1. Critical factors that only some of 

them were identified to be 

strengthening the implementation of 

sustainability innovated practices in 

enterprise. 

2. The current study has looked into 

manufacturing only. Other factors may 

as well be looked into. 

Evaluating the drivers of 

intentions and actions of 

organization inrelation to a 

circular economy of plastics 

(2020) 

1. To empirically assess the 

determinants of intentions and 

behaviors of organizations towards a 

circular economy for plastics. 

2. To identify the intention-behavior 

gap in organizations' implementation 

of best practices for plastic recycling. 

3. To investigate the impact of 

attitudes, subjective norms, and 

perceived behavioral control on 

organizations' intentions and 

behaviors. 

 

1. There were 637 organizations 

that were studied in Belgium. 

2. Usage of the Theory of Planned 

Behavior (TPB) as the factor of 

comprehending the determinants of 

intentions and behaviors. 

3. A survey using the questions 

was used to collect data on the 

attitude of the organizations, 

subjective norms, perceived 

control of behavior, pressures, 

barriers, and enablers in the regard 

of the plastic recycling. 

4. The associations of the variables 

were analyzed through Partial 

Least Squares Structural Equation 

Modeling (PLS-SEM). 

1. The research coverage was also 

narrowed to 637 organizations within 

Belgium and so this could limit the 

applicability of the findings to other 

national situations or other countries. 

2. This study had objections in 

gathering information in an increased 

amount of organizations. 

 

 

6. Methodology  

This section describes the systematic literature review's method 

adopted for this paper, listing and discussing all search 

protocols, inclusion and exclusion criteria, article selection 

process, as well as the structured key wording and search string 

used to find relevant research. SLR is a method for creating 

literature review articles that is integrative or systematic. SLR 

offers the benefit of an organized review procedure and strives 

for maximum transparency, reproducibility, and 

comprehensiveness (Torraco, 2005). The document database 

utilized to acquire relevant literature is Scopus. We selected 

titles and abstracts of articles published in English and selected 

articles with publication, i.e., not older than ten years. 

 

6.1. Search strategy  

The primary source of studies for this SLR is journal papers 

and research articles. Prior to executing the searches, a search 

plan was established that specified key concepts based on the 

research questions and inclusion and exclusion criteria. These 

concepts were then identified to generate search language. An 

extensive and systematic search for relevant literature was 

conducted. The search terms used to obtain the relevant 

literature were “circular economy” AND “small medium 

enterprise” OR “SME” OR “micro small medium enterprise” 

OR “MSME”. 

 

6.2. Inclusion and exclusion criteria  

Inclusive Criteria  

▪ Main theme of paper: This SLR includes papers that are 

solely associated with the circular economy in MSMEs.  

▪ Type of papers: This SLR includes research articles, 

review articles, perspectives, full papers, and short 

communication papers. 

▪ Journal rank: Cumulative rank of each article and the 

number of citations for each paper has been defined based 

on the database.  

https://www.dzarc.com/social


Journal of Social Review and Development, 2025;4(Special Issue 1):64-74 ISSN NO: 2583-2816 

www.dzarc.com/social Page | 70 

▪ Year of publication: Only literature that is published after 

2015 is considered.  

▪ Full English peer-reviewed conference papers were also 

included. 

 

Exclusion Criteria 

▪ Papers that are unrelated to the theme were excluded.  

▪ Articles in mechanisms such as patents or standards were 

not included.  

▪ Posters, discussion papers, web pages, editorials, abstracts, 

or conference slides were excluded from the SLR. 

The following figure offers insights into the development and 

distribution of Circular Economy research by examining 

publication counts. In the Figure1, the upward publication 

trend suggests that Circular Economy will attract growing 

interest from researchers, especially in determining the 

challenge of balancing financial, environmental and social 

goals in business activities to maximize value. 

 

 
 

Fig 1: Research articles on “Circular Economy” from 2015 to 2025, as per recent search in Scopus Database 

 

The following figure offers country-wise insights into the 

development and distribution of Circular Economy research in 

Small and Medium Enterprise or Micro, Small and Medium 

Enterprise by examining the publication counts. In Figure 2, it 

can be seen that Circular Economy concept is attracting interest 

from researchers in various countries. India has also the 

growing number of publications on Circular Economy in Small 

and Medium Enterprise (SMEs) or Micro, Small and Medium 

Enterprise (MSMEs). 

 

 
 

Fig 2: Research articles in countries/territories on “Circular Economy in SMEs or MSMEs” from 2015 to 2025, as per recent search in Scopus 

Database. 
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7. Case study of reliance industries  

Reliance Industries Limited (RIL), India's largest 

conglomerate, has made significant strides in implementing the 

circular economy principles across all its business divisions. 

The circular economy model emphasizes sustainability, 

resource efficiency, and waste minimization, aligning with 

global environmental trends. RIL has invested in infrastructure 

and technology to recycle plastics, aiming for 100% recyclable 

or reusable items. The company is also transitioning to using 

renewable feed stocks in chemical manufacturing, exploring 

bio-based substitutes and optimizing waste processes. RIL has 

adopted energy-efficient procedures, integrating renewable 

energy sources like solar and wind power, improving 

operational efficiency, and streamlining processes. RIL has 

programs aimed at managing and reducing trash, focusing on 

reducing single-use plastics and implementing policies for 

industrial waste management.  

 

7.1 About Reliance Industries Limited 

Reliance Industries Limited (RIL) is the largest company in 

India, in the private sector, with consolidated revenues of 

ransom 9,74,864 crore (approximately US118.6 billion), a cash 

profit of ransom 1,25,951 crore (US15.3 billion), and net profit 

of ransom 73,670 crore (US9.0 billion) as on the 31 st march 

2023, the end of the financial year. The scope of the business 

operations dealt in by the company has a wide gamut, which 

covers hydrocarbons exploration and production, petroleum 

refining and marketing, petrochemicals, advanced materials, 

renewable energy (such as solar and hydrogen), retail, and 

digital services.As of 2023, Reliance is the top-ranked Indian 

privately held business on the Global 500 list of the largest 

companies of the world ranking 88th on the list. It has also been 

ranked the highest among Indian corporations at the 45th place 

in Forbes global 2000 list of the largest companies in the world. 

Moreover, Reliance has also achieved an honor of being the 

highest rated Indian Company and the sole Company in the top 

100 across the world on Forbes in its list of the World’s Best 

Employers 2023. It is also listed under LinkedIn Top 

Companies 2023: The 25 Best Places to Grow Your Career in 

India. 

 

7.2 Waste management and circular economy initiatives 

Reliance heavily emphasizes the element of sustainability by 

maintaining an effective waste management and circular econ 

practice in many of its business units. The main ones are the 

recycling of PEt and polyolefins, chemical recycling through 

pyrolysis oil, reusing of hazardous wastes as alternative 

fuels/raw materials, and the introduction of zero-waste retail 

stores.The company is also developing several projects to 

improve on circularity including the ReRouteTM innovation, 

sustainable packaging solutions, the RELANTM eco-friendly 

fabric, the commercialization of the RCAT-HTL technology, 

and the production of circular polymers. The ISCC Plus 

certification confirmed its integrated refining and 

petrochemical plant in Jamnagar where it is able to produce 

branded circular polymers - CircuRepol (TM) and CircuRelene 

(TM) - through the chemical recycling process of plastic waste 

using pyrolysis oil. Reliance also complies with the Extended 

Producer Responsibility (EPR) Guidelines and Plastic Waste 

Management Rules implemented in India to make sure that the 

combination of waste disposal and recycling processes 

implemented is up to the latest regulatory measures established 

in the country. 

 

Table 2: Waste generation and management AT reliance in FY 2024-25 
 

Entity Parameter Unit FY 2024-25 FY 2023-24 FY 2022-23 

O2C and E&P* 

Hazardous waste (disposed) ‘000 MT 17.4 14.8 12.32 

Hazardous waste diverted ‘000 MT 108.65 87.89 80.68 

From disposal (recycle/reused)     

Non Hazardous waste(disposed) ‘000 MT 4.75 4.8 4.44 

Non Hazardous waste diverted ‘000 MT 641 569.27 521.77 

From disposal (recycle/reused)     

Reliance Jio 

Hazardous waste (disposed) ‘000 MT 0.003 1.93 3.84 

Hazardous waste diverted from ‘000 MT 0.54 0 0 

Disposal (recycled/reused)     

Non Hazardous waste(disposed) ‘000 MT 0 3.84 4.47 

Non Hazardous waste diverted ‘000 MT 1.36 0 0 

From disposal (recycle/reused)     

Source: Integrated Annual Report 2024-25 
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Source: Integrated Annual Report 2024-25 

 

8. Results and Discussion 

The literature review gave important information about the 

circular economy (CE) and how it relates to environmental 

sustainability. The paper has managed to establish some of the 

main aspects of CE framework and what makes its adoption so 

necessary especially in the way of environmental safety. Being 

a new paradigm, the role of the circular economy in realizing a 

sustainable development and resource efficiency is 

undermined. 

The results also reveal the idea that Micro, Small, and Medium  

Enterprises (MSMEs) play a tremendous role in economic 

growth in India. However, adoption of CE practices within the 

Indian MSMEs is still in nascent state although it has potential. 

According to the literature, Enablers and Barriers remain the 

most common mentionable aspects, which suggests their 

primary role in determining the implementation of CE. 

On the whole, the findings indicate that there is increasing 

awareness about the circular economy but more work should 

be done to eliminate the structural and systemic issues that 

MSMEs encounter to spur the mass uptake. 

 

Table 3: Circular Economy Adoption Enablers in Indian MSMEs 
 

 

https://www.dzarc.com/social


Journal of Social Review and Development, 2025;4(Special Issue 1):64-74 ISSN NO: 2583-2816 

www.dzarc.com/social Page | 73 

Table 4: Circular Economy Adoption Barriers in Indian MSMEs 
 

 
 

9. Conclusion and future research direction 

The study on the adoption of Circular Economy (CE) practices 

among Indian Micro, Small, and Medium Enterprises 

(MSMEs) highlights a significant potential to improve 

sustainability and operational efficiency. Using Reliance 

Industries as a case study—one of India’s largest 

conglomerates—this paper illustrates how the transition to CE 

can lead to multiple benefits, including reduced waste, 

improved resource utilization, and increased competitive 

advantage. Reliance serves as a strong example of how large 

enterprises can successfully implement CE principles and set 

benchmarks for smaller firms in the MSME sector. 

The findings reveal that although a growing number of MSMEs 

recognize the importance of sustainable practices, several 

challenges hinder widespread adoption. Key barriers include 

limited awareness, inadequate financial resources, and 

restricted access to technology. Nevertheless, initiatives by 

industry leaders like Reliance can serve as catalysts for 

transformation by offering platforms for knowledge 

dissemination, financial assistance, and technological support. 

For broader and more inclusive CE adoption, collaboration 

between large corporations, government bodies, and MSMEs 

is essential. Such partnerships can help build an ecosystem 

conducive to circular practices, benefiting enterprises at all 

levels. 

Future research should focus on sector-specific implementation 

of circular economy principles within the MSME ecosystem, 

identifying unique barriers and replicable best practices. A 

deeper investigation into the practical challenges MSMEs face 

when attempting to adopt CE models will be valuable in 

framing targeted interventions. This can include real-world 

applications and solutions tailored to overcome these 

limitations. 

Another promising area for future inquiry is the role of 

government policy in enabling and accelerating CE adoption in 

the MSME sector. Research should assess the effectiveness of 

existing policies and explore the potential of new regulatory 

frameworks in fostering circularity. Understanding how policy 

instruments—such as incentives, compliance mechanisms, and 

capacity-building programs—can support MSMEs will be key 

to shaping a sustainable and circular industrial future in India. 
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