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Abstract

This study examines the relationships between human resource management (HRM) strate-
gies, corporate governance, employee well-being, and the achievement of sustainable
development goals (SDGs) in the private healthcare sector of Amman, Jordan. Using a
quantitative research design and structural equation modeling, data were collected from
457 employees across 25 private hospitals. The findings reveal a counterintuitive and
novel result: HRM strategies directly and negatively influence the attainment of SDGs,
challenging the widely accepted assumption in prior literature that HRM practices inher-
ently foster sustainability. At the same time, the study establishes that HRM strategies
exert a positive influence on employee well-being and corporate governance and that both
variables mediate the HRM-SDG relationship. The novelty of this research emerges on
several fronts. First, it addresses a significant gap by contextualizing HRM-sustainability
dynamics within the private healthcare sector of a lower-income country, a setting often
overlooked in global sustainability debates. Second, it highlights the paradox of HRM's
dual impact, showing that, while poorly aligned short-term HR initiatives may undermine
SDGs, strategically integrated HR practices, when combined with effective governance and
a strong focus on employee well-being, can transform into powerful enablers of sustainable
development. Third, it introduces employee well-being and corporate governance as dual
mediating pathways that reframe how organizations can reconcile workforce management
with sustainability objectives. By capturing these underexplored complexities, this study
provides a unique theoretical contribution and offers actionable insights for policymak-
ers, hospital administrators, and HR professionals seeking to embed sustainability within
organizational strategies and governance systems.
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1. Introduction

The forces of globalization, coupled with the growing urgency to address environ-
mental and social challenges, have driven organizations worldwide to adopt development
models that prioritize sustainability. This transformation has shifted business practices
toward the integration of sustainable strategies into core organizational functions, with
human resource management (HRM) emerging as a key enabler of this transition. HRM is
no longer limited to traditional personnel functions but has become instrumental in shaping
organizational cultures that align with the United Nations Sustainable Development Goals
(SDGs). By designing and implementing sustainable HRM practices, organizations can
enhance employee well-being, foster long-term organizational performance, and strengthen
their contribution to society (Apostu & Gigauri, 2023; Alzghoul et al., 2024). In particular,
sustainable HRM has been shown to improve work ability, psychological well-being, and
employee engagement, creating a supportive environment that enables both organizational
growth and societal progress (Sypniewska et al., 2023).

Equally important is the role of corporate governance in embedding sustainability into
organizational culture. Effective governance practices promote transparency, accountability,
and ethical conduct, ensuring that sustainability is not treated as a peripheral initiative
but as an integral part of business strategy (Minbaeva & Navrbjerg, 2023). When HRM
strategies are synergized with sound governance mechanisms, organizations can align
employee well-being with sustainability imperatives, thereby enhancing organizational
reputation and fostering stakeholder trust (Jeronimo et al., 2020; Awamleh et al., 2025a).
Despite these acknowledged links, current empirical evidence remains limited in explaining
how HRM strategies directly interact with employee well-being and governance structures
to influence the achievement of the SDGs, especially in developing-country contexts.

The Jordanian private healthcare sector presents an especially relevant setting for
such an investigation. Healthcare organizations are at the forefront of addressing social
welfare and human development, yet they face growing pressures to balance efficiency
with sustainability. Jordan’s healthcare industry, particularly its private hospitals, employs
a significant workforce and provides essential services, making it a critical sector for
exploring how HRM and governance practices can be strategically aligned with global
sustainability goals. However, little is known about how HRM practices in Jordanian
private healthcare facilities affect employee well-being and corporate governance and how
these, in turn, contribute to the pursuit of the SDGs.

The main objective of this study is to provide a comprehensive understanding of the
relationships between HRM strategies, corporate governance, employee well-being, and the
achievement of SDGs in Jordan’s private healthcare sector. Specifically, this research aims
to (1) examine the direct and indirect effects of HRM strategies on the SDGs, (2) assess the
role of employee well-being and corporate governance as mediating mechanisms in these
relationships, and (3) generate practical insights that can guide healthcare organizations in
aligning HRM strategies with sustainability agendas. The novelty of this study lies in its
contextual and theoretical contributions: it not only focuses on a sector and geographical
setting that has been underexplored in sustainability research but also challenges prevailing
assumptions by uncovering the possibility of counterintuitive effects of HRM on SDGs.
Accordingly, the study addresses the following research questions:

1.  What is the direct impact of HRM strategies on the achievement of SDGs in the
Jordanian private healthcare sector?

2. How do HRM strategies influence employee well-being and corporate governance?

3. Do employee well-being and corporate governance mediate the relationship between
HRM strategies and the SDGs?
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4. What implications do these relationships hold for organizations seeking to integrate
sustainability into their HRM and governance practices?

By addressing these questions, this study fills a critical research gap, offering empirical
evidence on how HRM strategies can be strategically aligned with corporate governance
and employee well-being to advance sustainability in healthcare organizations. The find-
ings provide both theoretical insights for scholars and practical recommendations for
managers and policymakers striving to embed sustainability in organizational systems.

2. Literature Review and Hypothesis Development

HRM strategies are goals that help organizations further the aims of the SDGs by
aligning their economic, social, and environmental dimensions with their human resource
policies and practices. According to Z. Lu et al. (2019), sustainable HRM refers to the
utilization of HR tools and system processes to integrate sustainability strategies into
organizations, thereby enhancing their superior sustainable performance through their em-
ployees. By aligning its HR practices with environmental sustainability objectives, GHRM,
an effective HRM, can support environmental management in firms (Napathorn, 2021).
Likewise, training in HR and HRM is also critical for the thriving entrepreneurial agendas
that underline sustainability and development toward achieving the SDGs. Reframing HR
strategies and practices enables organizations to contribute to the SDGs by understanding
the real-life impacts of HR practices on global challenges (Aust, 2024). Organizations plan to
achieve financial, social, and ecological goals while ensuring their long-term sustainability
(Yao et al., 2021). GHRM practices within organizations can create synergies in achieving
goals related to environmental sustainability within an organization (Sathasivam et al.,
2020). The concept of sustainable HRM fits with the objectives of sustainable development;
it integrates economic, social, and ecological goals (Kinowska, 2021).

GHRM also integrates HRM with the incorporation of sustainability issues and em-
phasizes sustainable HRM practices focusing on company goals, people, processes, and
strategic orientation (Aslanertik & Colak, 2021). The GHRM practices focus on transform-
ing employees into environmentally conscious individuals who significantly contribute to
environmental sustainability. Socially responsible HRM practices can legitimize the com-
pany’s activities with stakeholders and contribute to company social responsibility efforts
(Berber et al., 2019; Sapna & Gupta, 2021). Strategic HRM thus enlightens organizations
on how to formulate dynamic strategies for achieving competitive advantages through
necessary employee-based resources (Tawfig & Kamarudi, 2022). The SDGs emphasize
conservation and sustainable utilization of marine resources, job creation, hunger elimina-
tion, and gender equality in line with the importance of fisheries reform and sustainable
resource management (Kaczan & Patil, 2020; Awamleh et al., 2025b). Organizations are in-
creasingly focusing on sustainable operations that align with the triple bottom line concept
of sustainability, which encompasses social, environmental, and economic sustainability
(Bastas & Liyanage, 2021). Sustainable development, embracing the social, environmental,
and economic pillars, is crucial for attaining the SDGs and the growing regional economy
(Haeril & Purnomo, 2019).

Although a growing stream shows that green HRM can lift environmental and broader
sustainability outcomes, often via pro-environmental behaviors and green supply-chain
practices (e.g., Carballo-Penela et al., 2023), other scholars argue that this link remains
indirect, fragmented, and not guaranteed. Conceptual critiques caution that mainstream
HRM logics (efficiency, short-term performance) may be misaligned with the SDGs” societal
remit and thus produce implementation gaps (Brewster & Brookes, 2024). Recent systematic
reviews also report heterogeneous effects and context dependence across sectors and
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countries, signaling publication bias and construct/measurement variability (Miah et al.,
2024; Campos-Garcia et al., 2024).

HRM plays a crucial role in comprehensive regional sustainable development by
linking its human capital plans with strategies to respond to the urgent needs of regional
development extensively. Alakbarov et al. (2020) expect HRM to play a leading role in en-
hancing economic sustainability through improvements in organizational structure, human
resource evaluation, and goal structuring for sustainable development. HRM strategies
influence SDGs by aligning HR practices with the economic, social, and environmental
dimensions (Makedon et al., 2019). The implication is that business organizations can
only engage in sustainability practices and contribute to the attainment of the SDGs at
all levels if they progress to the scope of GHRM and strategic HRM. This implies that
incorporating sustainability into HRM practices benefits both the firm and the broader
social and environmental concerns outlined in the SDGs. Simply by applying and aligning
HR practices with sustainability elements, firms can significantly contribute to sustainable
development and address global issues. Therefore, the hypotheses are as follows:

H1. HRM Strategies have a positive impact on Sustainable Development Goals.

Furthermore, numerous other research studies have confirmed the importance of
HRM strategies in enhancing employees” health. A recent study by Y. Lu et al. (2023) found
that the sustainability of HRM practices has a positive effect on employee resilience and
consequently their work engagement. This highlights the significance of HRM practices
in enhancing employees’ coping strategies within the workplace. In a similar vein, Luu
(2019) has highlighted that employees experience higher levels of happiness when they
exceed legal requirements and actively contribute to their work and career development. It
suggests that discretionary HR may benefit employee well-being. In addition, Panya (2023)
showed how appropriate HRM strategies could improve employee well-being in terms of
satisfaction, productivity, motivation, health, and safety. HRM practices can help create a
conducive working environment that will benefit the employees’ welfare by emphasizing
competitive, sustained organizational benefits and the long-term survival of organizations.
Lombardi et al. (2020) extracted the link between corporate social responsibility and
HRM, which shows that incorporating CSR’s ethical principles into HRM practices will
mean a more defined focus on the welfare of workers. This integration of responsible and
sustainable practices can significantly enhance the overall well-being of employees.

Mutual gain studies report that high-performance work systems (HPWSs) can en-
hance well-being (e.g., job satisfaction, vigor) when they increase resources and fairness
(Dorta-Afonso et al., 2023; Shi et al., 2024). Yet a robust counter-literature finds work
intensification and strain risks, linking HPWS to burnout and lower health, especially
under high demands or weak health-oriented leadership (Mauno et al., 2023; Ogbonnaya
& Messersmith, 2019). Moreover, longitudinal and JD-R-based studies sometimes fail to
find the predicted demand-driven harm or even show null/positive effects when resources
dominate, underscoring design sensitivity (Kloutsiniotis & Mihail, 2020). In short, HRM's
effect on well-being is conditional on job demands/resources, leadership “staff care,” and
implementation strength.

In a related note, He et al. (2019) identified the interaction effects of HRM and respon-
sible leadership on the well-being of employees in the hospitality sector. Their findings
proved the efficiency of HRM practices and leadership styles for eliciting better employee
well-being along all its dimensions. Lastly, Hameed et al. (2023) further detailed HRM’s
mutual gain model that considers HRM practices’ capacity to raise employee well-being
and performance simultaneously. Therefore, the view heavily emphasizes the inseparable
relationship between employee well-being and organizational performance, achieving this
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through the implementation of integrated HRM strategies. In addition, studies like Hussein
et al. (2023) further support the views of proponents by showing that there is a positive
influence of human resource management practices on service quality, employee service
behavior, and satisfaction. Implementing effective HRM strategies can improve customer
satisfaction and employee well-being. Furthermore, (Xiao & Cooke, 2022), have proven that
HRM attributions along with system consistency jointly influence healthiness levels among
employees. They emphasized that a positive and consistent HRM system would foster the
happiness of employees and decrease cases of health problems. The reviewed literature
provides ample evidence of the relationship between HRM strategies and employee well-
being. In this context, sustainable HRM practices serve as a comprehensive strategy for
investing in the growth and well-being of employees, integrating CSR principles into the
HRM function of an organization, and ultimately fostering a supportive work environment
for employees through appropriate leadership. Consequently, we propose the following
hypotheses:

H2. HRM Strategies have a positive impact on Employee Well-being.

HRM strategies directly affect the nature of corporate governance and are beneficial, at
the same time, to organizational performance. Numerous research studies have recognized
the significance of HRM practices in corporate governance and overall business success.
Zhou et al. (2019) reiterate that high-performance work systems, direct voice mechanisms,
and corporate governance participation ignite more excellent and innovative performance
among organizations. This means that, with their strategic fit, HRM practices, employee
participation, and corporate governance can lead to superior organizational performance.
Moreover, Battour et al. (2021) highlight that HRM strategies play a prime role in bridging
the gap between the organization and the employee, whereby the effective practice of
HRM is essential to sustainable competitive advantage. This, however, underscores the
significance of HRM in human resources and strategic agility and success in this day
and age. Sarwar et al. (2022) further reinforce this by observing that HRM positively
impacts corporate social responsibility (CSR) and enhances performance in large hotels
across both lower-income and higher-income economies. The HRM strategy embeds CSR
initiatives that sustainably enhance employee performance, organizational citizenship
behavior, and employee engagement. All of these things eventually add up to the success
of the organization.

Evidence that HRM strengthens governance, via ethics-oriented HRM systems,
whistleblowing capability, and ethics training, exists, but it is fragmented and far from
conclusive. A systematic review of HRM-CG integration finds limited direct empirical
tests and substantial conceptual dispersion (Lima & Galleli, 2021). Empirical work on or-
ganizational determinants of whistleblowing suggests HR/ethical climate design matters,
but effects hinge on institutional context and system design (Previtali & Cerchiello, 2022).
At the same time, policy—practice decoupling in governance (e.g., sustainability targets in
pay not translating into action; “greenhushing”) shows formal HRM/CG policies can be
symbolic, diluting observed effects on actual governance quality.

On the other hand, sustainable HRM, a critical area in HRM, emphasizes the im-
portance of aligning HRM strategies with environmental, social, and governance (ESG)
considerations. According to Makhecha and Mariappanadar’s (2023) findings, organiza-
tions aim to achieve their ESG sustainability goals through sustainable HRM practices,
with HRM playing a pivotal role in ensuring sustainable outcomes. This suggests that
incorporating sustainable HRM policies can lead to better management and improved
ESG performance. Together, these three studies show that HRM strategies are the locus
of governance in a company. Businesses can increase performance, innovate, and achieve
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better success levels by incorporating HRM practices in line with the organization’s goals,
integrating CSR initiatives, and encouraging sustainability practices. The fact that HRM
is strategic concerning corporate governance and that it helps ensure sustainable results
further emphasizes the need for effective HRM strategies in the contemporary, dynamic
business environment. We thus propose the following hypotheses based on the aforemen-
tioned facts:

H3. HRM Strategies have a positive impact on Corporate Governance.

Corporate governance refers to the set of rules, practices, and processes that guide
and control a company. Recently, there has been a growing focus on the system as a crucial
factor in achieving the SDGs. Strong internal corporate governance aligns corporate strate-
gies with SDGs toward the best interests of stakeholders and is favorably linked to SDG
fulfillment (Martinez-Ferrero & Garcia-Meca, 2020). Such alignment will confirm whether
businesses are able to build a sustainable advantage and make a significant contribution
to society and environmental well-being. In this way, effective corporate governance is
of immense importance not only to a single business entity but also to realizing national
and global goals, including the SDGs (Ahmed & Anifowose, 2023). Diversity Corporate
decision-making bodies have established diversity to shape a company’s perspective on
the necessary approach to the SDGs and CSR (Vacca et al., 2020). Furthermore, promoting
diversity in corporate leadership will ensure inclusive decision-making processes with all of
the perspectives and priorities that stakeholders and the general public hold, as supported
by marketing studies (Afaishat et al., 2025). It is therefore essential for governments and
policymakers to take an active interest in and support the kinds of initiatives that will
imbue higher corporate structures with greater gender diversity.

In addition to diversity, the social responsibility and innovation aspects of corporate
governance significantly contribute to the achievement of the SDGs. Social responsibil-
ity and innovation are highly qualified factors that assist organizations in adopting the
unattainable but useful SDGs (Helfaya & Aboud, 2023). This is also a holistic approach
to corporate governance, showing the interconnectivity of economic, social, and environ-
mental factors in attaining the objectives for sustainable development. At the heart of the
relationship between corporate governance and green innovation is the urge for assurance
over environmental efficiency and sustainability. Corporate governance frameworks pro-
vide structure and incentives for firms to embed green innovation into their day-to-day
operations and ultimately adopt environmentally friendly practices (Makpotche, 2024).
Companies can facilitate their competitiveness and, at the same time, contribute to the goal
of sustainability in general.

Furthermore, incorporating the principles of sustainable development into corporate
governance practices contributes significantly to a company’s long-term economic growth
and stability. Companies that integrate the SDGs into their governance framework are
better equipped to handle change, manage risks, and seize opportunities in sustainability
challenges (Lashitew, 2021). Such an alignment of corporate governance with sustainability
objectives leads to more responsive and responsible corporate practices. Furthermore,
sustainable corporate governance emphasizes the digital economy, addressing issues like
employee welfare, environmental consciousness, and sustenance practices in promoting
technological innovation and economic sustainability (Cai et al., 2022). Sustainable cor-
porate governance principles guide companies to apply digital technologies for positive
impact, innovation, and long-term growth. Such elements refer to the integration of dig-
ital economy components with sustainable governance practices, thereby increasing the
impetus to make changes in emerging technological landscapes while protecting the en-
vironment and social causes. Corporate governance is a critical process for achieving the
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SDGs by aligning corporate strategies with sustainable objectives, fostering diversity, social
responsibility, innovation, green innovation, and incorporating elements of the digital
economy. On the other hand, companies that support sound corporate governance prac-
tices are better positioned to create added value for sustainable development, address
environmental and social challenges, and ensure long-term economic growth, all while
adhering to the principles of accountability and responsibility. Therefore, the following
hypothesis is proposed:

H4. Corporate Governance has a positive impact on Sustainable Development Goals.

Indeed, employee well-being is crucial to SDG achievement. Herndndez et al. predict
that, in 2021, issues related to internal practices for employee well-being and engagement
will coexist with sustainable management. All entities should integrate these elements into
their vision of employee welfare, taking into account the broader context of sustainability
initiatives. Furthermore, it is important to reinforce this perspective by highlighting the
positive connections between certain SDGs and employee well-being. This suggests that
certain goals have the potential to improve well-being, thereby offsetting any potential
trade-offs with other SDGs (Neve & Sachs, 2020). Moreover, Rajashekar and Jain (2023)
argue that employers play a crucial role in ensuring the SDGs by providing adequate
health and well-being initiatives for their employees. This supports the idea that employee
well-being matters both individually and globally for sustainability. This also explains in
more detail how employees” well-being is multidimensional, encompassing a wide range
of aspects, such as quality of life, work environment, and psychological well-being, all of
which can change in response to HRM practices (He et al., 2019). This underscores that
organizational strategies and leadership play an essential role in keeping the workforce’s
well-being in place, which positively influences performance and the overall benefits of
sustainability initiatives.

Besides, Kim et al. (2021) further demonstrate behavioral influences over crowd-
funding SDG initiatives by emphasizing those personality traits, such as agreeableness,
openness to experience, and conscientiousness, that drive support for SDGs. This implies
that personal characteristics have an impact on the collaboration of sustainability goals,
including those related to employee well-being. Indeed, Dwyer (2022) states that there is a
strong association between self-reported measures of well-being and progress in achieving
most of the SDGs. In addition, the critical areas noted for well-being include employment,
health, education, and social relationships. Further, according to Raman (2023), manage-
ment research has recently focused on employee well-being initiatives, with organizational
practices aligned to the SDGs gaining importance. Similarly, Daher-Nashif and Bawadi
(2020), have critically evaluated well-being in the context of the SDGs, highlighting its
role in demonstrating strategies that support the achievement of certain health targets,
emphasizing gender, health, and sustainable development. Monteiro and Joseph (2022)
have demonstrated the enhancement of productivity and performance, the advantages
of real activities, and the implementation of policies promoting well-being. Mustika’s
(2023) study findings show that employee well-being acts as a mediator between job perfor-
mance and factors related to it, actually pointing to the pivotal role of well-being in driving
employee outcomes.

According to Klement and Terlau (2022), the SDGs focus on education for sustainable
development (ESD) and human well-being, and there is an emphasis on the strong linkage
between education, well-being, and sustainable development. Furthermore, Wieneke
et al. (2019) discuss the impact that champions of well-being have on engagement and
satisfaction, providing evidence that well-being campaigns can alter team dynamics and
the overall atmosphere at work. Previous studies underline the role that employee well-
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being plays in advancing the SDGs. Organizations committed to well-being initiatives
advance individual outcomes about health and productivity, which eventually contribute to
broader sustainability objectives. Organizations must clearly consider the linkage between
well-being, organizational practices, and global sustainability efforts as the cornerstone of
sustainable development. This prompts us to formulate the following hypotheses:

H5. Employee Well-being has a positive impact on Sustainable Development Goals.

Several studies have examined the complex links between sustainable HRM practices,
the well-being of employees, and organizational outcomes. Scholars (Davidescu et al.,
2020; Y. Lu et al., 2023) advocate for the sustainable transformation of HRM to foster
employee development, ensure flexible work arrangements, and enhance job satisfaction
and organizational performance. Studies further elaborate that sustainable HRM practices
enhance employee well-being and performance (Y. Lu et al., 2023; Tawalbeh et al., 2025)
and also identify the role of green behavior as a mediator between green HRM practices
and well-being (Gyensare et al., 2024). Together, the studies underscore the critical role
of employee well-being as a mediator in the paradigm of sustainable HRM practices and
organizational success. Furthermore, the literature emphasizes the impact of a variety of
HRM strategies on employee well-being and organizational outcomes. Chaudhary (2019)
emphasizes the importance of green HRM practices in achieving environmental goals and
fostering behavior that enhances organizational ecological performance. Panya (2023) em-
phasizes that proper HRM strategies should have positive impacts on employees in terms
of well-being, satisfaction, productivity, and motivation for organizational sustainability.
Furthermore, it proposes HRM dimensions such as work-life balance initiatives, flexible
working hours, broad training programs, and inclusive leadership to create a flourishing
workforce during the post-pandemic period (Al Shibly et al., 2024). The aforementioned
research has concentrated on the impact of HRM practices on employee well-being and
their role in fostering sustainable organizational development.

Furthermore, the interaction between HRM practices, employee well-being, and or-
ganizational performance is highly dynamic and complex. Hamadamin and Atan (2019)
said that strategic HRM had a vital impact on sustainable competitive advantage by
mediating the relationship between human capital development and employee commit-
ment. The study concentrates on how organizational innovation acts as a mediator in
the connection between HRM practices and sustainable development (Abugabel, 2023;
Hamadamin & Atan, 2019). Moreover, Villajos et al. (2019) re-emphasized that idiosyn-
cratic deals are mediators of enhancement to creative performance through HRM practices
concerned with the promotion of eudaimonic well-being. These studies underscore the fact
that, quite often, HRM interventions put several faces on both employee well-being and
organizational sustainability.

Leadership and organizational trust are critical determinants in shaping sustainable
HRM practices and fostering employee well-being, according to the literature. Shaikh (2023)
and He et al. (2019) contend that leadership plays a crucial role in achieving organizational
sustainability. They emphasize the importance of green HRM practices in achieving envi-
ronmental goals, emphasizing the role of employee well-being in mediating the interaction
effects of HRM and responsible leadership on hospitality performance. They continue to
explain the role of sustainable HRM systems in enhancing affective commitment through
organizational trust (Ferreira-Oliveira et al., 2020). Typically, these studies provide evidence
on leadership, faith, and organizational culture at the heart of improving sustainable HRM
practices and employee well-being. The synthesis of the different articles articulates the
link between HRM strategies, employee well-being, and the SDGs. There is a need for
sustainable HRM practices in organizations that enhance employees” well-being and create
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a mediating effect between HRM strategies and organizational outcomes through effective
leadership, trust, and organizational culture. Effective HRM interventions in this regard
will help organizations create environments that foster employees” well-being and, at the
same time, work in line with the SDGs. We then propose the following hypothesis:

Hé6. Employee Well-being has a mediation role between HRM Strategies and Sustainable Develop-
ment Goals.

HRM practices should also be consistent with the environmental management systems
for an organization to meet sustainability goals (Chaudhary, 2019). Studies demonstrate
that CSR-oriented boards can positively impact TBL performance and aid in the internal
corporate governance process, thereby promoting the SDGs through the enhancement of
indicators (Zubeltzu-Jaka, 2023). Besides, studies on sustainable business development
indicate the critical role of corporate governance, social responsibility, and innovation
in achieving the set goals for business development in the long term (Helfaya & Aboud,
2023). A focus on corporate climate change disclosure reveals corporate governance’s
mediational mechanisms in the process of influencing HRM strategies for sustainable
development. Besides, establishing CSR departments and sustainability committees to
respond to the environmental governance practices of corporations mediates the strategic
response to climate change disclosure (Khaddam et al., 2023). Subsequently, it influences
SDG performance and sustainable practices (Mehedi et al., 2023). It also emphasizes the
moderating role of corporate governance in climate change disclosure and SDGs, which
arises from the influence of board members and governance structures on corporate strategy
planning (Toukabri & Youssef, 2022).

Furthermore, it established the interplay between corporate environmental ethics,
HRM, and sustainable development, indicating how sustainable HRM moderates the
effects of corporate ecological ethics on green creativity by promoting environmental com-
mitment (Song et al., 2023). Several pieces of evidence also indicate that board gender
diversity could enhance firm performance through the mediating role of sustainability dis-
closure; hence, sound corporate governance practices could lead to increased sustainability
transparency (Alodat et al., 2023). Another framework on ESG, identified by Dong (2023),
is a crucial tool that facilitates the integration of governance factors at the corporation’s
level of sustainable development. Organizations can link leadership to organizational com-
mitment to sustainability, emphasizing green HRM practices and green knowledge sharing.
Green HRM practices mediate organizational commitment to sustainability, whereas green
knowledge sharing moderates the relationship. Exploring their role can influence organiza-
tional commitment to sustainability (Shaikh, 2023). This defines the central role of HRM in
driving sustainable practices within an organization.

Introducing human resource management to the organization governance structure
will lead to improved achievement of corporate goals on sustainable development objec-
tives. In Azegele’s (2021) opinion, without HRM practices, the linkage between corporate
governance and organizational performance cannot be achieved, meaning HRM strategies
should fit into the governance structures in place. The intermediary role of CSR in the green
HRM practices of small and medium-sized enterprises, especially in the lower-income
country context, also boosts the role of CSR in sustainable HRM practices. Wen et al. (2021)
highlight the favorable resource conditions of HRM in formulating effective strategies
amidst the current volatile, uncertain, complex, and ambiguous global scenario. Since
HRM is a workforce activity that enables the ideation of organizational blueprints that aim
for innovation and strategic responsiveness, it can enhance the competitive edge of the
organization (Hamid, 2019). Thus, the large task of eliminating variability—through stan-
dardizing production processes, redesigning systems, and automating processes—becomes
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HRM'’s critical task. The conceptual model under consideration emphasizes the importance
of incorporating corporate governance into organizational advancement toward the SDGs.
This, in turn, is believed to enhance the overall performance of the organization.

H?7. Corporate Governance has a mediation role between HRM Strategies and Sustainable Develop-
ment Goals.

3. Methodology

A figure illustrates the main concepts explored in this study, providing a schematic
description of the research model. Figure 1 describes the research model in which one may
find the hypotheses at the core of the present inquiry.

/ Employee Well-being \

HRM Strategies #={ Sustainable Development Goals

\ Corporate Governance /

Figure 1. Research Model.

4. Research Method

This study aims to provide a comprehensive understanding of the relationships be-
tween HRM strategies, SDGs, employee well-being, and corporate governance in the
private healthcare sector of Amman, Jordan. This study employs an explanatory and
descriptive methodology to examine and describe the relationships among the research
variables. The study adopts a quantitative methodological approach, collecting empirical
data through a structured survey. The target population for this study is the workers in
the private health sector in Amman, Jordan. According to the latest available statistics,
there are 25 private hospitals in Amman, thus providing us with a critical area of focus for
this research. We distributed 650 questionnaires among the employees of these hospitals
to gather an adequate sample. We gathered 461 completed questionnaires, of which we
used 457 for analysis. In this study, the final sample size of n = 457 respondents provides a
strong basis for representativeness, given that the participants were drawn from a diverse
group of employees across the 25 private hospitals. This number not only exceeds the
recommended minimum thresholds for statistical analysis but also ensures that the findings
capture a reliable cross-section of the workforce within the private healthcare sector. The
sampling process was carefully designed to maximize inclusivity and reduce bias: struc-
tured questionnaires were distributed electronically through Google Forms and, where
feasible, in coordination with hospital administration to ensure broad coverage across
different departments and job levels. By using online survey, we were able to enhance
accessibility, encourage higher participation, and reduce non-response bias. The achieved
response rate of 70.3% is substantially higher than Fincham'’s (2008) benchmark of 30% for
online surveys, which further strengthens the credibility and generalizability of the data
collected from the targeted population.

We have developed a structured survey to gather data on the fundamental components
of the proposed framework. The questionnaire sought in-depth information regarding the
variables under study: HRM strategies, employee well-being, and corporate governance.
These items have previously shown their validity in past study assessments. We imple-
mented the survey to ensure the precision of the collected data and to minimize the risk of
incorrect measurements. Later, we made several adjustments to ensure they aligned with
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the specific objective of the research, and we also translated the items into Arabic. Refer
to Table 1 for details on the provenance of the measurement instruments. The five-point
Likert scale made it easier to quantify the responses and gave room for rigorous statistical
analysis. The concerned institutional review board obtained ethical approval before the
study began. Participation in the study was entirely voluntary, and participants were free to
withdraw at any point. To help minimize common method bias and social desirability bias,
their identities remained anonymous, and all responses were kept confidential (Podsakoff
et al., 2012).

Table 1. Measurement instruments.

Construct Items Adapted from
1 HRM Strategies 6 Azmi (2010)
2 Sustainable Development Goals 8 Shepherd et al. (2009)
3 Corporate Governance 6 Black et al. (2017)
4 Employee Well-being 5 Pradhan and Hati (2022)
5. Results

This study has employed the structural equation modeling approach to measure the
relationship among HRM strategies, employee well-being, corporate governance, and
the SDGs. The model fit indices, in addition to the CFA measurements, offer a solid
model for constructing these relationships. The construct assessments’ model fit results
demonstrate a robust fit of the SEM using AMOS. Each of the indices has met or exceeded
the recommended thresholds, demonstrating the robustness and reliability of the model
(refer to Table 2). The calculated CMIN/DF is 2.632, considerably less than the strict
threshold of 3 and comfortably inside the more liberal threshold of 5 (Marsh & Hocevar,
1985). This suggests that the model shows an acceptable degree of parsimony and is not a
case of overfitting to the data. However, the GFI reports a value of 0.895. Although it is just
under the more conservative threshold of 0.90, it comes in over the acceptable threshold
of 0.85 (Joreskog & Sorbom, 1984). That is to say, the model fits the sample data to an
acceptable degree. The NFI is 0.876, a satisfactory fit above the threshold of 0.85 (Bentler &
Bonett, 1980). This indicates a model in which the variance-covariance matrix explains the
data well compared to the null model.

Table 2. Model fit construct assessments.

Indices CMIN/DF GFI NFI CFI AGFI TLI RMSEA
Results 2.632 0.895 0.876 0.948 0.854 0.923 0.064
Cut-off value <5 or <3 >0.85 or >0.9 >0.850r >0.9 >0.85 or >0.9 >0.850r >0.9 >0.85 or >0.9 <0.08
Decision Accepted Accepted Accepted Accepted Accepted Accepted Accepted

Furthermore, the CFI value of 0.948 exceeds the recommended cutoff of 0.90 (Hu
& Bentler, 1999), indicating a tight fit of the model and significantly contributing to the
explanation of the data. The AGFI value of 0.854 meets the lowest acceptable 0.85 threshold
(Bollen, 1989). This adjusted index punishes complexity, yet it still concludes that the model
is parsimonious and well-specified. The TLI value of 0.923 exceeds the threshold of 0.90,
further explaining the model’s excellent fit (Tucker & Lewis, 1973). This suggests that the
model performs fairly when compared to the more restrictive baseline model. The RMSEA
is equal to 0.064, which lies well below the threshold of 0.08 (Browne & Cudeck, 1993). This
indicates a close fit of the model to the data, with a minor residual misfit. Taken together,
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the model fit indices indicate that the SEM-AMOS model suits the data well and is both
parsimonious and informative. Each index is greater than or equal to the recommended
cut-off values, ensuring the reliability and validity of the model. Results show consistency
with prior studies that encourage using multiple fit indices in assessing model adequacy
comprehensively (Kline, 2015).

Table 3’s confirmatory factor analysis measures provide a detailed view of the con-
structs used in the current study, with a focus on convergent validity and construct relia-
bility. The constructs applied herein are HRM strategies, employee well-being, corporate
governance, and SDGs. The analysis contains loaded values (AVE, Cronbach’s alpha, and
CR) for each construct to measure the adequacy and robustness of the measuring model.
When we can demonstrate that items expected to measure shared variance actually measure
shared variance, we establish convergent validity. We empirically check this through the
average variance explained, which measures the average variance a construct’s indicators
explain in relation to the variance from a measurement error. The AVE for HRM strategies
is 0.560, indicating that the construct explains over 50% of the variance, surpassing the
acceptable threshold of 0.50 (S. F. AlFraihat et al., 2025). This means that the measures for
HRM strategies are closely related. The AVE of 0.504 also meets the minimally accepted
threshold for convergent validity in the context of employee well-being. The AVE for cor-
porate governance is 0.545, which is above the threshold, indicating excellent convergent
validity. The SDG construct has the highest AVE of the lot, at 0.622, just as it evidences
strong convergent validity.

Table 3. CFA measurements.

Convergent Validity Construct Reliability
Loaded Cronbach Composite
Constructs Ttems Values AVE Alpha Reliability

HRS.1 0.684
HRS.2 0.834
. HRS.3 0.802

HRM Strategies HRS.4 0616 0.560 0.865 0.883
HRS.5 0.792
HRS.6 0.738
EWL.1 0.708
EWL.2 0.762

Employee Well-being EWL.3 0.738 0.504 0.827 0.835
EWL.4 0.738
EWL.5 0.591
CG1 0.789
CG.2 0.803
CG.3 0.722

Corporate Governance CGA 0.682 0.545 0.871 0.877
CG5 0.745
CG.6 0.680
SDG.1 0.709
SDG.2 0.799
SDG.3 0.802
. SDG.4 0.889

Sustainable Development Goals SDG.5 0.833 0.622 0.898 0.907
SDG.6 0.681
SDG.7 0.862

SDG.8 0.837
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We design reliability analysis using Cronbach’s alpha and composite reliability (CR).
The general acceptance level for Cronbach’s alpha is more than 0.70, which indicates that
the items measure internal consistency well (Nunnally & Bernstein, 1994; S. E. A. AlFraihat
et al., 2025). Constructive measures with a composite reliability above 0.70 suggest that the
constructed items are reliable (Hair et al., 2010). For HRM strategies, Cronbach’s alpha was
at 0.865, while the CR was at 0.883, both above the 0.70 threshold, making them reliable.
Organizational Actualizations: Cronbach’s Alpha 0.827; CR 0.835. The values are more
significant than the recommended ones and suggest that the measurements are reliable.
The construct Corporate Governance records a Cronbach’s alpha of 0.871 and a CR of 0.877,
both of which are at adequate levels of reliability. The construct SDGs yields excellent
results in this regard: Cronbach’s alpha is 0.898, and CR is 0.907.

Table 4 evaluates and presents discriminant validity by examining a construct in
relation to the other constructs investigated in the research. It is crucial to interpret dis-
criminant validity so that each study’s construct highlights the uniqueness of the data,
rather than sharing significant similarities with other constructs. We usually check this by
comparing the square root of AVE for each construct with the inner construct correlations.
We generally check this by comparing the square root of AVE for each construct with the
inter-construct correlations. The diagonal displays the square root of the AVE in bold form,
while the off-diagonal elements reveal the correlations between the constructs. Fornell and
Larcker’s (1981) discriminant validity necessitates that the AVE square root be greater than
the correlation of any other construct.

Table 4. Discriminant validity.

1 2 3 4
Corporate Governance 0.738
HRM Strategies 0.733 0.748
Employee Well-being 0.601 0.557 0.710
Sustainable Development Goals 0.717 0.595 0.589 0.789

For corporate governance, the square root of the AVE is 0.738, which is higher than its
correlation with HRM strategies (0.733), employee well-being (0.601), and SDGs (0.717). As
a result, corporate governance exhibits discriminatory validity, as its indicators are more
relevant than those of other constructs. Furthermore, the square root of AVE for the HRM
strategies is 0.748, a value that surpasses its correlation with corporate governance at 0.733,
employee well-being at 0.557, and the SDGs at 0.595. As such, even the HRM strategies
have discriminant validity. For employee well-being, the square root of AVE equates to
0.710, greater than that of the corporate governance variable, equating to 0.601, the HRM
strategies variable, equating to 0.557, and the SDGs variable, equating to 0.589. It implies
that employee well-being has discriminatory validity. Lastly, the SDGs’ square root value is
0.789, which is higher than the values of the SDGs’ correlations with corporate governance
(0.717), HRM strategies (0.595), and employee well-being (0.589). This indicates the validity
of the SDGs as a means of differentiation.

The squared multiple correlations (R?) for the dependent variables in the default
model are shown in Figure 2 and Table 5. This shows how much of the variance in the
corresponding construct can be explained by the predictors. The model explains 64% of
the variance in corporate governance, with a coefficient of R = 0.640. Therefore, this high
percentage suggests that the independent variables on corporate governance should have
strong explanatory power. The model could account for about 39.1% of the variance in
employee well-being, with an R-squared value of 0.391. This is adequate; however, it still
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shows a very substantial effect of the predictors on employee well-being. The highest R?
value is 0.728, which means that the model explains 72.8% of the variance of the SDGs
construct and shows powerful predictive capability. Overall, these R? values reflect the
model’s capacity to explain the variability in the dependent constructs, and they are very
high for corporate governance and SDGs. Similarly, the R-value for employee well-being is

moderately high.
? 039
Employee Well-being
073

-0.13

0.80 @ 0.86
064

Corporate Governance

P Sustainable Development Goals

HRM Strategies

Figure 2. SEM results.

Table 5. Squared Multiple Correlations: (Group number 1—Default model).

Dependent Variables R?

Corporate Governance 0.640
Employee Well-being 0.391
Sustainable Development Goals 0.728

Table 6 below represents the direct hypotheses and results of the study about the
significance of the relationship between HRM strategies, corporate governance, employee
well-being, and the SDGs. The results all point to a few significant findings. First, HRM
strategies negatively relate to SDGs (3 = —0.133, S.E. = 0.049, T-Value = —2.699, p = 0.007):
a significant result, but an inverse relationship at the 0.01 level. It thus appears that, while
HRM strategies strengthen, they tend to influence SDG negatively. On the other hand, HRM
strategies have a significantly strong positive impact on employee well-being (3 = 0.618,
S.E. =0.038, T-Value = 16.427, p < 0.001) and corporate governance (3 = 0.858, S.E. = 0.031,
T-Value = 27.359, p < 0.001), both of which are highly important relationships. Therefore,
HRM strategies that work are crucial to improving employee well-being and enhancing
corporate governance.

Table 6. Direct hypothesis results of the present study.

Hypotheses Directions B S.E. T-Value 4
HRM Strategies — Sustainable Development Goals —0.133 0.049 —2.699 0.007
HRM Strategies — Employee Well-being 0.618 0.038 16.427 i
HRM Strategies — Corporate Governance 0.858 0.031 27.359 ok
Corporate Governance — Sustainable Development Goals 0.841 0.041 20.34 ok
Employee Well-being — Sustainable Development Goals 0.176 0.034 5121 i

p-Value: *** < 0.001.

Furthermore, corporate governance significantly positively influences SDGs (3 = 0.841,
S.E. =0.041, T-Value = 20.34, p < 0.001), meaning that excellent governance significantly
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propels the achievement of SDGs. Lastly, employee well-being positively influences the
SDGs (3 = 0.176, S.E. = 0.034, T-Value = 5.121, p < 0.001); therefore, high employee well-
being propels the attainment of the SDGs. Overall, the findings are proof that HRM
strategies, corporate governance, and employee well-being sustain a close positive relation-
ship with the attainment of the SDGs. While HRM strategies positively affect employee
well-being and corporate governance, corporate governance and employee well-being
both contribute positively to the SDGs, emphasizing well-being and governance to achieve
sustainability objectives.

Table 7 presents the mediation role estimation results, evaluated using bootstrapping
with 500 samples and a 95% confidence interval. The analysis confirms the mediation
roles of employee well-being and corporate governance in the relationships between HRM
strategies and the SDGs. The hypothesis is that employee well-being acts as a go-between
for HRM strategies and the SDGs. The direct effect (3 = 0.131) and the indirect effect (0.002)
are both within the confidence interval bounds (0.058 to 0.289), which means that there
is a significant mediation effect. This suggests that HRM strategies positively influence
employee well-being, which in turn enhances the SDGs. In the same way, the direct effect
(B =0.126) and the indirect effect (0.004) for the idea that corporate governance acts as a
go-between for HRM strategies and SDGs are both within the confidence interval bounds
(0.084 to 0.247), showing that there is a strong mediation effect. This demonstrates that HRM
strategies positively influence corporate governance, which subsequently contributes to the
SDGs. The acceptance of both hypotheses underscores the crucial role of employee well-
being and corporate governance as mediators in the relationship between HRM strategies
and SDGs. The results suggest that organizations should encourage and enshrine practices
that promote employee well-being and governance to ensure effective HRM strategies lead
to improved sustainable development outcomes.

Table 7. The mediation role estimation.

Direct Indirect Lower Upper

Hypothesis of Mediation Role Effect p  Effect Bounds Bounds Result
HRM Strategies — Employee Well-being — Sustainable 0.131 0.002 0.058 0.289 mediated
Development Goals

HRM Strategies — Corporate Governance — Sustainable 0.126 0.004 0.084 0.247 mediated

Development Goals

6. Discussion

The research established that the impact of HRM strategies was inversely proportional
to the SDGs, contrary to the postulated hypothesis, which forecasted that HRM strategies
would positively impact the specified goal. The unexpected finding that HRM strategies
exerted a negative direct effect on the achievement of SDGs warrants deeper reflection in
the discussion. One plausible explanation is that many HRM initiatives within the private
healthcare sector remain focused on immediate organizational needs, such as cost reduction,
workforce efficiency, and compliance with internal policies, rather than being explicitly
aligned with long-term sustainability objectives. This misalignment may create a tension
where short-term HR goals inadvertently undermine broader sustainable development
priorities. For example, initiatives aimed at strict performance monitoring or resource
optimization could enhance efficiency in the short run but may also generate employee
stress or reduce opportunities for innovation, which are essential for advancing the SDGs.
As highlighted by Almarzoogqi et al. (2019) and Apostu and Gigauri (2023), HRM can serve
as a powerful driver of sustainability when strategically integrated; however, without such
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integration, HR practices risk becoming isolated operational tools that hinder rather than
support sustainable development. This suggests that organizations must move beyond
fragmented HR interventions and instead adopt more holistic, strategically embedded
HRM practices that explicitly incorporate sustainability values into recruitment, training,
performance evaluation, and reward systems.

Of particular interest, the study affirmed the hypothesis that HRM strategies have
positive effects on the health of employees. Similarly, Y. Lu et al. (2023) noted that the imple-
mentation of more sustainable HRM practices positively impacted employee resilience and
engagement, leading to a more positive work environment. Luu (2019) and Panya (2023)
advocated for enhancing employee engagement and welfare, arguing that investing more
in employees yields higher returns and improved performance. This research confirms
the view that orature and effective HRM strategies are central to the quality of employee
health and work climates/environments that enhance productivity. The study reveals that
MNE HRM strategies have a positive impact on corporate governance. This is in line with
Zhou et al. (2019) and Battour et al. (2021), who opined that the high-performance work
system and HRM practices improve corporate governance and organizational performance.
Thus, the study reveals a positive correlation between the key strategies of effective SHRM
practice and the support of governance structures in organizations, as well as the exercise
of checks and balances to maintain high standards of ethical behaviors and corporate gov-
ernance. This study demonstrated that HRM plays a crucial role in safeguarding corporate
governance mechanisms, ensuring the long-term sustainability of business operations.

Corporate governance was also evidently positive and highly significant in shaping
the destinies of the SDGs. Thus, this study supports what Martinez-Ferrero and Garcia-
Meca (2020) and Ahmed and Anifowose (2023) identified regarding how good governance
practices assist in achieving strategy sustainability and development objectives. The study
of Vacca et al. (2020) also supports that focusing on diversity and inclusive decision making
significantly increases the quality of corporate governance and advances the SDGs. In this
context, effective corporate governance practices play a crucial role in promoting sustain-
able development, thereby affirming that the success of organizational operations hinges
on achieving the long-term sustainability goals. Therefore, the enhancement of employee
well-being necessitates a more comprehensive growth strategy. This result is similar to
Hernéndez et al. (2021) and Neve and Sachs (2020), who have noted that the fundamental
practices of employee well-being are the driving force behind other practices in the index.
Dwyer (2022) and Monteiro and Joseph (2022) further demonstrated that the positive corre-
lation of this outcome for employee well-being could also extend to other sustainability
imperatives, such as health, productivity, and organizational performance. Therefore, the
findings of this study corroborate the opinion that the enhancement of employee well-being
can most vividly exemplify the key contribution to sustainability activities.

The mediating results also confirm that HRM strategies influence the SDGs through
the well-being of employees. This suggests that HRM strategies have a positive impact on
the well-being of employees, which in turn positively influences the attainment of SDGs.
Davidescu et al. (2020) and Gyensare et al. (2024) established employee well-being as a
mediator between sustainable HRM and organizational success, a methodology that this
conclusion builds upon. The mediating influence demonstrated that HRM policies need to
address not only the organization’s immediate needs but also its capacity to transition into a
sustainable existence through health enhancement, necessitating a comprehensive approach.
Similarly, corporate governance acted as a moderating variable between HRM strategies
and the SDGs. This supports the postulation that mechanisms of corporate governance
reveal some of the effective ways in which HRM strategies make known the expectations
of sustainable development. Furthermore, Zubeltzu-Jaka (2023) and Mehedi et al. (2023)
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demonstrate that corporate governance mediates the implementation of the SDGs by
influencing performance and managerial responses to environmental management. This
mediating impact lends credibility to the idea of introducing sustainable HRM practices
with favorable governance, which would result in long-lasting sustainability effects.

7. Theoretical Implications

This study’s findings have theoretical implications that extend the broader literature
on HRM, corporate governance, employee well-being, and the SDGs. By building on the
interlinkages among these variables in the private healthcare sector of Amman, Jordan,
the current study provides new insights and extends existing theories in multiple ways.
First, the study challenges the traditional view that HRM strategies positively influence
sustainability outcomes since it sheds light on the negative direct effect of HRM strategies on
SDGs. This finding would suggest that, even if HRM strategies are critical to organizational
performance, their direct alignment with sustainability goals might need much more
nuanced, integrated approaches. This adds to the theoretical knowledge of sustainable
HRM practices, highlighting the balance required between short-term organizational needs
and the long-term organizational objective of sustainability. The second positive impact
of HRM strategies on corporate governance underscores the theoretical perspective that
effective HRM practices are essential not only in human capital management but also in
enhancing governance structures. This relationship is strengthened by the close connection
between HRM and corporate governance, which promotes openness, responsibility, and
moral behavior. This interaction also leads to new ideas about the strategic role of HRM in
creating strong and long-lasting governance systems for long-lasting business.

This tends to further lend empirical support to HRM’s mutual gains model, which
holds that employee well-being mediates the relationship between HRM strategies and
SDGs. The mediation effect thus demonstrated a link between employee well-being and
general sustainability outcomes. We suggested that HRM strategies should prioritize
supporting employees’ overall development as a long-term factor for long-term growth.
This provides theoretical insight into the means through which employee well-being may
be an essential lever for meeting sustainability objectives. Third, the study focusing on
the Jordanian private healthcare sector is context-specific and, therefore, offers additional
legitimacy to the theoretical discourse on sustainable HRM in other industries and regions.
Research shows that the implementation and results of sustainable HRM practices depend
on the sector and region. This supports multidimensional models of sustainability that
show how economic, social, and environmental goals are connected.

8. Practical Implications

In addition to its theoretical contributions, the study offers practical implications
that managers, policymakers, and organizations striving to achieve SDGs can understand
through effective HRM strategies, corporate governance, and employee well-being. Organi-
zations must integrate sustainability into their HRM practices to ensure that HR initiatives
and organizational goal priorities align rather than become entangled in short-term per-
formance metrics. Therefore, this calls for a strategic approach to HRM that takes into
account the broader impact on sustainable development and integrates principles of sus-
tainability into HR policies and practices. To achieve the SDGs, it is essential to invest
in employee well-being. To boost productivity and engagement, organizations should
offer comprehensive physical, mental, and emotional health programs. Improving orga-
nizational performance is heavily dependent on sustainable development, which fosters
support and positive work conditions.
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The corporate governance structures should be strong enough to embed sustainability
in the organizational practices. It also carries transparency and accountability in organiza-
tional activities at all levels, ensuring that an organization’s governance system supports
sustainable business operations. This includes promoting diversity in leadership, estab-
lishing inclusive decision making, and incorporating environmental and social concerns
into governance. A holistic approach to HRM, recognizing the mediating role of employee
well-being and corporate governance in between, permits HR strategies to be effective in
delivering sustainability goals. Organizations must design HRM practices to drive organi-
zational performance, not just for the short term, but to support long-term sustainability
through enhanced employee well-being and robust governance practices. In general, the
conclusions of this study provide some practical input that organizations may use to effec-
tively utilize HRM for sustainable development objectives. Organizations, through HRM
practices, can make their workforce more resilient, engaged, and sustainable in line with
sustainability goals. Therefore, organizations can make significant positive contributions to
global efforts aligned with the sustainability agenda.

9. Conclusions

The primary focus of the study is on the complex interlinkages between HRM strate-
gies, corporate governance, employee well-being, and the attainment of SDGs within the
private healthcare sector in Amman, Jordan. The present research used SEM to further
understand how these elements work together and influence the sustainable development
outcome. Notably, one of the most significant findings was the peculiar negative direct
effect of HRM strategies on SDGs. Thus, while HRM strategies form the foundation of
organizational effectiveness, we must integrate their innovations with greater considera-
tion for sustainability goals. This outcome indicates that HRM practices need to focus on
long-term sustainability objectives rather than only ensuring performance in the short run.
This study, therefore, confirmed the active role that organizational HRM strategies play in
employee well-being and corporate governance. A proper HRM strategy builds employee
resilience, engagement, and general well-being, improving organizational performance
and commitment to sustainability. Currently, proper HRM strategies have a positive link
between an organization and corporate governance. However, for this to become a reality,
HRM must firmly establish itself within governance frameworks, which are responsible for
establishing standards and policies that promote transparency, accountability, and ethical
behavior within organizations.

Furthermore, we observed that both employee well-being and corporate governance
played equally critical mediating roles in the relationship between HRM and SDG strategies.
This established a strong interconnection among these variables, suggesting that a support-
ive work environment and suitable governance structures primarily lead to sustainable
development through HRM policies. The paper presents significant practical implications
for managers and policymakers. Organizations pursuing a strategic approach that aims to
integrate the principles of sustainability into their HRM practices, invest thoroughly in their
employees’ well-being, and enhance the corporate governance framework will be able to
support long-term sustainability goals. Organizations can leverage HRM strategies to drive
efforts toward sustainable development by adopting a holistic approach that considers the
mediating roles of employee well-being and corporate governance.

10. Limitations and Recommendations for Future Research

This research has yielded much valuable insight, but it still has limitations. For this
reason, it would be beneficial to conduct additional research in different sectors and geo-
graphical locations to enhance the validity of the findings. Due to its exclusive focus on
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the private healthcare sector in Amman, Jordan, this research lacks the representativeness
necessary to provide a comprehensive understanding of the phenomenon. Furthermore,
the cross-sectional design only captures a single point in time, which may provide limited
insight due to the dynamic nature of HRM practices and their long-term influence on
sustainability. A longitudinal approach would further enhance our understanding of the
relationships among HRM strategies, corporate governance, employee well-being, and
SDGs over time. Despite the study relying on the employees’ self-reports, we could incor-
porate multiple data sources and objective measures to fully understand the latent variables
under investigation. In summary, this study theoretically and practically contributes to the
implementation of a framework for sustainable HRM practices, emphasizing the alignment
of HRM strategies with sustainability objectives, fostering employee well-being, and en-
hancing corporate governance to realize the SDGs. The insights gained provide a valuable
foundation for future field studies or practical applications in sustainable HRM, which
will guide organizations toward more resilient and sustainable business practices. The
research was conducted within the private healthcare sector in Amman, Jordan. While this
context provides an important and underexplored setting, the findings may not be fully
generalizable to other sectors, regions, or countries with different institutional frameworks,
cultural dynamics, and governance structures. Comparative studies across sectors or within
public healthcare institutions would enrich our understanding of the broader applicability
of sustainable HRM practices.

Based on these limitations, we recommend that future research explore the use of
alternative and mixed measurement tools, such as multi-dimensional well-being indices,
behavioral data, or qualitative interviews, to complement survey responses and provide
richer insights. Expanding the scope of research to include different sectors and geographi-
cal contexts would also enhance generalizability and allow for meaningful cross-cultural
comparisons. Moreover, longitudinal and mixed-method approaches could provide deeper
evidence on the causal pathways and dynamic interactions among HRM, governance,
employee well-being, and sustainability objectives. By addressing these areas, future stud-
ies can build on the present work to offer a more comprehensive and context-sensitive
understanding of sustainable HRM practices and their role in advancing the SDGs.
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