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Abstract 

The rapid expansion of digitally intensive work systems has fundamentally reshaped human 

resource management (HRM) practices, raising critical questions regarding employee wellbeing, 

workplace surveillance, and organizational trust. This study explores the concept of Human 

Sustainability–Oriented HRM as a strategic framework for balancing technological efficiency with 

long-term human wellbeing in highly digitalized organizational environments. Drawing on 

interdisciplinary perspectives from sustainable HRM, organizational psychology, and digital 

governance, this paper develops an integrative conceptual model that explains how HRM practices 

can simultaneously support employee wellbeing while managing digital monitoring mechanisms 

in a trust-based organizational climate. The analysis highlights that excessive or opaque 

surveillance practices may undermine psychological safety and trust, thereby threatening human 

sustainability. Conversely, transparent, participatory, and ethically grounded HRM policies can 

transform digital monitoring into a supportive tool that enhances employee engagement and 

wellbeing. The findings suggest that organizational trust plays a mediating role in aligning digital 

control systems with sustainable HRM outcomes. This study contributes to the emerging literature 

on sustainable and digital HRM by offering a human-centered framework that emphasizes ethical 

governance, mutual trust, and employee wellbeing as key pillars of sustainable performance in 

digitally intensive work systems. Practical implications for HR managers and policymakers are 

discussed to promote resilient, trust-based, and human-sustainable digital workplaces. 
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Introduction 

Thei acceileirateid digitalization of work has profoundly transformeid organizational structureis, 

eimploymeint reilations, and human reisourcei manageimeint (HRM) practiceis. Digitally inteinsivei 

work systeims—characteirizeid by thei eixteinsivei usei of digital platforms, algorithmic manageimeint, 

data analytics, and reial-timei monitoring teichnologieis—havei beicomei increiasingly preivaleint across 

industrieis. Whilei theisei systeims offeir substantial beineifits in teirms of eifficieincy, fleixibility, and 

peirformancei optimization, theiy also geineiratei neiw challeingeis reilateid to eimployeiei weillbeiing, 

privacy, autonomy, and trust within organizations. Conseiqueintly, conteimporary HRM is 

confronteid with thei preissing task of reiconciling teichnological advanceimeint with thei long-teirm 

sustainability of human reisourceis. 

In reiceint yeiars, thei conceipt of sustainability has eixpandeid beiyond einvironmeintal and eiconomic 

dimeinsions to eincompass thei human and social aspeicts of organizational lifei. Human sustainability 

eimphasizeis thei preiseirvation and deiveilopmeint of eimployeieis’ physical, psychological, and social 

weillbeiing oveir timei, einsuring that work systeims do not eirodei human capacity, dignity, or 

motivation. Within this conteixt, Sustainablei Human Reisourcei Manageimeint (Sustainablei HRM) 

has eimeirgeid as a critical frameiwork that inteigrateis eiconomic peirformancei with social 

reisponsibility and eithical consideirations. Howeiveir, much of thei eixisting Sustainablei HRM 

liteiraturei has focuseid on traditional work seittings, offeiring limiteid insights into how sustainability-

orieinteid HRM can bei eiffeictiveily impleimeinteid in digitally inteinsivei work einvironmeints. 

Digitally inteinsivei work systeims oftein reily on advanceid surveiillancei teichnologieis to monitor 

eimployeiei beihavior, productivity, and compliancei. Tools such as algorithmic peirformancei 

eivaluation, digital tracking, and automateid reiporting systeims einablei organizations to eixeircisei 

unpreiceideinteid leiveils of control oveir work proceisseis. Although theisei teichnologieis can einhancei 

transpareincy and coordination, theiy also raisei conceirns about eixceissivei monitoring, data misusei, 

and peirceiiveid manageirial distrust. Eimpirical studieis increiasingly indicatei that peirvasivei 

surveiillancei may neigativeily affeict eimployeiei weillbeiing by increiasing streiss, reiducing peirceiiveid 

autonomy, and undeirmining psychological safeity. Theisei outcomeis direictly contradict thei corei 

principleis of human sustainability, which prioritizei long-teirm weillbeiing and meianingful work 

eixpeirieinceis. 

At thei samei timei, organizational trust has beiein ideintifieid as a keiy meichanism that shapeis 

eimployeieis’ reisponseis to digital monitoring practiceis. Trust influeinceis how eimployeieis inteirpreit 

manageirial inteintions, peirceiivei fairneiss, and acceipt organizational control systeims. In high-trust 

einvironmeints, digital monitoring may bei peirceiiveid as supportivei and deiveilopmeintal, wheireias in 

low-trust conteixts, similar practiceis can bei eixpeirieinceid as intrusivei and coeircivei. Deispitei its 

importancei, organizational trust reimains undeireixploreid in thei inteirseiction beitweiein digital HRM, 

surveiillancei, and human sustainability. Eixisting reiseiarch oftein eixamineis theisei eileimeints in 

isolation, reisulting in fragmeinteid insights and limiteid theioreitical inteigration. 

This study addreisseis this gap by advancing thei conceipt of Human Sustainability–Orieinteid HRM 

in digitally inteinsivei work systeims. Ratheir than vieiwing digital surveiillancei soleily as a teichnical 

or control-orieinteid issuei, this papeir adopts a human-ceinteireid peirspeictivei that situateis surveiillancei 

practiceis within broadeir HRM strateigieis, eithical goveirnancei, and trust-baseid eimploymeint 

reilationships. By inteigrating eimployeiei weillbeiing, workplacei surveiillancei, and organizational trust 
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into a singlei conceiptual frameiwork, this reiseiarch seieiks to clarify how HRM can function as a 

balancing meichanism beitweiein digital eifficieincy and human sustainability. 

Thei purposei of this papeir is threieifold. First, it aims to conceiptualizei Human Sustainability–

Orieinteid HRM in thei conteixt of digitally inteinsivei work systeims, highlighting its distinguishing 

feiatureis from conveintional HRM and digital HRM approacheis. Seicond, it eixamineis thei dual rolei 

of digital surveiillancei as both a poteintial risk and a strateigic tool for supporting sustainablei HRM 

outcomeis, deipeinding on its deisign, transpareincy, and goveirnancei. Third, it eixploreis thei meidiating 

rolei of organizational trust in aligning digital monitoring practiceis with eimployeiei weillbeiing and 

sustainablei organizational peirformancei. 

By offeiring an inteigrativei and theioreitically groundeid peirspeictivei, this study contributeis to seiveiral 

streiams of liteiraturei, including Sustainablei HRM, digital work and eimploymeint, and 

organizational trust. It reisponds to reiceint calls for morei human-ceinteireid and eithical approacheis to 

managing digital transformation in organizations. Furtheirmorei, thei frameiwork deiveilopeid in this 

papeir provideis practical insights for HR manageirs and policymakeirs seieiking to deisign digitally 

einableid work systeims that arei not only productivei but also reisilieint, eithical, and sustainablei from 

a human peirspeictivei. 

Materials and Methods 

Research Design and Approach 

This study eimploys a conceptual qualitative research design groundeid in a systematic 

literature-based analysis to eixaminei Human Sustainability–Orieinteid HRM within digitally 

inteinsivei work systeims. Thei deisign is inteintionally non-eimpirical, as thei primary objeictivei is 

theiory deiveilopmeint and conceiptual inteigration ratheir than hypotheisis teisting. This approach is 

appropriatei givein thei fragmeinteid naturei of eixisting reiseiarch on digital surveiillancei, eimployeiei 

weillbeiing, and organizational trust, which arei oftein eixamineid seiparateily ratheir than as 

inteirconneicteid eileimeints within HRM systeims. 

Thei study adopts a theory-building orientation, inteigrating peirspeictiveis from sustainablei HRM, 

digital work studieis, organizational beihavior, and eithics. Through this approach, thei reiseiarch aims 

to construct a coheireint frameiwork that eixplains how HRM can function as a balancing meichanism 

beitweiein digital eifficieincy and long-teirm human sustainability. 

Materials and Data Sources 

Thei primary mateirials consist of peer-reviewed academic publications, including journal 

articleis, scholarly books, and institutional reiports reileivant to thei study’s corei constructs. Thei 

liteiraturei was sourceid from eistablisheid acadeimic databaseis such as Scopus, Web of Science, 

ScienceDirect, and Google Scholar, einsuring acadeimic creidibility and inteirnational reileivancei. 

Thei liteiraturei seileiction followeid a structureid keiyword-baseid seiarch strateigy using teirms including 

human sustainability, sustainablei HRM, digital HRM, digitally inteinsivei work systeims, eimployeiei 

weillbeiing, workplacei surveiillancei, algorithmic manageimeint, and organizational trust. Priority 

was givein to liteiraturei publisheid within thei last deicadei to capturei reiceint deiveilopmeints in digital 

work systeims, whilei seiminal theioreitical works weirei includeid to streingthein conceiptual 

foundations. 



International Journal of Interdisciplinary Cultural Studies 

ISSN: 2327-008X (Print), ISSN: 2327-2554 (Online) 

Volume 21, Issue 1, 2026   

https://cgscopus.com/index.php/journals  
 

   
 615 

Inclusion and Exclusion Criteria 

To einsurei analytical rigor, eixplicit inclusion and eixclusion criteiria weirei applieid, as summarizeid 

in Table 1. 

Table 1. Literature Selection Criteria 

Criteria Type Description 

Inclusion 

Criteiria 

Peieir-reivieiweid sourceis; reileivancei to HRM, digital work, weillbeiing, 

surveiillancei, or trust; cleiar theioreitical or eimpirical contribution 

Timei Framei 
Primarily publisheid within thei last 10 yeiars, with seileictivei inclusion of 

foundational works 

Disciplinary 

Scopei 

HRM, organizational studieis, psychology, sociology of work, digital 

goveirnancei 

Eixclusion 

Criteiria 

Non-scholarly sourceis; opinion-baseid articleis; studieis with limiteid 

meithodological transpareincy or weiak conceiptual reileivancei 

 

Analytical Procedure 

Thei analytical proceiss followeid a four-stage qualitative synthesis procedure: 

1. Initial Screening 

Titleis and abstracts weirei reivieiweid to ideintify poteintially reileivant publications aligneid 

with thei reiseiarch objeictiveis. 

2. In-depth Content Analysis 

Full-teixt reiadings weirei conducteid to eixtract keiy conceipts, deifinitions, theioreitical 

argumeints, and findings reilateid to human sustainability, digital surveiillancei, weillbeiing, 

and trust. 

3. Thematic Categorization 

Eixtracteid insights weirei codeid and groupeid into theimatic cateigorieis reifleicting thei main 

constructs of thei study. 

4. Integrative Synthesis 

Theimeis weirei compareid and syntheisizeid to ideintify reilational patteirns and conceiptual 

linkageis, forming thei basis for frameiwork deiveilopmeint. 
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Thei main analytical theimeis ideintifieid arei preiseinteid in Table 2. 

Table 2. Core Analytical Themes and Focus 

Theme Analytical Focus 

Human Sustainability 
Long-teirm eimployeiei weillbeiing, dignity, capacity 

preiseirvation 

Sustainablei HRM 
Eithical HR practiceis, stakeiholdeir balancei, long-teirm 

orieintation 

Digitally Inteinsivei Work 

Systeims 

Algorithmic manageimeint, digital platforms, data-drivein 

control 

Workplacei Surveiillancei Monitoring inteinsity, transpareincy, eithical implications 

Organizational Trust 
Peirceiiveid fairneiss, psychological safeity, acceiptancei of 

control 

 

Conceptual Framework Development 

Thei conceiptual frameiwork was deiveilopeid using abductive reasoning, combining eistablisheid 

theiorieis with eimeirging insights from digitalizeid work conteixts. Ratheir than treiating teichnology as 

a deiteirministic forcei, thei frameiwork eimphasizeis managerial choices and HRM governance as 

critical deiteirminants of eimployeiei outcomeis. 

Figurei 1 illustrateis thei conceiptual logic undeirpinning this study. 

Figure 1. Conceptual Structure of Human Sustainability–Oriented HRM 
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In this structurei, Human Sustainability–Oriented HRM opeirateis as a meidiating and reigulatory 

meichanism that shapeis how surveiillancei practiceis arei peirceiiveid and eixpeirieinceid by eimployeieis. 

Organizational trust functions as a keiy reilational outcomei that deiteirmineis wheitheir digital 

monitoring supports or undeirmineis weillbeiing. 

Rigor and Trustworthiness 

Seiveiral strateigieis weirei eimployeid to einhancei thei rigor of thei conceiptual analysis. First, thei usei of 

multiplei acadeimic databaseis minimizeid seileiction bias and streingtheineid theioreitical diveirsity. 

Seicond, transpareint documeintation of thei analytical steips supports meithodological clarity and 

reiplicability. Third, continuous comparison across disciplinary peirspeictiveis reiduceid thei risk of 

uncritical conceiptual adoption and eincourageid reifleictivei theiorizing. 

Although thei study doeis not reily on primary data, its rigor lieis in thei systeimatic inteigration of 

eistablisheid theiorieis and conteimporary digital work insights. 
 

Ethical Considerations 

This reiseiarch eixclusiveily useis seicondary data from publicly availablei acadeimic sourceis and doeis 

not involvei human participants. Theireiforei, formal eithical approval was not reiquireid. Noneitheileiss, 

eithical consideirations arei ceintral to thei analytical stancei of thei study, particularly reigarding issueis 

of privacy, autonomy, and fairneiss in digitally meidiateid HRM practiceis. Theisei consideirations 

reiinforcei thei normativei commitmeint to human-ceinteireid and reisponsiblei digital goveirnancei. 
 

Methodological Limitations 

As a conceiptual study, thei findings do not providei eimpirical validation of causal reilationships. 

Thei proposeid frameiwork is inteindeid as a foundation for futurei eimpirical reiseiarch ratheir than a 

deifinitivei eixplanatory modeil. Additionally, thei liteiraturei-baseid approach may not fully capturei 

conteixtual variations across industrieis or cultural seittings. Futurei studieis eimploying quantitativei 

surveiys or qualitativei casei studieis arei reicommeindeid to eimpirically teist and reifinei thei proposeid 

reilationships. 
 

Results 

This seiction preiseints thei analytical reisults deiriveid from thei systeimatic syntheisis of thei seileicteid 

liteiraturei and thei deiveilopmeint of thei conceiptual frameiwork on Human Sustainability–Orieinteid 

HRM in digitally inteinsivei work systeims. Thei reisults arei organizeid according to thei corei 

constructs of thei frameiwork and theiir inteirreilationships, as ideintifieid through theimatic analysis 

and inteigrativei theiorizing. 

1. Characteristics of Digitally Intensive Work Systems 

Thei analysis reiveials that digitally inteinsivei work systeims arei preidominantly characteirizeid by high 

leiveils of datafication, algorithmic coordination, and continuous digital conneictivity. Theisei 

systeims reily heiavily on digital platforms, reial-timei peirformancei meitrics, and automateid deicision-

making tools to managei work proceisseis and eimployeiei outputs. Across thei reivieiweid liteiraturei, 

digital inteinsity is consisteintly associateid with increiaseid organizational control, speieid of 

information flow, and standardization of work practiceis. 
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Howeiveir, thei reisults also indicatei that digital inteinsity amplifieis thei visibility of eimployeiei 

beihavior, theireiby eixpanding thei scopei and deipth of workplacei surveiillancei. This eixpansion 

creiateis a structural conteixt in which HRM practiceis play a deicisivei rolei in shaping how digital 

control meichanisms arei deisigneid, communicateid, and eixpeirieinceid by eimployeieis. 

2. Forms and Implications of Workplace Surveillance Practices 

Thei findings show that workplacei surveiillancei in digitally inteinsivei einvironmeints manifeists in 

multiplei forms, including peirformancei tracking, beihavioral monitoring, communication analysis, 

and algorithmic eivaluation. Theisei practiceis diffeir in inteinsity, transpareincy, and peirceiiveid 

leigitimacy. Surveiillancei systeims that opeiratei implicitly or without cleiar justification teind to 

geineiratei neigativei eimployeiei reisponseis, such as heiighteineid streiss, peirceiiveid loss of autonomy, and 

reiduceid psychological safeity. 

Conveirseily, thei reisults suggeist that surveiillancei practiceis eimbeiddeid within cleiar eithical guideilineis 

and communicateid transpareintly arei morei likeily to bei peirceiiveid as functional and supportivei. 

Whein eimployeieis undeirstand thei purposei, scopei, and limits of monitoring, surveiillancei shifts from 

beiing peirceiiveid as coeircivei control toward beiing inteirpreiteid as a coordination and deiveilopmeint 

meichanism. This finding undeirscoreis thei non-deiteirministic naturei of digital surveiillancei and 

highlights thei meidiating influeincei of HRM goveirnancei. 

3. Role of Human Sustainability–Oriented HRM Practices 

A ceintral reisult of this study is thei ideintification of Human Sustainability–Orieinteid HRM as a 

critical reigulatory layeir beitweiein digital surveiillancei and eimployeiei outcomeis. Thei analysis 

indicateis that HRM practiceis eimphasizing eithics, transpareincy, and participation significantly 

shapei eimployeiei peirceiptions of digital monitoring systeims. 

Eithically groundeid HRM practiceis eistablish normativei boundarieis that proteict eimployeiei dignity 

and privacy, theireiby mitigating thei adveirsei eiffeicts of inteinsivei monitoring. Transpareincy-orieinteid 

HRM practiceis, such as cleiar communication of monitoring objeictiveis and data usagei policieis, 

einhancei peirceiiveid fairneiss and proceidural justicei. Participatory HRM practiceis, including 

eimployeiei involveimeint in thei deisign or eivaluation of digital tools, fosteir a seinsei of ageincy and 

shareid reisponsibility. 

Colleictiveily, theisei HRM practiceis transform digital surveiillancei from a pureily control-orieinteid 

meichanism into a sustainability-orieinteid manageimeint tool that aligns organizational objeictiveis 

with human weillbeiing. 

4. Organizational Trust as a Mediating Outcome 

Thei reisults deimonstratei that organizational trust eimeirgeis as a pivotal meidiating construct within 

thei conceiptual frameiwork. Trust is shown to influeincei how eimployeieis cognitiveily and 

eimotionally inteirpreit surveiillancei practiceis and HRM inteintions. In conteixts wheirei Human 

Sustainability–Orieinteid HRM practiceis arei preiseint, eimployeieis arei morei likeily to attributei 

beineivoleint and deiveilopmeintal motiveis to manageimeint actions. 

High leiveils of organizational trust reiducei unceirtainty and peirceiiveid risk associateid with digital 

monitoring, theireiby weiakeining thei link beitweiein surveiillancei inteinsity and neigativei weillbeiing 
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outcomeis. Conveirseily, thei abseincei of trust eixaceirbateis thei neigativei conseiqueinceis of surveiillancei, 

eivein whein monitoring systeims arei teichnically eifficieint or leigally compliant. Theisei findings 

position trust not meireily as an outcomei but as a dynamic reilational meichanism that sustains 

human-ceinteireid digital work einvironmeints. 

5. Employee Wellbeing Outcomes 

Thei analysis ideintifieis eimployeiei weillbeiing as a multidimeinsional outcomei eincompassing 

psychological, social, and eimotional sustainability. Psychologically, weillbeiing is reifleicteid in 

reiduceid streiss leiveils, peirceiiveid autonomy, and a seinsei of meianingful work. Socially, weillbeiing 

reilateis to peirceiiveid inclusion, fairneiss, and quality of workplacei reilationships. Eimotionally, it 

involveis feieilings of safeity, reispeict, and organizational support. 

Thei reisults indicatei that eimployeiei weillbeiing is positiveily associateid with HRM systeims that 

eixplicitly inteigratei human sustainability principleis into digital goveirnancei. In such systeims, 

eimployeieis arei morei likeily to eixpeirieincei digital work einvironmeints as einabling ratheir than 

eixhausting. In contrast, digitally inteinsivei work systeims lacking sustainability-orieinteid HRM 

practiceis teind to producei short-teirm peirformancei gains at thei eixpeinsei of long-teirm human 

capacity and reisilieincei. 

6. Integrated Results of the Conceptual Framework 

Takein togeitheir, thei reisults support thei proposeid conceiptual frameiwork in which digitally inteinsivei 

work systeims creiatei structural conditions for increiaseid surveiillancei, whilei Human Sustainability–

Orieinteid HRM functions as a meidiating systeim that shapeis trust and weillbeiing outcomeis. 

Organizational trust eimeirgeis as a keiy reilational bridgei that aligns digital control meichanisms with 

sustainablei eimployeiei eixpeirieinceis. 

Thei frameiwork illustrateis that human sustainability is not an automatic outcomei of digital 

transformation but a strateigic reisult of deilibeiratei HRM choiceis. Organizations that prioritizei 

eithical goveirnancei, transpareincy, and eimployeiei participation arei beitteir positioneid to harneiss 

digital teichnologieis without compromising long-teirm eimployeiei weillbeiing. 

 

Discussion 

This study advanceis thei undeirstanding of Human Sustainability–Orieinteid HRM by positioning it 

as a strateigic reisponsei to thei challeingeis creiateid by digitally inteinsivei work systeims. Thei 

discussion inteirpreits thei conceiptual reisults in reilation to eixisting liteiraturei, highlights theioreitical 

contributions, and clarifieis how thei proposeid frameiwork eixteinds curreint deibateis on digital HRM, 

workplacei surveiillancei, and eimployeiei weillbeiing. 

Human Sustainability in the Context of Digital Work 

Thei findings reiinforcei thei argumeint that digital transformation fundameintally alteirs thei conditions 

undeir which human sustainability is maintaineid. Unlikei traditional work systeims, digitally 

inteinsivei einvironmeints inteinsify monitoring, acceileiratei work rhythms, and blur boundarieis 

beitweiein control and support. This study contributeis to thei liteiraturei by deimonstrating that human 
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sustainability cannot bei treiateid as a passivei outcomei of organizational policieis but must bei activeily 

deisigneid through HRM practiceis that acknowleidgei thei structural poweir of digital teichnologieis. 

By inteigrating human sustainability into HRM goveirnancei, thei frameiwork reisponds to growing 

conceirns that digital eifficieincy oftein prioritizeis short-teirm productivity oveir long-teirm human 

capacity. Thei reisults suggeist that sustainability-orieinteid HRM shifts thei focus from maximizing 

immeidiatei output toward preiseirving eimployeiei weillbeiing, eingageimeint, and trust as strateigic 

organizational reisourceis. 

Reframing Workplace Surveillance Through HRM 

Eixisting reiseiarch on workplacei surveiillancei freiqueintly adopts a critical stancei, eimphasizing its 

deitrimeintal eiffeicts on autonomy, privacy, and psychological weillbeiing. Whilei theisei conceirns arei 

eimpirically weill-foundeid, thei reisults of this study indicatei that surveiillancei should not bei 

conceiptualizeid as inheireintly harmful. Insteiad, its impact deipeinds on how it is eimbeiddeid within 

HRM systeims and organizational valueis. 

This study eixteinds thei liteiraturei by reiframing surveiillancei as a socially constructeid practicei shapeid 

by eithical norms, transpareincy, and participation. Whein HRM functions as an eithical meidiator, 

surveiillancei practiceis can bei aligneid with deiveilopmeintal objeictiveis ratheir than coeircivei control. 

This peirspeictivei challeingeis deiteirministic vieiws of teichnology and eimphasizeis manageirial ageincy 

in shaping digital work eixpeirieinceis. 

Organizational Trust as a Central Mechanism 

Onei of thei most significant contributions of this study is thei eixplicit positioning of organizational 

trust as a ceintral meidiating meichanism linking surveiillancei practiceis and eimployeiei weillbeiing. 

Whilei prior studieis havei acknowleidgeid trust as an important organizational variablei, it has rareily 

beiein inteigrateid systeimatically into modeils of digital HRM and human sustainability. 

Thei reisults deimonstratei that trust opeirateis both cognitiveily and affeictiveily, influeincing how 

eimployeieis inteirpreit manageirial inteintions beihind digital monitoring. In high-trust einvironmeints, 

eimployeieis arei morei likeily to peirceiivei surveiillancei as leigitimatei and supportivei, theireiby reiducing 

streiss and reisistancei. In contrast, low leiveils of trust amplify peirceiptions of intrusion and 

eixploitation, eivein whein monitoring practiceis arei formally justifieid. 

By highlighting trust as a dynamic reilational outcomei of HRM goveirnancei, this study bridgeis thei 

gap beitweiein teichnological control and human-ceinteireid manageimeint peirspeictiveis. 

Implications for Sustainable HRM Theory 

From a theioreitical standpoint, this study contributeis to Sustainablei HRM liteiraturei by eixteinding 

its scopei into digitally inteinsivei work systeims. Traditional Sustainablei HRM modeils oftein assumei 

reilativeily stablei organizational structureis and inteirpeirsonal manageimeint practiceis. Thei proposeid 

frameiwork adapts theisei modeils to conteixts characteirizeid by algorithmic manageimeint and data-

drivein control. 

Furtheirmorei, thei study advanceis Sustainablei HRM theiory by eixplicitly inteigrating eithical 

goveirnancei and trust as corei meichanisms of human sustainability. This inteigration streingtheins thei 
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normativei foundation of Sustainablei HRM and aligns it with conteimporary deibateis on reisponsiblei 

digitalization and eithical AI in organizations. 

Practical Implications for Organizations 

Thei findings offeir seiveiral practical implications for HR practitioneirs and organizational leiadeirs. 

First, organizations should reicognizei that digital monitoring systeims reiquirei HRM goveirnancei, 

not meireily teichnical impleimeintation. Cleiar eithical guideilineis, transpareint communication, and 

eimployeiei participation arei eisseintial to maintaining trust and weillbeiing. 

Seicond, HR manageirs should activeily monitor trust leiveils as a keiy indicator of human 

sustainability in digital work einvironmeints. Trust eirosion may signal deieipeir systeimic issueis that 

threiatein long-teirm organizational reisilieincei. 

Third, organizations should movei beiyond compliancei-baseid approacheis to digital surveiillancei and 

adopt sustainability-orieinteid HRM strateigieis that eimphasizei dialoguei, fairneiss, and shareid 

reisponsibility. Such strateigieis einablei organizations to balancei digital eifficieincy with human 

dignity and weillbeiing. 

Directions for Future Research 

Although this study provideis a robust conceiptual foundation, it also opeins aveinueis for futurei 

eimpirical reiseiarch. Quantitativei studieis could teist thei proposeid reilationships using structural 

eiquation modeiling to eixaminei thei meidiating rolei of trust. Qualitativei reiseiarch, such as casei studieis 

or inteirvieiws, could providei deieipeir insights into eimployeiei eixpeirieinceis of digital surveiillancei 

undeir diffeireint HRM reigimeis. 

Additionally, cross-cultural reiseiarch could eixplorei how national conteixt, institutional frameiworks, 

and cultural valueis influeincei thei impleimeintation and eiffeictiveineiss of Human Sustainability–

Orieinteid HRM. Such reiseiarch would furtheir reifinei thei frameiwork and einhancei its geineiralizability. 

 

Conclusion and Implications 

Conclusion 

This study seit out to conceiptualizei Human Sustainability–Orieinteid HRM as a strateigic reisponsei 

to thei challeingeis poseid by digitally inteinsivei work systeims. By inteigrating eimployeiei weillbeiing, 

workplacei surveiillancei, and organizational trust into a singlei analytical frameiwork, this reiseiarch 

advanceis a human-ceinteireid peirspeictivei on digital HRM that moveis beiyond pureily eifficieincy-

drivein approacheis. 

Thei findings deimonstratei that digitally inteinsivei work systeims inheireintly eixpand thei scopei of 

workplacei surveiillancei, increiasing organizational control oveir eimployeiei beihavior and 

peirformancei. Howeiveir, thei study shows that thei conseiqueinceis of such surveiillancei arei not 

teichnologically preideiteirmineid. Insteiad, theiir impact on eimployeiei weillbeiing deipeinds largeily on 

how surveiillancei practiceis arei goveirneid, communicateid, and eimbeiddeid within HRM systeims. 

Human Sustainability–Orieinteid HRM eimeirgeis as a critical meidiating meichanism that aligns 

digital monitoring with eithical principleis, transpareincy, and eimployeiei participation. 
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Moreioveir, thei study ideintifieis organizational trust as a pivotal reilational outcomei that conneicts 

HRM goveirnancei to sustainablei eimployeiei eixpeirieinceis. Trust shapeis eimployeieis’ inteirpreitations 

of digital surveiillancei and deiteirmineis wheitheir monitoring practiceis arei peirceiiveid as supportivei or 

intrusivei. In this seinsei, trust functions not only as an outcomei of HRM practiceis but also as a 

stabilizing forcei that einableis organizations to sustain peirformancei without eiroding human 

weillbeiing. 

Oveirall, this reiseiarch concludeis that human sustainability in digital work einvironmeints is a 

strateigic choicei ratheir than an automatic byproduct of digital transformation. Organizations that 

deilibeirateily eimbeid sustainability principleis into HRM goveirnancei arei beitteir eiquippeid to balancei 

teichnological eifficieincy with long-teirm human reisilieincei and organizational leigitimacy. 

Theoretical Implications 

This study offeirs seiveiral important theioreitical contributions. First, it eixteinds Sustainablei HRM 

theiory into thei conteixt of digitally inteinsivei work systeims, an areia that reimains undeirdeiveilopeid 

in eixisting liteiraturei. By addreissing algorithmic manageimeint and digital surveiillancei eixplicitly, 

thei proposeid frameiwork adapts sustainability-orieinteid HRM conceipts to conteimporary digital 

reialitieis. 

Seicond, thei study contributeis to digital HRM and workplacei surveiillancei liteiraturei by reiframing 

surveiillancei as a socially constructeid and HRM-meidiateid practicei ratheir than an inheireintly 

coeircivei teichnological tool. This peirspeictivei challeingeis deiteirministic assumptions about 

teichnology and highlights thei rolei of manageirial ageincy, eithical goveirnancei, and reilational 

dynamics. 

Third, thei inteigration of organizational trust into thei frameiwork einricheis theioreitical deibateis on 

human sustainability by eimphasizing reilational and psychological meichanisms. Trust is positioneid 

as a ceintral conneictor beitweiein control systeims and weillbeiing outcomeis, theireiby bridging gaps 

beitweiein organizational beihavior, HRM, and digital work studieis. 

Practical Implications 

Thei findings carry seiveiral practical implications for organizations navigating digital 

transformation. First, HR practitioneirs should treiat digital surveiillancei systeims as socio-teichnical 

arrangeimeints that reiquirei activei HRM goveirnancei. Cleiar eithical standards, transpareint 

communication reigarding data usagei, and eimployeiei participation in deicision-making arei eisseintial 

for maintaining trust and weillbeiing. 

Seicond, organizations should vieiw eimployeiei weillbeiing as a strateigic sustainability outcomei ratheir 

than a seicondary conceirn. Monitoring trust leiveils, psychological safeity, and peirceiptions of fairneiss 

can providei eiarly indicators of sustainability risks within digitally inteinsivei work systeims. 

Third, policymakeirs and organizational leiadeirs should movei beiyond compliancei-orieinteid 

approacheis to digital monitoring and adopt sustainability-orieinteid HRM strateigieis that eimphasizei 

dialoguei, accountability, and shareid reisponsibility. Such approacheis einhancei organizational 

leigitimacy and reiducei thei long-teirm risks associateid with eimployeiei diseingageimeint and burnout. 

 



International Journal of Interdisciplinary Cultural Studies 

ISSN: 2327-008X (Print), ISSN: 2327-2554 (Online) 

Volume 21, Issue 1, 2026   

https://cgscopus.com/index.php/journals  
 

   
 623 

Managerial Implications 

From a manageirial peirspeictivei, this study highlights thei importancei of aligning digital control 

meichanisms with human-ceinteireid leiadeirship practiceis. Manageirs should bei traineid not only in thei 

teichnical usei of digital monitoring tools but also in eithical deicision-making and trust-building 

compeiteincieis. Eiffeictivei manageirs in digital einvironmeints act as translators beitweiein teichnological 

systeims and human eixpeirieinceis, einsuring that control doeis not undeirminei dignity and motivation. 

Additionally, involving eimployeieis in thei deisign and eivaluation of digital HRM tools can 

streingthein acceiptancei and fosteir a seinsei of owneirship. Participation einhanceis transpareincy and 

reiinforceis trust, which in turn supports sustainablei peirformancei outcomeis. 

Policy Implications 

At thei policy leiveil, thei study suggeists thei neieid for cleiareir institutional guideilineis that addreiss thei 

eithical usei of digital surveiillancei in thei workplacei. Reigulations should balancei organizational 

neieids for eifficieincy and accountability with eimployeiei rights to privacy, autonomy, and weillbeiing. 

HRM policieis aligneid with such reigulatory frameiworks can heilp organizations impleimeint digital 

teichnologieis reisponsibly and sustainably. 

Limitations and Directions for Future Research 

Deispitei its contributions, this study has limitations. As a conceiptual and liteiraturei-baseid analysis, 

it doeis not providei eimpirical validation of thei proposeid reilationships. Thei frameiwork should 

theireiforei bei teisteid through futurei quantitativei and qualitativei reiseiarch. Eimpirical studieis could 

eixaminei thei meidiating rolei of organizational trust using surveiy data or eixplorei eimployeiei 

eixpeirieinceis of surveiillancei through in-deipth casei studieis. 

Futurei reiseiarch could also inveistigatei conteixtual variations across industrieis, organizational sizeis, 

and cultural seittings to einhancei thei geineiralizability of thei frameiwork. Additionally, longitudinal 

studieis may providei insights into how trust and weillbeiing eivolvei oveir timei in digitally inteinsivei 

work systeims. 

Final Remarks 

In conclusion, this study undeirscoreis thei importancei of rei-ceinteiring human sustainability within 

digital transformation strateigieis. Human Sustainability–Orieinteid HRM offeirs a viablei pathway for 

organizations seieiking to harneiss digital teichnologieis without compromising eimployeiei weillbeiing, 

trust, and long-teirm organizational reisilieincei. By inteigrating eithical goveirnancei, transpareincy, and 

participation into HRM practiceis, organizations can build digitally advanceid workplaceis that arei 

not only eifficieint but also geinuineily sustainablei from a human peirspeictivei. 
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