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                     Introduction 
Through this report the discussion will be on the overall importance of having sustainability, orientation resources for human resources. This report will reflect how human resources has develop from personal department to a sustainability HRM management. 
Human resources over the years used to systems for recruitment, attendance, managing staff, now with sustainability they address support for their employees, security of their employment, finding strategies to meet the needs of the employees for employer and the changing   working environment (Reynolds, J, 2016).
‘Strategic human resource management (strategic HRM) provides a framework linking people management and development practices to long-term business goals and outcomes. It focuses on longer-term resourcing issues within the context of an organisation's goals and the evolving nature of work’ (CIPD, 2021).
 Human resources will address finances, giving reasonable pay and promoting more diversity within the workplace.
There are some key factors that have driven companies to invest in sustainability, some of the contributing factors are the different competitive financial advantages, the environment changes are to be considered. Another factor is for companies to address saving money in their operational systems, Health, and Safety considerations, and how the company has contribution to the society. 


[bookmark: _Hlk127711968]1. What Is the Role of HRM in the company? 
The key roles of Human Resources are to facilitate and manage changes within the organisation employment recruitments, training Health and safety in the workplace salaries and attendance, staff rewards all part of the HRM responsibilities (Bakkah, 2019). The processes are managed for employer by HRM to implementing within the companies.
‘HRM functions aim to achieve strategic integration and coherence in the development and operation of HRM policies and employment practices. Armstrong, 2006. This statement implies HRM is integral in organisations to assure correct changes within their policies and implemented in the right format for the company and their employees.
For example, sales assistant for a shop floor would be a customer assistant who monitors the floor of the company, such as McDonalds, this job position would be same advertisement throughout the international stores.
This is demonstrated through Rich Exner (2016) who summarised countries around the world and compared their wage hourly to how equivalent this is to buying a Big Mac. ‘The numbers reflect a sampling of about 20 cities each in the United States, China and Russia, and usually at least two large cities elsewhere. Currency has been adjusted to U.S. dollar. Exner, (2016). (See Appendix 1). This demonstrates how the wage depends on the country and their employment policies. This is also an example of human resources adapting the wages to employees according to the data and individual policies within different companies globally. 
However due to the difference of social environment where the stores are relocated, could change the rate of pay which would be a low advantage to international departments and stakeholders.  
HRM strategies must provide all the needs of the companies within their system this would include correct data for all the companies’ functions this includes, financial department, employment data, staff data and qualifications, benefits, attendance, deductions, enrolment, staff training, salaries and health and safety within the workplace. 













1.1 History of HRM 
‘HRM is “the philosophy, policies, procedures, and practices related to the management of an organization’s employees’ (Inyang, 2001). 
HRM has a strategic role which is about the company deliberately creating strategies to have a wide organised function to guide all employees within the department of the company. 
HRM evolved from being known as personal management where the organisation focused on recruitment and employment, from the 1970s to the 1990s this evolved into Human Resources due to changing of responsibilities and this required more paperwork and keeping the organisation to be at a successful sustainability pace. 
‘During the period of 1960-1980, social issues change HR; the increased paperwork and reporting requirements; protector of employees; advent of MIS in computer world; introduction of IBM/360’, (Bhuiyan, Chowdhury and Ferdous, 2014). This is evident that personal data was a large responsibility to facilitate and advocate for all areas of employment within any company. 
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(Notes: Magic, 2015)
Because of increasing competition from the rise of European and Asian economies, the U.S and other international firms increased their focus on reduction of cost in automation with improvement of products (Jing, 2016)
The HR department was under pressure through keeping records and administrative records and having to think about using value added services and cost-effective software that would not affect the pressure of the HR departments.
  This meant companies would develop with the HR department saving money and growing profits at the same time. Employing employee widening their jobs descriptions and asking them to be multiskilled and better education hence getting a lot from their employees.
HRM management has to consider creating strategies that follows the policies and the company and the employment needs within the company. Not all strategies suit all companies.

2. An evaluation of how context is affecting the implementation of sustainable HRM Globally
Sustainability is about Human resources developing to incorporate the changes within the global environment Human resources incorporates all the necessary changes to address the aspects socially, economically including recruitment, training, employee management. 
It appears that sustainable HRM is affected globally because all cultures have different elements within their companies regarding how they need to make money. In the western society HR in devours to support employees, creating a diverse workforce. 
Regarding HRM in international countries their strategy for sustainability gives a different outcome for their employees. For example, some countries like Israel have a policy of employees working from Sunday to Thursday rather than the average week contract days of Monday to Friday due to allowing the countries religious days to be respected, this enables employees in Israel to have commitment to both their work life and their personal beliefs (HumanResourceMBA, 2023). 
HRM changes the support of employees globally due to past experience of data within the company and considering the management and organisation of employees regarding these topics: countries economics, religious beliefs, politics, the culture of the country and management styles. 
Whereas countries like England and parts of Europe requires employees within the retails sector to work on religious day. This is demonstrating that some companies care more about making the financial targets. 
Other countries like Japan believe it is compulsory for employees to have a fifteen-minute break where this is advised to do a practical physical exercise. This is supported in Japan for wellbeing of the employees, they believe it is healthy for all employees in any work field to promote physical activity within their work life routine. 
In some international countries HR responsibilities is about having no vacancies and having a certain number of employees as the number of employees makes the company look successful in rating of production. 
Although money is being made, retaining a workforce is not important because if an employee chose to resign or was not satisfied with salary, the HRM would be able to replace the employee efficiently, without worrying about absence as there is more people than there are well paid jobs in the developing countries. HRM do not protect the employees.  
According to (Polc, 2022) ‘Human Resources is important in introducing and maintaining internal equity because it helps to ensure that employees are treated fairly and equally’. This supports sustainability within HRM and employment because it important to think about individual needs and collectively adapting an equal pay and opportunities for all types of workers, this supports the contribution of job duties, benefits, compensation and working responsibilities. 
HRM to have employment sustainability the management of HRM would have to collectively make decisions with partners for developing strategies for employees to remain loyal, and have job satisfactory. The strategies would include training for employee self-development. HRM would create competitive salaries that would increase as the employee develops in the workplace, this is to encourage employees to keep their job long term and motivate employees to stay and grow their skills within the department of that company. 
To ensure that sustainability within HRM is addressing all the needs of the company management requires doing so successfully by applying practices that effect sustainability socially, financially and environmentally on an all-around scale. This was addressed by Ehnert, 2009. Ehnert et al. (2016, p.3) described sustainable HRM as ‘…the adaption of HRM strategies and practices that enables the achievement of financial, social and ecological goals, creating an impact inside and outside of the organization’. 
The risks of not having a sustainable HR is if the procedures are not followed, or correctly in place by HR because one example is customer data, data can be defrauded by staff, customer data can be taken and lost, this can cause a huge impact on the brand of the company not being professional, or following the correct security procedures, this was explained by HR Management App, (2013). 
Another risk is critical skills with employment, if HR does not carry out secure training for employees, and if HR does not hire the right people with the correct skills, this must always be organised and addressed with all companies.
Countries like India, Caribbean, that have no Human Resources can only rely on the procedures of Personal Management, which leaves risk for employees’ rights to work, and dealing with risk of underpayment, working more hours but not getting the correct wages required, the context of Human Resources in the western world is more sustainable and followed with employees being looked after.
‘Only the ones which have the right synergies and proactive in adapting to the changing environment can claim survival. Even large corporations are shutting and limiting their functions to cater and achieve business acumen in niche verticals. The most unique is the most successful’, (CuteHR, 2013)
This statement supports that Another risk is with change in the environment for sustainable HR globally, depending on the category and size of the organisation, some companies could not adapt to the change of online selling, losing trading this meant their HR was unsuccessful with targets, not recruiting employment, some companies let go of employees, close branches this led to unsustainable and unsuccessful closures of company. 











2.1 A critical discussion on how to sustain the sustainability agenda.
There has been various research and methods to create the correct strategies for HRM to use to keep an organised and stable HRM this is there social, financial and environmental changes will have adopted to these practical strategies, as well as employee wellbeing being one strategy, organised financial targets would be another strategy. 
According to (Poon and Law, 2022) ‘Multiple stakeholders and their competing demands are important elements in sustainable HRM. This affects actions, decisions, policies, practices, or goals of an organization’. This is highlighted because it suggests stakeholders are a part of decision making when management of HRM must require changes in the HRM that would benefit all elements of the company.
Sustainable strategies require the HRM to consider thinking about a sustainable working system, sustainable management within the HR, sustainable leadership. Sustainable leadership is important because the leadership is about improving quality of all departments within the business for the future and creating targets that are collected from data and quality from the companies past business events and changes. Sustainable leadership is about considering everything when making decision. 
A sustainable working system is to keep a stable management workforce and how they make decisions to maintain the business to stay successful. This requires the company to run efficiently and keep a balance of reaching targets financially. 
3. A reflection of your learning and how you intend to position yourself to maximise the potential of the growing influence of sustainable HRM.
Human resources management is about hiring the right professionals to obtain the right targets and building the brand as company, employee satisfaction, performance, and training, payroll, recruitment, administration and rewards system all this element made the system and processing of a sustainable HRM. 
Strategic sustainability to make finances constantly, employing the right people and making sure the companies HR has high standards for all criteria’s to processed effectively. In equity and equality.

‘To maintain a high level of service, we invest in our people to drive forward expertise and innovation across all teams. We look for people who can bring their own experience and expertise to the table while supporting and inspiring others’, (Mcneil, 2018).



For recruitment in head of department, regarding resources they recruit staff to head of departments that are inimitable, this is due to making sure employees are trained to a high standard, updated with all training and reaching targets to move higher in the brand of the company, making strategies for fair pay rate and working hours, this all demonstrates loyal employees who will stay in the company, therefore employees are an asset to the company and HR does not lose any reputation of having a sustainable department. 


















4. Conclusion 
I have conclude that Sustainable HRM is the way forward for large or small companies, this because with small companies they can apply the basic strategies and principles that will suit the needs of the company.
For example small companies could adapt one main strategy which is to have professional and qualified employees in all departments so they do not have to get rid of employees or invest in hiring agency.
Small and large companies can apply training as a regular stragey in their HRM to keep up to date with new policies or procedures consistently. This would help the growth of their business, taking care of employee is paramount to good workplace, happy staff promotes good work. 
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