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On this assessment, the main topic is HRM which stands for human resource management. This work will delve deeply into when and where the role of HR originated from, what was its purpose to begin with and how it has gradually evolved in the last century to become a major force in the corporate world. This will be done with an evaluation of how the role has changed. Also on this paper will be an evaluation of how sustainable HRM is being affected due to context, along with a discussion critically on how the agenda of sustainability may be sustained for the longer future. “Twenty years ago Guest (1987) published his normative framework describing the essence of HRM. He presented HRM as a new approach to personnel management, emphasizing its strategic contribution, its closer alignment to business, the involvement of line management, and focusing on HRM outcomes like commitment, flexibility and quality” (Paauwe, J., 2009)
There will also be a reflection on my learning of this module regarding HRM and my vision on how to take full advantage of the rapidly growing influence that HRM is potentially capable of. And to end will be my conclusion as a whole on the module and a brief summarization of HRM, along with the references
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HR which stands for human resources has evolved significantly from its beginning. John R. Commons originally mentioned the term “human resource” in his book which was called “the distribution of wealth” which was published in 1893, but in reality it was only in the early 20th century where companies officially developed HR departments to help resolve misunderstandings between staff and their managers/employers. Many changes began to take place from the late 90’s in regards to the roles of HR and they continue to develop today.  “The last decade of empirical research on the added value of human resource management (HRM), also known as the HRM and Performance debate, demonstrates evidence that ‘HRM does matter” Paauwe, J. and Boselie, P., 2005. In today’s world of business, HR is rapidly evolving, boosted by mobile apps and cloud computing, delivering services of different kinds is making a rapid evolution which is reflecting the demographic changes within the workforce. Using service teams to support and serve business units is something HR did not used to do, but is one of the ways the role of HR has developed in recent years, now HR have their own team in which there are numerous people performing a variety of services to their business units. 
Corporate centres of excellence is now a pivotal part of HR, the centres constitute of training individuals to learn and become experts in their respective fields, whilst also innovating new ideas and methods to enhance HR roles. Thus a CoE includes two important features - the characteristic of being ‘excellent’ and the characteristic of being a ‘centre’. Holm, U. and Pedersen, T., 2000.  At its early stages, HR was more of a casual liaison between disgruntled employees and managers where employees would drop in to speak with a HR member to speak about their issues with their manager rather than directly speaking to them in order to avoid a confrontational and unprofessional situation, now however, HR pays more attention in the recruitment and selection process, by creating the job advert with key specifications of the skills and experience required, conducting background checks and also interviewing potential suitors to ensure they recruit the correct personnel as required for the organisation. Another change that has occurred in HR roles is the organisational design and development of the company, designing is done by aligning the business needs and demands to improve on the structure that is already in place, whilst development is the strategic planning and systematic. Information technology is another change that has happened since the late 90’s, with businesses now predominantly using their HR processes within the digital data and online storage places, whereas before there would be tons of paperwork, the IT processors allow HR teams to focus less on manual handwriting which in turn allows them to focus more on key findings and solutions. The strategic roles HR now plays holds far greater weight than in previous years, one of the increased changes is that HR decision support contributions offers more long term maintenance and success for the organisation.
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In the last 10 years, scholars of HRM have needed to turn their attention to the growing challenges to develop HRM systems that are more sustainable in order to increase human sustainability. As the term sustainability is for the benefit of the future, but also to ensure that placing the necessary seeds today in order to work towards that goal, HRM have took steps in the last decade to identify 3 key pillars in a multi layered concept of sustainability, these are, economic, environmental, and social. One of these steps is once a company has significantly grown, HR will expand their search for employees from overseas, one of the reasons for this is there may be a limited number of employees of the required skills and or expertise within the organisations respected country. One of the reasons is due to employees are already in employment and are not willing to leave their current company and start somewhere new, also, if a person is approached for employment from a different company, or they themselves apply elsewhere and are offered the position, the current employer of that person will typically analyse through the HR team if the employee in question is valuable enough to invest in by offering at least the same, or a better package than that which is being offered by their counterpart company. “Although HRM scholarship is still struggling to explain whether and how sustainability is an issue of concern – the debate originated in general management during the 1990s” Aust, I., Matthews, B. and Muller-Camen, M., 2020.
Another reason is a lack of skills potential employees hold, many of which are recent graduates, and whilst they hold the relevant academic qualifications, certain roles require more experience on the job. As was already mentioned, the majority of employees come from diverse cultures and backgrounds, so HRM has a responsibility to make sure that the company does not offend or make its employees feel unwelcome. They must take into account their diverse workforce while also being aware of local customs and laws in order to accomplish this. Kossek notes that for most organizations, managing the expansion of workforce diversity and increasing the representation of women and minorities across the organization is a crucial strategic human resource (HR) management concern. (Kossek, E.E., Markel, K.S. and McHugh, P.P., 2003) HRM is tasked with finding the best talent for the business and making sure that talent is satisfied with how things are done at work, in order to achieve this, every employee must feel satisfied with their work environment, and if they don't, the employer must listen to their complaints with an open mind and take steps to address them. As businesses continue to experience rapid growth, HRM will need to manage a diverse workforce with a range of physical and mental abilities, cultural backgrounds, races, ages, genders, religions, and sexual orientations. They need to respect cultural differences, be able to adapt to various behaviours, and keep a positive outlook on these variations. They must figure out a way to unify this diverse workforce under one roof and ensure that operations are efficient every day. The global HRM team must also conduct their business ethically, for instance when outsourcing to countries with lower wages or using quota-driven hiring practices. The definition of "fair working conditions" and "a fair termination" as well as making sure that their actions are impartial and fair.
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Just over ten years ago, CEO’s would only talk about boosting profits and shareholder returns. The demand from customers who want brands that inspire, employees who want meaningful work, and society as a whole who wants companies that are accountable has increased. In fact, 88% of millennials claim that opportunities to positively influence social and environmental issues make their jobs more fulfilling, and 64% of them say they won't accept a job from a potential employer without strong corporate social responsibility (CSR) practices. Similar to this, 33% of consumers choose to patronize companies with social or environmental missions. The following techniques can be used to support the sustainability agenda. Determining your company's social purpose and how each employee can help you achieve it by working with your leadership team. Unilever, for instance, wants to make sustainable living the norm. Once you have improved your own, build the code of conduct for your business around this, just because you have a purpose doesn't mean you can ignore all of your other sustainable goals, rather, it just means you have a focus. The first thing HRM should do is make sure that all of their policies and practices support the organization's sustainability goals. The entire workforce must receive a copy of a code of ethics, and any areas that require improvement must be addressed. Remember to regularly review the objectives and contrast them with the societal issues they are meant to solve. HRM is responsible for ensuring that the hiring and on boarding processes take their sustainability goals into account, For instance, sustainability goals should be discussed in the interview process. It also depends on finding the right cultural fit for the reputable organization. Each new employee should receive a thorough explanation of the significance of the company's mission and vision as part of the on boarding process. Many sustainability initiatives necessitate specialized knowledge, such as discussing fair wages or sustainable sourcing with suppliers. 
The company's sustainability goals must be thoroughly explained by HR staff, who must also outline how each employee can help the company achieve these goals while also providing any necessary training. Giving workers the tools they require to be more environmentally friendly is essential. By eliminating all paper from your hiring process, such as pamphlets, brochures, forms, company information, and reports, you could, for example, convert to an entirely electronic hiring process. All these three global companies, IBM, Marks & Spencer, and Nestlé have made sizable investments in the processes and systems that enable big-scale sustainability decisions. For instance, Sage, a provider of accounting software, gives mid-sized multinational corporations access to a cloud-based, global HR and people system that streamlines operations and enhances employee satisfaction. Self-service gives your workforce more control over their employee data in addition to frequently eliminating the need for physical paperwork. “The move to more web-based recruitment activity has permitted recruiters to provide much more information, such as detail on their EM activities, compared to traditional mediums such as newspaper advertising or brochures” Renwick, D.W., Redman, T. and Maguire, S., 2013
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HR roles at its birth was a very basic bridge where employees and their managers could indirectly speak of their issues with each other via a third person, this was from the late 1800’s. What I have learned during the research for this assessment is how diverse the role of HRM is, as someone with little knowledge of this role, I used to naively believe that HR is mostly about helping disgruntled employees by hearing their concerns and complaints, whilst these are still important aspects of HR roles today, it is only scratching the surface of the magnitude of the role. According to Ziebell, The adoption of new technology and the subsequent success of the overall HR transformation would be boosted by new metrics (Ziebell, et al) One of the things I have learnt in regards to HRM is how mobile apps and cloud computing now play a significant role in not only communication between employees and managers but also to access information more easily and with little hassle, FAQ’s can be found on every website with keyword searches whilst cloud computing also stores statistics of a variety of topics to determine the general consensus. Another aspect of HRM ii have learnt is how they have set up service teams to support business units, some of these departments are recruitment, training and development, compensation and benefits administration, health and safety and employee and manager relations.
Corporate centres of excellence is something I was not aware of, I did know of this as a namesake but did not have a full understanding of what it consisted of, now after the lectures with Prof Pebble and my own research, I understand it is somewhat of a training facility in which HRM have specialist experts offering their knowledge, expertise to HR employees to make them better at their roles, whilst also offering coaching of specific skills of expertise of expertise to the appropriate employees. Around the world, Hellström states that centres of excellence (CoEs) have grown to be a crucial component of the policy mix for achieving the sector's goals in higher education and research (HER). (Hellström, T., 2018) The centres are also a place where HRM and HR employees can be creative in coming up with new and innovative ideas, whether their ideas are then implemented or not, the most important thing to remember is that they are free to share their thoughts as the role of HR is ever evolving. In terms of how I intend to position yourself to maximise the potential of the growing influence of sustainable HRM, I firmly believe in the old saying of “practice makes perfect” so the corporate centres of excellence must be pushed to all HR employees, however it is not realistic to expect a high number of these centres, more training on the job may be better suited, shorter courses on a weekly or fortnightly basis.
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To conclude this assessment, it is very clear that the role of HRM has come a very long way from its birth, from only being a very basic form of communication between employers and managers, to now being a pivotal part in growing and sustaining an organisation, having said that, there is still plenty of prospect of growth for HRM. “Researchers have identified that the human resource management (HRM) challenges in such rapid-growth organizations differ from their low-growth counterparts” (Srinivasan, V. and Chandwani, R., 2014)
As there is now postgraduate courses in HR, which helps a great deal for future employees, it is my belief that experience in the role in a working environment is fundamental for employees to become better at the role, newly graduated HR graduates must also be trusted to be competent to learn their new roles, so the ones who excel may take over the roles of HR managers in the future. “Graduate employability is the ability of graduates to secure jobs in the labour market, being equipped with most of the skills most envisaged by the employer and the ability to participate and contribute to the knowledge economy by applying what they learned in higher education and also improve their social standing and the country’s economy” (Paadi, K., 2014) As Professor Pebble explained in one of his lectures, an employee to reach optimal productivity varies depending on their backround of employment, if they are joining from a different firm in the sector it is 15 weeks, whereas 32 weeks for an employee that is joining from a different sector, up to 40 weeks for a newly graduated person and 1 full calendar year for someone coming back into work from unemployment, so it is my conclusion that a new graduate would be more beneficial as they are typically more eager to climb the ladder of their career, be responsive to training and learning and also be starting on a graduate level salary.
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