1




Student Name: Hussain Ahmed
Student Id: 1815238
Programme: Master of Business Administration 
Module Name: Human Resource Management
Module Code: LCMB7000
Lecturer Name: Prof D G Pepple
Assignment Title: Assessment 1 Individual Report
Master of Business Administration


Table of Contents
Introduction	3
The Roles of HR Have Changed Over Time	3
Context	4
Sustain the Agenda	6
Share the Vision	6
Create Buy in	7
Political Issue	7
Training and Developing	7
Adapting	8
Reflection	8
Conclusion	9
References	10




[bookmark: _Toc126681844][bookmark: _Toc126754031]Introduction 

HRM has a very important function in every organization. Without HRM, companies would not be able to effectively recruit and retain employees, improve, and enhance the organization, and they wouldn’t be able to maintain a healthy, accepting workplace culture and environment. Human resources management is so important to organizations that many call this department the heart and soul of a business as HRM plays a very vital role in every organization.
In this module assignment the task given was to research on how an organizational HRM are operating to work effectively with the HR managers and gain sustainability in different organizations and explain the importance of the HRM and the key functions of having the HRM within an organization.
Also compare how the HRM is affected by its Context and how sustainable is it in different organizations in different countries.  
The concept of sustainable HRM is becoming growing attention in research and practice. The roadmap of sustainable HRM can assist HR managers and organizations to know and understand the core components which need to be comprehended to increase productivity and performance. Sustainable HRM is constructed around the broad objectives of the business in the range of business units. One of the main factors of sustainable HRM is the engagement and satisfaction of employees. This involves including the workforce in decision-making and cheering them to play an important role in building a sustainable workplace (Khan, 2023). This topic is significant for firms because it gives an overview of the drivers, trends, and business case for sustainable HRM. The main keywords in this assignment are HRM, HR, and sustainability.  
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In the past ten years, many factors have contributed to the dramatic shift that has taken place in the world of work. Workplaces are constantly evolving (Jwilliams Staffing, 2020 ). These factors include a severe economic downturn, advances in technology, and a diverse personnel who have very different ideas about what work should look like. The rising level of competition for competent employees is now one of the primary concerns of modern companies. As a direct consequence of this, the workplace has become much more customized and centered on the employees.
The function of human resources (HR) has traditionally been viewed as one that implies the formulation of policies and the completion of administrative tasks (Vulpen, 2023). These tasks include the creation of employee handbooks, the collection of time cards, the drafting of contracts for new employees, the management of employee benefits and the resolution of worker complaints. However, in today's modern workplace, the function of HR is shifting. Over the course of the last several years, many sectors have been subjected to enormous amounts of change as a result of the development of new technologies, the introduction of new employment legislation, and the recruitment of younger and more diverse personnel. The increasing availability of technology and self-service digital tools has had a particularly significant influence on the function of human resources departments. In some instances, the evolution of technology has enabled human resources (HR) professionals to take on more strategic roles, whereas in other instances, technology has merely enabled HR professionals to more effectively address the administrative responsibilities that are associated with their role. Many of the standard responsibilities of HR departments are becoming easier and requiring less time to do as a result of technological advancements. Through the use of online tools for human resource management, workers are now able to handle almost all of their own administrative responsibilities, including enrolling in and administering insurance plans, monitoring their work hours, and making progress toward professional objectives.
The human resources expert, who in the past may have been overlooked by executives in C-suite roles, is now regarded as an invaluable member of the executive team. The world of working is continuously changing (Harte, 2019). Because of this evolution, there is a significant need for an entirely new set of skill sets. These days, HR professionals equip themselves with skills in finance, change management, marketing, and analysis to better assist them in leading their organizations. Each specialization is dependent on the formation of new partnerships, just as the HR role is now requiring a more comprehensive skill set. The HR department is working closely with the other departments to achieve the organization's objectives. The function will now be performed by marketing, with the end goal of strategically developing the employer brand. The HR department is working with the finance team to develop creative compensation plans in order to strike the best possible balance between the company's budget and its overall effectiveness. Efforts made in the areas of workforce planning and succession planning demand close collaboration with change management efforts. Because it takes a holistic and cross-functional approach, businesses are able to successfully recruit and keep the best employees.
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The idea of sustainability has been gaining popularity and has been credited with encouraging the development of a strategy for employees that is known as sustainable HRM (Sulej, 2021). The guiding principles of strategic human resource management (SHRM) illustrate how sustainable development can be applied to human resource management. The fact that HR development is also one of the fundamental components of HR function explicitly shows that sustainability involves the cultivation of human potential. The importance of employee development is brought to light within the context of sustainable human resource management. Within this context, employee development is regarded as both a component of HR function and one of the specific principles that underpin sustainable HRM. It is a term that refers to the idea of combining the concept of sustainability, with a more relaxed approach to the management of human resources. This method encourages building a human resource management strategy on the promotion of a culture that values trust and collaboration among its members. The goal of the soft approach to human resource management (HRM) is to generate satisfactory financial results, but it must be done through the strategy of developing positive relationships between employees and their employers. 
The global corporate environment has undergone significant shifts in the previous ten to fifteen years (Aust, et al., 2020). It is now widely believed that many organizations are working towards more than one goal. As a result, people are redefining success in ways that are more compatible with sustainable living. The function of HRM is undergoing change right now as a result of the shifting nature of the environment in which organizations operate. Instead than focusing solely on quarterly returns and other near-term financial concerns, a developing model of sustainable human resource management (HRM) is adopting a multidimensional approach that takes into account the long-term implications of workforce demographics and biodiversity. In the early phases of its growth, Sustainable HRM referred to actions that were considered to be Socially Responsible HRM. In a later stage of development, socially responsible human resource management emerged not only as an essential component of the Corporate Social Responsibility (CSR) or sustainability strategy of an organization but also as a tool for carrying out that plan. It appears that HRM is uneasy with actively engaged in substantive sustainability work. However, in the future, it will be necessary for it to take on a role that is more strategic. This is because the complexity of the challenges related to stakeholders is increasing, as is the degree of sophistication of a company's engagement in sustainability.
In order to define its practices, sustainable HRM utilizes pillars that are analogous to those utilized by conventional HRM. These practices include job design practices, selection and recruitment, rewards and compensation. Additional techniques for sustainable human resource management are connected to CSR activities. It is possible for organizations to achieve a competitive edge and improve their monetary performance, ecological performance, and organizational attractiveness by leveraging sustainable HRM strategies. In addition to this, it can improve the efficiency with which green supply chain management efforts are implemented, as well as the progress made towards achieving sustainable procurement objectives. A more sustainable HRM can help lessen the income gap between different households (Puig, 2019)
Low levels of commitment to sustainability training and the absence of a formal structure are key hurdles to sustainable HRM in firms (Anlesinya & Susomrith, 2020). One of the issues is a lack of commitment to integrating human resource management with sustainable business practices. In order to ensure the successful implementation of sustainable HRM in firms, addressing these problems may be helpful. The majority of the issues that have been noticed are organizational in nature. Knowledge that is relevant to practitioners could be gained from the investigation of individual-level problems connected to employee attitudes and behavior, as well as other external factors that impede the successful application of sustainable HRM in businesses.
When it comes to a company's efforts to remain profitable and maintain a high level of sustainable performance, the department of human resources is one of the most important players. This department is responsible for employee selection and recruitment, as well as training and development (Leidner, et al., 2019). Human Resources (HR) is in charge of making sure that practices and long-term values are taken into consideration when designing communication systems. It is possible that the contributions of external variables, such as researchers, regulatory agencies, and researchers, senior management, employees, and line managers, could take crucial part in the successful execution of sustainable HRM.
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Share the Vision 
The pursuit of sustainable development offers an energizing and novel viewpoint on the world, which can encourage the development of inventive solutions to a number of challenges faced by businesses. The entire structures of an organization make it possible to achieve sustainable development (Mishra & Sarkar, 2020). It is vital because it has the potential to motivate people to hone their one-of-a-kind abilities in areas that fundamentally contribute to the requirements of the environment and the society. A high-quality labor force for the future can be ensured by implementing sustainable HR operations.
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When employees are given the opportunity to contribute to the development of a company's sustainability goals, they are more likely to remain loyal to the organization. If an employee were interested in staying with their current employer because of the sustainability initiatives the company was undertaking, they would not quit. The most effective method for ensuring that employees are interested in initiatives is to provide them with opportunities to participate in the development of those projects. Educating employees about sustainability should be incorporated into the process of employee training to encourage employee participation in sustainability (Man, 2020). 
Form Collision
Employees who are committed to sustainable HRM should be encouraged to create groups within organizations. With the support of a talent management program, it is possible to accomplish. An organization will be able to establish a team that is more productive if the suitable approach for managing talent is used. This is significantly more helpful than simply having a group of imaginative and skilled individuals working for the firm. 
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The political opinions of the personnel are so completely opposed to one another. This results in harassment and intimidation at work. 42% of workers have disagreed with their employer over politics at some point, and 12% have been subjected to bias based on their political identity. Respect for one's colleagues can be taught in the workplace through sustainable HR practices such as office regulations and training sessions. Discussion can be kept focused on the more general aspects of an issue when using sustainable HR (Milligan, 2020). 
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It is the responsibility of each organization's talent department to guarantee that all talent management systems adhere to the same standards. Employees are more likely to remain with a business if they are given the opportunity to grow professionally and acquire new knowledge (Danao, 2022). As a result, Sustainable HR needs to ensure that there are opportunities for advancement in the form of new assignments, professional development programs, and job rotations. 
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Employees that are both knowledgeable and motivated are essential components of any firm that hopes to successfully execute the concept of sustainable development. The talent management departments of an organization need to make an investment in the personal development of employees and in cultivating a pleasant working environment. It is important for businesses to recognize and appreciate their most dedicated workers by presenting them with opportunities for advancement and retirement benefits. 
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Regarding the development of my professional life, this topic offered a lot of insights and kept my interest. Throughout the course of the work, I came across a variety of topics and key words. The adoption of HR methods and techniques that enable the attainment of ecological, economical, and social goals is what I have come to understand to be the definition of sustainable HRM. I investigated the notion that sustainable HRM strategies for organizational outcomes go beyond monetary performance. It is the process of developing, attracting, and maintaining personnel in order to preserve a strong human resources foundation, with the goal of contributing to the continued existence of a company. Soft concerns, such as expressing sincerity towards the employees, are at the center of sustainable HRM. It may include giving employees with opportunities to advance their careers as well as good working conditions and environments. The practice of sustainable human resource management is sensitive to the emotional and physical well-being of workers while they are on the job (Wikhamn, 2019). During the course of my work on this project, I learned that a sustainable HRM strategy requires retaining talented and engaged employees as well as recruiting new ones. It also provides workers with possibilities for growth in a healthy working environment as well as in their careers.  
A proactive strategy in the employment relationship that can assist firms legitimize their business operations within society is referred to as sustainable HRM. In the future, I am aware of my responsibilities regarding the implementation and promotion of sustainable HRM. In addition to what I already knew, I also picked up the concept that sustainable HRM practices have an effect on the connection between innovative product development and satisfied clients. I was able to improve my ability to provide exceptional customer service once I became aware of the link that exists between innovation and environmentally responsible HR practices. In my future career pertaining to sustainable HRM, I will be able to place an emphasis on the generation of innovative ideas as well as sustainable HR practices. The happiness of customers is impacted by sustainable HR practices. The term "sustainable HRM" is increasingly being linked to initiatives that aim to inspire highly trained workers. In the future, rather than focusing on ways to improve the working lives of occupational groups characterized by lower levels of skill and pay, I will focus on increasing pay for workers. I will work to improve sustainable human resource practices by encouraging employer participation in welfare programs. 
In addition to this, I gained an understanding of the significance of recognizing organizational culture in sustainable human resource management. Positive views held by coworkers towards a diverse workforce are one reason why organizational culture is seen as an important aspect in sustainable HRM (Poon & Law, 2022)
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Sustainable HRM practices are those that are geared towards making employees both better able and more eager to stay in their current jobs in the present and the future. These types of activities place an emphasis on employers cultivating their workforces rather than abusing them. Beneficial relationships between employers and employees are essential to the long-term success of HRM. The risk is that, in the absence of a revisionary agenda, future understandings of sustainable HRM are likely to continue to favor a corporate profitability. The concept that both parties in an employment relationship can profit from the implementation of sustainable HRM practices serves as the conceptual foundation for the employee engagement approach. A wide variety of HRM techniques, which are becoming increasingly widespread, as well as the essential involvement of HRM practitioners, are the primary means by which organizations create sustainable HRM. It is essential to have sustainable HRM in place in order to successfully recruit and keep high-quality personnel. An improved social and productive climate between employees and line managers is the result of high levels of respect shown to workers by those managers.
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