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1. [bookmark: _Toc127291631]Introduction 
Human Resource personnel started earliest 1800 century when the industrial revolution structured people to work in very poor conditions and controlled until welfare for workers was introduced. According to Human Resourcesmba (2023) the original founders of human resources Robert Owen and Charles Babbage both played a potential role and were able to develop concepts against the backdropping of the industrial revolution that people’s well-being is important to productivity. “Around 1800, Robert Owen an English factory owner referred to as the father of personnel management introduced many social reforms for the welfare of workers. He was one of the earliest management thinkers to realize the significance of human resources” (Thakur, 2020, p. 2).
According to  De Vos and Van (2017, p. 7) state that HRM sustainability is defined as long-term economic and socially efficient, implementing developments, retraining, and increasing employment for employees. And focusing on the longest survival of the organization’s validity in the future.  Another definition of HRM is meant to achieve long-term organizational financial, social, and environmental goals to influence other perspectives to minimize the company’s risks.












1. [bookmark: _Toc127291632]Evaluation of how the roles of HR have changed over time.
[image: Evolution of HR]
                                This image was adopted from  (Editor, 2020)
The workers’ welfare concept of HR personnel started from the earliest 1800s to the 1900s periods and gradually develop an understanding of the people’s issues concerning the workplace according to Robert Owen first introduced in 1828, introduced reductions of working hours, workplace safety, put a discipline and justice system in place. Journey was started in the United Kingdom and at the same time the Patel of workers’ welfare has been seriously conceded in the United States of America. HR improves workers’ salaries, pensions, and other basics right to be recognized. 
According to Editor (2020) until the 1930s HR had a significant change in employees and was recognized as a fundamental part of the organizations and scientific evidence gained more behavioural attention. And that change has developed the field of HR from scientific to personnel management. Now HR responsibilities include resolving employees’ complaints and maintaining records. The role HR plays to gain competitive advantage has recognized by management in the early 1980s. Then the use of technological innovation has shaped the HR image, HR practices leverage the power of data to help workers make decisions to drive better outcomes for companies and employees. “HR teams invest huge amounts of resources in training their staff on new technologies and processes as well as creating frameworks within which to measure and track employee growth in areas central to the company’s success” (Pohal, 2022).
According to What is Human Resource Management (2022) states that the history of HR comes to 1878 regulation was adopted to regulate working hours for young people and females 60 hours a week. by the time trade unions have established in 1868 and a conference was held for the first time. And in 1913 industrial welfare workers significantly growing. And workers’ association was established and change to a chartered institute of personnel and development. Ferris et al. (2004, p. 5) state that Fisher (1989) similarly drew a remarkable distinction between the responsibilities of HR executives as suppose to the roles of HR professionals. particularly, Fisher debated that the roles of HR executives have changed more than those of ranking-and-file HR professionals.  
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HR inclusively runs such activities across organizations to make sure diversity and equity are the most important roles to play in game-changing use to create a tangible organizational culture to integrate employees and make them feel valued and develop new skills and loyal to the brand to satisfy financial objectives. HR exploits the use of new technologies to facilitate sustainable software to recruit, train, develop, and feedback to achieve long-term employees’ total reward Compared to previous HR is changing over time and play significant roles in human management and is acknowledged by most organizations and influence workers behaviour and attitudes towards organizational objectives. “2023 is bringing a changed world of work. The pandemic has propelled digital transformation four years into the future, and the employee-employer relationship has transformed. Although HR has been leading change and crisis in the past years” (Vulpen, 2023)
2. [bookmark: _Toc127291633]An evaluation of how context affects sustainable HRM implementation globally.
Human Resource Management seeks to improve the workforce to provide tangible solutions and guidelines for national and international organizations’ success through the presence of the technology HRM has managed to support leaders to build reskills capabilities to drive finance objectives and understand the importance of employees’ want and needs and safe working environment in different areas around the world. According to Sage Group (2023), an organisation can use a signal brand and provide the same products and services worldwide. Workforces may require different needs in different countries typically salary and working hours may not be the same as well as culture and communication may things react differently in the workplace.
2.2 [bookmark: _Toc127291634]The Characteristics of HRM Sustainability
The Characteristics of Human Resource Management aim to identify the employees’ needs and satisfy long run future development to fight against an injustice working environment to achieve financial equality and able to balance work and personal lifestyle. HRM provides teamwork relationships among employers and employees building a reputation to trust, loyalty and most importantly cultural diversity and respect. For example, “the paper proposes 11 characteristics of sustainable HRM, namely: Long-term orientation, care of employees, care of the environment, profitability, employee participation, and social dialogue, employee development, external partnership, flexibility, compliance beyond labour regulations, employee cooperation, fairness, and equality” (Stankevičiūtė and Savanevičienė, 2018, p.7).
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2.3 [bookmark: _Toc127291635]   Factors that can affect HRM global sustainability. 
The following factors are affecting the sustainability of HRM and global markets. According to Human Resource (2022) states that globalization’s workforce has had a massive effect on HR management and has raised a number of issues regarding how organisations should have staff plants around the world with a mixture of parent-country, host-country or third-country nationals. It is difficult to implement management on staff training, recruiting, and selecting the right compensation it is depending on country characteristics this is raising concerns about how HR decisions must be made. 
In United Kingdom HRM work closely with government policies to educate people about working environment regulations and procedures in the related workplace with help of the rapid technological change enabling to process of data and creating a dynamic market that forces organisations to manage and utilise resources responsibly in a way that can maximise the organisations’ growth and reduce the workers’ exploitation and other challenges. For example, “in The United Arab Emirates (UAE’s) private sector, small- and medium-sized businesses lack clear rules and procedures for HRM concerns, including recruiting, promotion, pay, training, and development” (Khassawneh and Abaker, 2022, P. 6).
United Kingdom National will not be comfortable in such environmental conditions but since 2007 many companies move from the United Kingdom because of labour cost regulations which still can be challenging to operate an international business without using tools such as PESTEL Analysis to identify some factors. According to CIPD (2021)  argue that a PESTLE analysis considers the factors Political, Economic, Social, Technological, Legal and Environmental that influence an organisation. used to varied different scenarios and can lead to people professionals and senior managers in strategic decision-making.
HRM sustainability in foreign companies could impact by political factors such as government policies, political instability, foreign trade restriction policies, education system and labour law these potential can affect the global market. For example, the United Arab Emirates and Oman rank high concerning security issues while Yemen and Lebanon rank low concerning (Rouby, 2019, p. 5).
However, Social factors such as demographic characteristics, norms, customs and values have a great impact on organisation operations and create cultural barriers and difficulties for hosting workers and challenging HRM to implement an integrated environment between two parties when in the Arab world cultures and traditions are very different from the western world and poor work conditions and low pay because of the United Arab Emirates government has poor employment system spends on foreign cheap labour it is a challenge for HRM sustainability. For example, “Considering that local residents do not work in places that are in direct contact with visitors, lacks atmosphere typical of the local population, but all the services offered, and entertainment and cultural amenities visitors create the impression of living with the local customs and traditions” (Gregoric, 2014, P. 8).
3. [bookmark: _Toc127291636]critical discussion on how to sustain the sustainability agenda.
According to Wikhamn  (2019, p. 1) HRM is defined as Human Resources Management long-term strategies to achieve financial, social, and environmental goals to influence others and build the capacity of the organizations inside and outside over a long-term perspective to minimize companies’ risks and increase knowledge of employees by providing retraining and developing methods willing to change, commitment, and sustainable skills to meet the organization objectives and goals.  However, “defined sustainable HRM as long-term socially and economically efficient. recruitment, development, retainment, and dis-employment of employees. Other definitions in this field focus on long-term survival, the viability of organizations, and future orientation” (De Vos and Van, 2017, p. 7).
According to Mashala (2018, p. 2) argues that the global approach to human resource management is to improve environmental sustainability and concern of public organizations to reach potential standards and strategize policies that encourage and empower to make human resources aware of green management initiatives and making to green process work accordingly. And that is why reassuringly public organizations should adopt human resource practices the reasons include supporting the natural environment, ensuring a healthy working environment, growing employees’ morals, being able to gain competitive advantages to ensure a cooperative social responsibility, reducing costs and increasing organization image. “Beyond this core idea, the sustainable work system perspective affirms that a sustainable firm must be one that is engaged in balancing the quality of the working life and organizational performance, with sustainable change processes and employment” (Guerci, Shani and Solari, (2014, p. 217).
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According to Chams and García-Blandón (2019, p. 6) argue that green human resource management specialists identify the organizational culture that employers and employees realize the importance of green attributes and the protection of environmental resources. However, employers are implementing green practices such as employee branding to improve the hiring process to create responsible environmental awareness in the workplace. “The adoption of green practices in business operations provides benefits for society at large, and it shows the socially responsible side of businesses” Amjad et, al. (2021, p. 2).
According to Mashala (2018, p. 3) argues that the process of Green Recruitment and Selection is created an attractive solution for hiring candidates with knowledgeable skills, attitudes and behaviour to ensure that the environmental management systems of the organization are confirmed.  And aim to achieve a quality staff hiring process and innovative talented employees. Linking to Green Performance set corporative environmental management standards green inspection and information systems are vital for environmental sustainability and that contain environmental-related issues concerning policies that link to green goals and tasks of employees’ job descriptions. 
Green Training involves the sustainability of environmental development of strong policies and systems that include candidate training at all levels of the company and developing employee training programs that intentionally involve environmental management aspects. And Green Rewards and compensation. HRM practices require employee commitment and motivation and the organization must reward and compensate. “The dynamics of role and positioning of the environmental and HR functions and their implications on strategic environmental management and performance. This is particularly relevant in the context of HRM systems” (Haddock and Camen, 2016, p. 5).
4. [bookmark: _Toc127291637]Reflection on your learning and how you intend to position yourself to maximize the potential of the growing influence of sustainable HRM
found that human resources management is dealing with a number of issues that relate to employees’ working environments to reduce the workload that may affect people’s well-being in several areas that can be developed by retraining the applicant and placed in the right job that can be suitable for the applicant and to be more productive in the same time human resource management strategies looking after organizations on how to run a productive business within satisfied people whether workers, consumers and all other those surrounded by the organization or those can be affected directly or indirectly. 
Human resources management managed to identify some issues and create sustainable systems to help organizations through training and selection. For example, in recent years the arrival of information technology only competitive companies managed to survive because the world interaction through online communications and e-commerce platforms makes things become tougher for local suppliers may be compared to the quantity of the products or prices when regular buyers find cheaper options to import. That is why the HRM’s job is to research and collects data to predict marketing direction and benefit the organization’s competitive advantages, and product quality within competitive prices to align with employees’ benefits.
However, human resource management has struggled with international environmental sustainability issues in some parts of the world. According to Amjad et, al. (2021, p. 2) international research has identified concerns linking GHRM with organizational performance that the industry in Pakistan currently facing critical environmental challenges and the because of that Pakistani textile export sector is facing problems and added that Pakistan needs to fill the gap in response to the growing pollution.  In this example is identified that human resources management in Western countries cooperates with government regulations to reinforce sustainability by investing more in technologies in the next few years.
Human resource management is difficult to achieve sustainability because of corruption leaders do not look to future generations or long-term sustainability and such behaviours could slow the whole economic growth when HRM-sustainable countries could benefit from other countries lacking marketing competition and will pay a higher price for not acknowledging the environmental crisis in the early stage the higher indirect payment will come to enforce all countries to solve their internal environmental problems in cost. “Environmental performance is on the agenda of sustainability management leaders, CEOs, and top management teams” Chams and García-Blandón, 2019, p. 8).
 Human resource management practices are more effective in developed countries and the demand for more research in countries such as Asia and Africa have poor human resources management is not only affecting people’s motives and the economy but impacts on environmental climate as well. Human resource management lacks research in a wider context could slow sustainability.
5. [bookmark: _Toc127291638]Conclusion
A clear understanding of Human Resources how developed over time in fields of how to transform a good working environment to align with organizational productivity and to improve products or services quality within the most sustainable advantages to survive the competition. Nowadays organizations need to invest more in technology and people are no longer productive and expensive to maintain it is a huge challenge for HR’s personal responsibility to put more effort into reskilling humans, not machines which are invented by people and need continuous improvement and improvement by humans touch.
Human resource management has developed the earlier concepts of the human resource in a wider context of management to direct organizations on how to adapt the change such as environmental issues, employee working environments and cultures that can anyone can fit into the job description despite the location difference of people background is hard to manage but HRM working to support organizations leaders on how important for to be employees to motivate, engage, reward and well pay can generate more profits for the business.
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Figure 1. Theoretical Framework for Environmental
Sustainability through GHRM Practices

directly linked to green goals, tasks and employees green job
descriptions (Mandip, 2012; Renwick et al., 2013). The
integration of environmental management concerns with
green tasks calls for empowerment, engagement and
commitment among the staff and management to dedicate
their efforts towards green environment. The process of
engaging and empowering employees begins with
commitment of senior officials in the organization through
planning of environmental management, targets, activities
and performance measures.  Similarly, manager’s
commitment to performance appraisal is significant when
managers’ dedication and responsiveness conform to
environmental management activities. As pointed by
(Cherian & Jacob, 2012; Sheopuri & Sheopuri), the best
engagement strategy can be realized when managers allow
employees freedom to bring out their ideas about green
management during the performance appraisal meeting.

(3) Green Training and Development

Environmental sustainability involves development of robust
policies and syslemq mcludmg employee trammg at all levels

oo

e




image1.png
Value Impact/Contribution to Business

Strategic
HRM

Evolution of HR

Human
Resources
Management

Personal
Management

Labour
Management

Welfare
Officer

1890 - 1913 1914 - 1939 1945 - 1979 1980 - 1990 2000 - Now

Industrial






 


 


 


 


 


 


 


 


 


Fadul 


Mikail Omar: 1912914


 


M


aster of 


Business Administration


 


 


       


U


niversity of 


Wales


 


T


rinity


 


S


and 


David


 


 




                  Fadul  Mikail Omar: 1912914   M aster of  Business Administration    

        U niversity of  Wales   T rinity   S and  David    

