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[bookmark: _Toc127968492]Introduction 
Human Resource Management (HRM) is a key organizational function that plays a critical role in managing and developing employees to achieve organizational objectives (Al-Ayed, 2019). Traditionally, HRM has been focused on serving the interests of the shareholders or owners of the organization. However, with the growing recognition of the importance of corporate social responsibility and stakeholder capitalism, HRM must now transition towards serving multiple stakeholders. In order to make this change, HR departments will need to shift their emphasis from maximizing profits for stockholders to maximizing benefits for all stakeholders, especially workers, clients, neighbors, and the planet.
This article aims to discuss the pros and cons of shifting focus to HRM that can last for the long haul. This essay will analyze the degree to which a sustainable HRM (Richards, 2020) direction allows the vocation to fulfill the strategic goals of institutions, the degree toward which HR functions can shift from trying to serve only shareholders and owners to serving a wider range of stakeholders, as well as the degree to which HR functions can control the dangers and possibilities associated with creating mutual benefit among employees.
The essay will begin by defining shareholder/owner orientation and multiple stakeholders orientation and discussing the differences between the two. It will then explore the steps that HR functions can take to transition towards a multiple stakeholders orientation and the challenges associated with this transition. The article will also look at the advantages of producing mutual benefit and how HR can handle the many dangers and possibilities it presents to the workforce. Finally, the essay will discuss the role of a sustainable HRM orientation in helping organizations meet their strategic objectives and achieve sustainability.
The essay will draw on a range of academic and professional sources to support its arguments, including journal articles, books, and reports from organizations such as the Chartered Institute of Personnel and Development (CIPD) (Ian Roper, 2020) and the United Nations Global Compact. By examining these issues, this essay will contribute to a deeper understanding of the challenges and opportunities associated with transitioning towards a sustainable HRM orientation.
[bookmark: _Toc127968493]Change in the roles of HR over time 
The role of Human Resources (HR) has changed significantly over time. Traditionally, HR was viewed as a support function that dealt primarily with administrative tasks such as payroll and benefits administration. However, as organizations have become more complex and globalized, the role of HR has evolved to become more strategic, with an increased focus on talent management, employee engagement, and organizational development.
One of the key drivers of this change has been the shift towards a knowledge-based economy, where an organization's success depends on the skills and knowledge of its employees. Because of this, companies are putting more effort into talent management, which entails finding, recruiting, and keeping the best employees. Human resources has played a crucial part in this by devising tactics to attract and retain personnel, such as giving competitive wage and benefits bundles, offering opportunities for training and advancement and fostering a healthy work culture.
Another factor that has contributed to the changing role of HR is the increasing importance of employee engagement. Engaged employees are more productive, more likely to stay with the organization, and more likely to contribute to the organization's success. HR has played a key role in developing strategies to improve employee engagement, such as providing opportunities for employees to give feedback, recognizing and rewarding employee performance, and promoting work-life balance.
Finally, the changing role of HR has also been driven by the need for organizations to be more flexible and adaptable in the face of changing market conditions. This has led to an increased focus on organizational development, which involves developing strategies to improve organizational effectiveness and agility. HR has played a critical role in this process, by developing strategies to improve organizational culture, structure, and processes, as well as by promoting innovation and continuous improvement.
Human resources has evolved from a purely administrative job to one with essential strategic importance in talent management, employee satisfaction, and overall business performance. This evolution has been driven by a range of factors, including the shift towards a knowledge-based economy, the importance of employee engagement, and the need for organizations to be more flexible and adaptable. As organizations continue to evolve, the role of HR is likely to continue to change, with a continued focus on strategic talent management, employee engagement, and organizational development.
[bookmark: _Toc127968494]Effect of context over the implementation of sustainable HRM globally
Organizations all across the globe are realizing the significance of adopting sustainable human resource management (HRM) strategies. Yet, country cultures, regulatory and legal frameworks and characteristics of the organization may all impact the efficacy of responsible HRM practices.
National culture is one of the key contextual factors that can affect the implementation of sustainable HRM practices. Different countries have different cultural values and norms that can impact the way that sustainable HRM practices are viewed and implemented. For example, in countries with a strong emphasis on collectivism, there may be a greater focus on social and environmental sustainability, while in countries with a strong individualistic culture, there may be a greater emphasis on economic sustainability (Björklund, 2015). Therefore, organizations operating in different countries need to consider the cultural context when implementing sustainable HRM practices.
Legal and regulatory frameworks are another important contextual factor that can impact the implementation of sustainable HRM practices. Different countries have different laws and regulations related to sustainability, which can impact the implementation of sustainable HRM practices. For example, in countries with strict environmental regulations, organizations may need to implement more comprehensive sustainability programs to comply with legal requirements (Jackson, 2011). Similarly, in countries with strong labor laws, organizations may need to adopt sustainable HRM practices that prioritize employee welfare and well-being (Paauwe & Boselie, 2013).
Organizational characteristics are also an important contextual factor that can impact the implementation of sustainable HRM practices. Organizations with a strong sustainability culture and a commitment to sustainable practices may be more successful in implementing sustainable HRM practices. Similarly, organizations that have a clear sustainability strategy and a strong leadership commitment to sustainability may be more effective in implementing sustainable HRM practices (Renwick, Redman, & Maguire, 2013).
The implementation of sustainable HRM practices can be affected by various contextual factors, including national culture, legal and regulatory frameworks, and organizational characteristics. To be effective, organizations need to consider these contextual factors when implementing sustainable HRM practices. This requires a flexible and adaptable approach to sustainability, which takes into account the unique characteristics of different contexts.
[bookmark: _Toc127968495]Sustaining the sustainability agenda
The sustainability agenda has gained significant attention in recent years, with organizations worldwide implementing various sustainable practices to address environmental, social, and economic challenges. However, sustainability is not just a one-time project, but a continuous process that requires long-term commitment and sustained efforts. 
One critical aspect of sustaining the sustainability agenda is to integrate sustainability into the core business strategy. This means aligning sustainability objectives with the overall business strategy and embedding sustainability considerations into all aspects of organizational decision-making. By doing so, organizations can ensure that sustainability is not just a side project but a fundamental part of their operations (Lozano et al., 2015). For instance, Patagonia, a clothing retailer, has integrated sustainability into its core business strategy by offering products made from environmentally sustainable materials and partnering with like-minded organizations to advocate for environmental causes (Hsu & Chen, 2019).
Another critical aspect is to establish a culture of sustainability within the organization. This involves promoting sustainability values and behaviors among employees and creating an environment that encourages sustainable practices. This can be achieved through various initiatives, such as employee sustainability training, green team committees, and sustainability recognition programs (Renwick et al., 2013). By establishing a culture of sustainability, organizations can ensure that sustainability remains a priority and is incorporated into everyday work practices.
Moreover, engaging stakeholders in the sustainability agenda is also essential to sustain the sustainability agenda. Stakeholders such as employees, customers, suppliers, and local communities can have a significant impact on an organization's sustainability efforts. Therefore, involving them in the sustainability agenda can help create a shared understanding of sustainability and a sense of ownership towards sustainability goals (Lozano et al., 2015). For example, Lego has engaged its stakeholders by inviting customers to contribute to its sustainability initiatives and by collaborating with suppliers to reduce their environmental impact (Hsu & Chen, 2019).
Finally, continuous monitoring and evaluation of sustainability efforts is crucial to sustain the sustainability agenda. Organizations need to measure their sustainability performance regularly and use the results to identify areas for improvement and track progress towards sustainability goals. This can help organizations stay on track and adjust their sustainability strategies as needed (Renwick et al., 2013).
Sustaining the sustainability agenda requires a holistic approach that integrates sustainability into the core business strategy, establishes a culture of sustainability, engages stakeholders, and continuously monitors and evaluates sustainability efforts. By doing so, organizations can ensure that sustainability remains a priority and that their sustainability efforts have a long-lasting impact.
[bookmark: _Toc127968496]Reflection 
Throughout my learning and research on sustainable HRM, I have come to realize the growing importance and influence of sustainability practices in organizations. As an HR professional, I believe it is essential to position myself to maximize the potential of sustainable HRM and help organizations address the challenges of sustainability effectively.
To begin with, I intend to continue learning and staying updated on sustainable HRM practices and trends. This includes attending relevant training, conferences, and webinars, as well as reading relevant articles and research publications. By doing so, I can expand my knowledge and skills on sustainable HRM and stay informed about the latest developments and best practices in the field.
I also plan to integrate sustainable practices into my own work as an HR professional. For instance, I can work with the management team to ensure that sustainability objectives are incorporated into the organization's strategic planning process, and that sustainable HRM practices are integrated into HR policies and procedures. Additionally, I can help promote a culture of sustainability within the organization by engaging employees in sustainability initiatives and encouraging sustainable practices.
Furthermore, I believe it is crucial to collaborate with other professionals and stakeholders in the field of sustainable HRM. This includes working with sustainability experts, environmentalists, and other stakeholders to exchange knowledge and best practices, and to develop innovative sustainable solutions that can benefit organizations and society as a whole.
Lastly, I intend to leverage my position as an HR professional to advocate for sustainable HRM practices and promote the importance of sustainability to the organization's management team and stakeholders. By doing so, I can help raise awareness and build support for sustainability initiatives, and ensure that sustainable HRM is viewed as a critical component of organizational success.
I believe that sustainable HRM practices will continue to grow in influence and importance in organizations worldwide. By positioning myself to maximize the potential of sustainable HRM, I can help organizations address the challenges of sustainability and contribute to creating a better and more sustainable future.
[bookmark: _Toc127968497]Example 
One organization that has successfully integrated sustainable HRM practices into its operations is Unilever. The company has adopted a sustainable business model that is based on the principles of the circular economy, which seeks to minimize waste and maximize resource efficiency.
Unilever has implemented a range of sustainable HRM practices to support this model. For instance, the company has developed a training program called the "Sustainable Living Plan Academy," which aims to help employees understand the company's sustainability goals and how they can contribute to them. The program covers a range of sustainability topics, including sustainable agriculture, responsible sourcing, and waste reduction.
Additionally, Unilever has implemented a range of sustainability metrics to measure and monitor the impact of its operations on the environment and society. These metrics include the amount of waste generated, the amount of greenhouse gas emissions, and the amount of water used in its operations. By tracking these metrics, the company can identify areas for improvement and implement sustainable solutions to reduce its environmental impact.
Unilever's sustainable HRM practices have also helped the company attract and retain top talent. According to a study by Net Impact, 61% of millennials say they want to work for a company that has a positive impact on society and the environment. By demonstrating a strong commitment to sustainability, Unilever is able to attract employees who are passionate about sustainability and want to work for a company that shares their values.
Overall, Unilever's sustainable HRM practices have helped the company achieve its sustainability goals and create a positive impact on the environment and society. By integrating sustainability into its HR policies and procedures, Unilever has been able to create a culture of sustainability within the organization and demonstrate its commitment to sustainability to its employees and stakeholders.
[bookmark: _Toc127968498]Conclusion Top of Form
In conclusion, the growing influence of sustainable HRM is becoming increasingly important for organizations worldwide. As a result, HR professionals need to position themselves to maximize the potential of sustainable HRM and help organizations address the challenges of sustainability effectively.
Through my learning and reflection, I have come to realize that integrating sustainable HRM practices into organizational strategy and culture is essential to create a positive impact on the environment and society. By staying informed and up-to-date on the latest developments and best practices in the field, HR professionals can play a critical role in promoting sustainable HRM practices within their organizations.
Moreover, organizations like Unilever have demonstrated the benefits of implementing sustainable HRM practices, including attracting top talent, improving their reputation and contributing positively to society.
By positioning themselves to embrace sustainable HRM practices, HR professionals can help organizations align their operations with sustainability goals, mitigate risks and generate long-term value.
Overall, HR professionals play a crucial role in promoting sustainable HRM practices, and by embracing these practices, they can contribute to creating a better and more sustainable future for organizations, employees, and society as a whole.
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