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INTRODUCTION-
Human Resource Management is employment management which includes managing people to achieve competitive advantage through Strategic Development. It works within Employer-Employee Relationship. It includes Practice of Recruiting, Hiring, Developing, and Managing an organization’s Employees. It is a way for achieving better Results in Productivity and Sustainability. (Stone et al, 2021, p.10)
Armstrong defines Human Resource Management (HRM) as a planned and unified approach to the management of an organization's most important assets - the people who work there and contribute individually and collectively to the achievement of its goals. Human resources (HR) is a company department that attempts to maximise employee performance in support of their employer's strategic goals. (Rotich, 2015, p.58) The main role of Human Resource Management is to motivate, and trained various highly skilled employers which results in the enhancement of and productivity of the organization. The role of the HRM changes over a time. It changes from a Shareholder orientation towards serving multiple Stakeholders’ roles.
Strategic HRM and sustainable HRM integrate together and contribute towards high productivity. Strategic HRM techniques are essential for enhancing organizational learning. The evolution of roles and devices continues to be the main emphasis of HR policy and procedures. By taking into consideration a clearly defined framework of HRM practices, team behaviors, and constructive learning aspects are forced inside the organization. (Alharthy, et al, 2011, p.10448) Ecological balance and environmental protection are taken into account while connecting economic and social aspects of development. As a reaction to the 1960s (Sustainable Development HRM) is developed as a consequence of a natural resources high unemployment rate etc. (Sulej, 2021, p.671)        
· HRM Transition
Human Resource Management was progressively developed from the Welfare stage (in 1900 – 1940) to the present Human Resource Management.
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The Development of Human Resource Management is mainly increased by Technology, Digitalization, and Industrialization.
In a Pre- historic time (Pre-World War II) Supervisors, Line managers, and other Welfare officers performed the personal function. This is known as the welfare state as prior to world war II, all things are stable Labors are available for Employers. The Welfare officer is responsible for employee welfare activities, Recruitment, Jobs, and Acts an intermediate between The Labor and Employee.
A.H. Martin founded the Australian Industrial Psychology Society at Sydney university in 1927 to promote the concept of behavioral scientists and industrial psychologists in Australia. (Rotich, 2015, p.60-61)
After (1940-1970), World War II, there is a beginning of more Strategic, Professional, More Postmaster generals ensured the maintenance and Productivity of employees by teaching them new Technical skills offering emergency Training courses, Motivating Employees to work hard for Good Production
After 1970, the third stage of Human Resource Management began with the increase in Industrialization, Competitiveness, The Personal Management changes to The Human Resource Management. There is a Tremendous change from Personal Management to focus on an overall organization. Excellence in Leadership and Total Quality Management basically increased the industry-to-industry Relationship. 
Human Resources, is regarded as Employees having well skilled, well Trained, Possessing Knowledge, Leadership qualities, and also Responsible for Sustainable Development.
They are Responsible for the Achievement, Productivity, and Sustainable Development. In this era, there is also an enhancement in the Thinking Capability, and Design ability of HR Manager and employees. The planning becomes more strategic. (Rotich, 2015, p.62-64)
Now, HR Preforms various functions rather than one. HR Management has contributions from Personal Management, Industrial Relations, and Strategic Development. (It seems like that of a catalyst which increases The Productivity of a Reaction. When the catalyst is mixed with the Reactant, Increment in the Product concentration. Hence, Strategic Techniques, Imitative ideas, and Industrialization basically Transformed Personal Management into Human Resource Management. 
The Present and Digital Human Resource Management
With the increase in the Digitalization and Robotics, there is an emergence of a Fourth Industrial Revolution in the environment (Silva et al, 2022, p.1) 
It plays an important role in Renewing the way people work, learn, and manage, recruit each other. New jobs where Developed that enhance the Employment rate. There is a Development of sustainable Human Resource Management with a Strategic approach. 
According to Ulrich, (Rotich, 2015, p.65) HR Professionals must add value to four key Stakeholders for the survival of HRM.
It includes employees who want Devotion and Customers who want to buy more products. Line Manager who plans the strategy and makes it happen. Investors who want the stock price to increase. (Rotich, 2015, p.65)
COVID 19
In the Pandemic, it is a high contingency period. In This Pandemic, New jobs were designed for management. It will be focused on Multiple stakeholders, including Shareholders, Employees, Management, and Government. (Grane and Matten 2020) COVID-19 considered employers as critical Stakeholders. Health and Safety Measures are imparted in this Pandemic while working. As customers nubs products and services. They are considered a Shareholder and Stakeholders in this Pandemic. (Collings et al, 2021, p.1379) Thus, COVID-19 is a good environment for exploratory study. The planning process in senior leadership teams, as well as how HR strategy has emerged and grown in (Collings et al, 2021, p.1380) 
· Context of HRM
The HRM functions mainly depend upon the Environment, Organization, and Business strategies and it seems to be different from country to country due to different cultures. The functions mainly depend upon the type of organization and employees. The output factor is highly dependent upon all these factors mentioned above. (Jackson and Schuler, 1995, p.244)
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· Environment-
Human Resource Management is mainly affected by the Legal, Social and Political Environments. Global corporations face extra social and political realities. For example, in certain nations, civil and religious rules coexist and simultaneously establish a faithful framework for HRM. (Jackson and Schuler, 1995, p.248)
 The Learning environment gently enhanced Human Resource Management. Heaving well- skilled knowledge is highly important in a global competition. Motivation is another factor in the Environment. Which is also responsible for creating Highly skilled, Active, and Smart employees. for example -in a covid-19 Pandemic, an alternative method such as an online method is used for providing Training, Knowledge and Education. Competence is one of a person's core attributes It explains how to think, react, and act well, as well as draw conclusions that may be carried out and maintained by a person at any given time. For example, in someone who exhibits predictable behavior on a variety of Work Tasks, the essential traits of competence are part of a deep and intrinsic proximately. (Mulang, 2021, p.84)
  
· Life Cycle –
The life cycle involves the Start-up, Growth, and Maturity within the different stages of a life cycle, there will be different priorities and it will be led to insemination for HRM. Selection 0f employee Thus takes place on the basis of a type of life stages Persons. Buller and Napier (1993), for example, discovered that CEOs and human resource executives in fast-developing organizations saw recruiting and selection as the most essential part of HRM. (Jackson and Schuler, 1995, p.246) Organizations are likely to encounter a variety of hurdles at each level, which will have an impact on the HR Strategies they use to address the problems.
     Birth Stage-It is the most crucial and important stage in the organization. Firms are to enter the Business sector at the beginning by identifying the right market segment to provide their goods and services. At this early stage, it is seen to be essential to hire and choose higher-grade workers. A Significant issue with this stage is that the organization must deal with a potential shortage of funding from senior management.In order to Create and Provide competitive products and services at this point, financial institutions should be able to compare the hubs of the market. (Mitsakis, 2014, p.194)
Growth Stage-It is the second and most crucial stage. Here, the Product and Service start to reach a higher level of demand after surviving the starts-up phase and the business start to produce a high level of sales growth and Profitability. At this point, there is a larger need for labor since more worker wants to work for companies that after stable employment and competitive pay. Additionally, organization without goals are more likely to see faster growth. At this point, the customer connection has been developed as a result of ongoing communication between customers and businesses. (Mitsakis, 2014, p.195-196)
Maturity Stage-At this point, the organization engages in internal initiatives or movements to address sporadic, seasonal, or longer-term requirements. Products of the company as well established in the market, but sales are increasing at a slower rate, consumers are becoming fewer and earnings are Declining. Additionally, the aim is to increase the return on investments made during the earlier phase of their life cycles. Organizations look for surroundings with reduced labor cost as they attempt to Reform and Recognize their operations business that are in the Growth and Maturity Stages tends to be more Crisis Resistant and Ultimately more capable managers. (Mitsakis, 2014, p.197)
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· National Culture-
Every Nation has a unique cultural value. Hence HR management is also different from nation to nation. The Globalization of national economics resulted in the difference in the management of Human Resources in different countries country has different political and economic systems.
Investigations into the importance of national culture in human resource management might benefit from a focus on how internationally expanding organizations construct HRM systems that are simultaneously consistent with various and unique local cultures while staying internally consistent within the framework of a single organization. (Jackson and Schuler, 1995, p.252)
For example, the United States places a premium on labor. In contrast to the Japanese emphasis on uncertainty avoidance and social stability, market mobility shows a readiness to embrace uncertainty about future employment. which calls for Guarantees of job security. Rowley, and Lewis assert that Because national cultures have distinctively structured systemic structures, it is dangerous to isolate and compare particular cultural features. (Rowely .C, 2002, p.91)    
· Health Sector-
Human Resource Management is Responsible for managing the health and care of the management. In the health sector, human resources are the clinical and non-clinical staff which plays an important role in taking will care of individual health. The difference in a country's healthcare workforce's size, distribution, and composition is a major source of worry. The quantity of health personnel available in a country, for example, is an important measure of that country's capacity to offer delivery and interventions. The Healthcare management staff is Responsible for providing the best output and productivity. Gros Domestic Product also varies from country to country which is responsible for different health care management and Human Resources. Countries having high Gros Domestic Product (GDP) spend more on Health Care. (Kabene , 2006, p.1-2)
Unionization-Global 
There is a difference in the Received wages between unionized employees and non-union employees in The United Kingdom. Unionized employees have received up to 33% greater than those Unionized Employees. With the increase in the increase in globalization, there is a more Recognition of Management Relations, among union and multinational enterprises. Due to the environmental influences of Deregulation, Global competition has changed to a service company. Recent years have seen a decrease in unification. Some unions have used to engage in adversarial negotiations with management and other forms of conventional Collective Bargaining. Researchers can no longer simply compare union to no because of evolving union management interactions, and firms’ unions. (Jackson and Schuler, 1995, p.249)
  

· Sustainable HRM 
Sustainable Development is a well-defined organizing principle that meets the needs of present as well as also achieving The Goals for future Generations. It enhances the ability of a Future generation to meet their own needs. For example, in terms of a nature and environment, if we save the natural environment such as trees, fresh water, animals, etc. Grow more trees, it is a sustainable development that helps the future generation to meet on demand for fresh air, fruits, etc. HRM Sustainable development is defined as the part of Human Resource Management that will Enhance the Environmental, Social and Economic Performance of the organization. (Henarth, 2019, p.140)
By adopting Business strategies and initiatives that fulfill the demands of the firm and its stakeholders now while also safeguarding, preserving, and improving natural and human resources for the future. (According to a sustainable development report in 1992) Sustainable HRM involves motivating, employees, and the policies and procedures for managing employees. To attain a Triple Bottom Line, Sustainable Development develops the abilities, motivation, perspectives, and trust necessary.
The models of a Hard HRM had a significant influence on The HRM discovers since 1980(Fombrun, Tichy & Devanna,1984) Industrial Relations and employer welfare strategies were developed as a result of a Human Relations movement as soft HRM Strategies. (Karfan,2015) In contrast to Hard and Soft HRM, context-based literature that focused on the social, cultural, and legal reasons and many functions of human resources in Helping employers to meet the expectations of role partners inside the firm arose. The Global Business environment has drastically altered over the last 10 to 15 years and many Organizations are now Regarded to be pursuing several goals. As a result, they are redefining success in terms of a Triple Bottom Line and Quadro pole Bottom Line. (Chams, 2019, p.111) 
              Sustainable HRM is divided into Three Branches



Green HRM                   Economic HRM            Social HRM

Green HRM encompasses Things like Green work performance, Green HRM functions, and Green Attitude and Behavior. Organizational ethics, work-life balance, health, and safety are all included in social HRM. (Chams, 2019, p.112)
High Reference organization, employee Retention, and customer happiness are all part of Economic HRM. Hence, sustainable HRM has a major contribution to Development. For example- (A Novo Nordisk, a global health care company) fellows’ sustainable development financial, social, and environmental considerations. Over the past few years, corporate sustainability has drawn the interest of much of the world. People expect Businesses to take into account all human requirements. Over an 18-year period, companies with “High Sustainability” Performed in terms of both stock market and accounting metrics. (Ehnert et.al, 2020, p.3)

· REFLECTION
From the above discussion, it is elucidated that to meet the needs of individuals and for the development of an organization human resource management plays a very crucial role. It includes strategic planning, and sustainable development techniques, nowadays corporate sustainability is essential to meet- each and every demand. It includes all aspects such as environment, economy, finances, etc. Human resource management functions transformation takes place with an increase in industrial relations, technology, and digitalization. Its function mainly depends upon its environmental conditions, structure, organization, etc. It Transforms from the only roles of a shareholder to multiple role as stakeholders.
To maximize the potential of the growing influence of a sustainable HRM, some important aspects must need to be considered. It includes the conservation of the environment, nature, energy, Humanity, etc. Health, economic, and financial conditions are also to be considered in an organization. These all must be integrated together for the maximization of sustainability. In an organization groups of employees were distributed for the management of a particular field according to their knowledge and skills.
Some of the employees will work in the environmental field, some of the employees will work on financial and economic problems. Employees were motivated and well trained and also rewarded for their work. For example, food and shelter have to be provided to economically weak people at a lesser rate. Some of the manufacturing industries also working on the management and reduction of waste. (Swidi, 2021)
Several companies work on the criteria of sustainable management. For eg- Apple, Google, Intel, Ikea, etc. In apple, company aluminum is used as it produces less emission and in google data centers consumes 50 percent of lesser energy. They mainly conserve energy and control pollution.
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