



Table of Contents

Introduction	2
1.	Role and Functions of HRM During the Time	2
1.1	Role of Human Resource Management	2
1.2. Function of Human Resource Management are as follow:	5
2.	Context	5
2.1. What is Sustainability?	5
2.2. Sustainable Human Resource Management (SHRM)	5
2.3. How is SHRM different in Different Industries?	5
2.4. How is SHRM different in Different Countries?	6
2.5. How is SHRM Affected by Technology?	6
3.	Agenda of Sustainable Human Resource Management	7
4.	Reflection	8
5.	Conclusion	8
6. Reference List	9












[bookmark: _Toc127403713]Introduction
This assignment will try to explain the future role of Sustainable Human Resource Management (SHRM) and its importance within the organization and connect with the new environmental challenges our society faces. Human Resource Management (HRM), according to Storey (1995), is a distinct method of employment management that aims to gain a competitive advantage through the strategic deployment of initiative-taking employees. This technique combines several structural, cultural and personnel practices.
Human resource management is the deliberate and operational approach to managing an organization's most valuable assets - its employees - to maximize their performance and contribution to its goals and aims. HRM is concerned with employee recruitment, management, and direction in an organisation. (Ahammad, 2017) It involves managing employee’s compensation, benefits, training, career development, and labour relation. It also involves the implementation of policies and procedures that are designed to foster a positive organizational culture and to ensure compliance with employment and labour law.
1. [bookmark: _Toc127403714]Role and Functions of HRM During the Time
1.1 [bookmark: _Toc127403715]Role of Human Resource Management
The role of Human Resource Management (HRM) has changed significantly over time. In the past, Human Resource Management was primarily focus on administrative tasks such as payroll and employee benefits (Storey, 2014). Today, HRM is a critical part of any successful business, playing a vital role in employee engagement, recruitment, and retention. (Storey, 2014) HRM is now a strategic partner to business leaders, helping them attract, develop, and retain top talent. HRM has also become more focused on creating a culture of inclusion and diversity, which is essential for a high-performance workplace. HRM has become increasingly focused on developing and implementing policies and procedures to ensure compliance with legal and ethical standards. Human Resource Management (HRM) has progressed through numerous stages, mostly because of industrial revolutions, world wars, globalisation, and the exponential rise of technology. (Itika, 2011; Noe et al., 2016). Human Resource Management 
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Following Figure 1, we will describe the difference between Personnel Management, Human Resources Management and Strategic Management.
Traditional concept of Personnel Management is a human resource management system that focuses on the administrative and operational aspects of managing an organization’s employees. It is a system that is focused on the efficient use of resources to ensure that the most productive and skilled employees are hired, managed, and retained. (Ahammad, 2017, p.415) Personnel Management is a top-down approach with a focus on compliance and a lack of strategic planning. It emphasizes the legal aspects of employment such as compliance with labour laws and regulations, rather than focusing on development of employees and their potential. It also involves a hierarchical organization structure, limited job roles, and a lack of career development opportunities.
On the other hand, Human Resource Management (HRM) is a field of business focused on the management of people in a business environment. (Armstrong, 2006, p.27) Its primary focus is on the recruitment, management, and development of people within a company. HRM is a system of managing people in an organization that focuses on recruiting, managing, and developing employees. HRM includes activities such as job analysis, training, performance management, compensation, promotion, employee relations, and organizational development. It also involves understanding and managing the relationships between employers and employees. HRM is an important part of any successful business since it helps ensure that the right people are hired and that employees are given the opportunity to develop and grow within the organization. 
Strategic Human Resource Management (SHRM) is the process of linking Human Resource Management (HRM) to an organisation's strategic goals. It is an initiative-taking approach to managing people that emphasizes aligning the organization’s HRM practices with its business strategy and aims. SHRM focuses on aligning HRM practices with the organization’s goals and objectives to perfect the performance of its people and, consequently, its organizational performance. (Hendry & Pettigrew, 1986) SHRM involves the development of HRM strategies, policies, and programs that support the organization’s goals and objectives. In addition, it consists of integrating HRM practices with other aspects of the organization’s strategy, such as finance, marketing, operational efficiency, and customer service. It also focuses on individual performance, career development, and organizational culture.
According to David Ulrich (2016), Human Resource roles are as follows: Strategic Focus, People, Operational Focus, and Processes. Their primary focus areas are Change Agent, Employee Advocate, Administrative Expert, and Strategic Partner. The Change Agent must understand the organisational culture is it effective or ineffective. Allow employees to be adaptable to changes and transformations, whether internal or external. Finally, aid Line Managers in leading, easing change, and improving management development. Employee Advocate creates a strategy and aids in implementing actions that will increase the human capital contribution, ensure a healthy work environment, and ethical and equitable people practises and processes. Encourage dialogue and feedback. The Administrative Expert creates and delivers effective and efficient HR procedures and services adapted to the business's unique demands. Manage people and HR expenses, support internal and external focus, and use information technology to offer excellent HR goods and services quickly. A strategic partner develops and executes corporate strategy. Help Line Managers in coping with organisational, personnel, and change difficulties. Participate in the management team's strategic decision-making, cultivate system thinking and customer focus, and strategically manage workforce development.
[bookmark: _Toc127403716]1.2. Function of Human Resource Management are as follow:
· Recruitment and Selection: Finding and hiring the right people to fill organizational roles.
· Performance Management: Improving the performance of employees by setting goals, providing feedback, and offering rewards.
· Training and Development: Helping employees to acquire and develop the skills and knowledge they need to be successful.
·  Compensation and Benefits: Developing and administering competitive compensation and benefit programs.
·  Employee Relations: Negotiating and administering labour contracts, addressing grievances, and managing union-management relation.
·  Employee Engagement: Creating an environment where employees feel valued, motivated, and connected to the organization.
· Diversity and Inclusion: Ensuring that all employees have equal access to opportunities and are respected and valued for their unique contributions.
· Health and Safety: Setting up and enforcing workplace safety regulations.
                                                                                                (Obeidat,2012)
2. [bookmark: _Toc127403717]Context
[bookmark: _Toc127403718]     2.1. What is Sustainability?
Sustainability is ensuring that sources are used in a way that meets the necessity of the present without compromising future generations' capacity and needs.  (Brundtland, 1987) It involves managing resources responsibly and efficiently to ensure their availability for future generation.
[bookmark: _Toc127403719]     2.2. Sustainable Human Resource Management (SHRM)
Sustainable Human Resource Management (SHRM) is an approach to managing people and their work that is focused on creating a positive work culture and environment that perfects employee performance and engagement. (Kramar, 2014)
[bookmark: _Toc127403720]       2.3. How is SHRM Different in Different Industries?
How SHRM is implemented varies from organization to organization, depending on the size and type of the organization and its industry. (Mueller, 2019) For example, a large multinational corporation will likely have a more sophisticated and comprehensive approach to SHRM than a small family business. The large organization is likely to have more resources to invest in SHRM initiatives and may take a more comprehensive approach to the overall management of its employee. In contrast, a smaller business may have fewer resources to dedicate to SHRM and may focus more on individual employee development and training. The organization may also focus on providing employees with a positive work environment, such as flexible work schedules and a supportive culture. (Kramar, 2014)
[bookmark: _Toc127403721]        2.4. How is SHRM Different in Different Countries?
Sustainable Human Resource Management is different in different countries due to differences in culture, values, laws, and economic structure. For example, in countries with a strong emphasis on individual rights, such as the United States, Human Resource Management may focus on providing employees with opportunities to advance their careers and to be rewarded for their contributions. In countries with more collective values, such as Japan, Human Resource Management may focus on creating a harmonious workplace and promoting group cohesion. Additionally, governments may have different labour laws regulating how businesses treat their employees and what benefits they must provide. Finally, a country's economic structure can also affect Sustainable Human Resource Management, as different countries may have various levels of resources available to invest in their workforce.    
[bookmark: _Toc127403722]      2.5. How is SHRM Affected by Technology?
Technological factors, such as the widespread use of technology in the workplace and the increasing automation of work, can significantly affect HR practices. SHRM considers these technical factors in decision-making and develops HR practices responsive to the changing nature of work and the needs of employees. SHRM is the practice of using innovative technologies to maximize the effectiveness of human resources. This includes leveraging digital solutions to streamline processes, reduce inefficiencies and improve employee engagement. (Pillai, R et.al, 2022)
One example of this is using HR software and analytics to monitor employee performance and identify areas for improvement. By using data-driven insights, organizations can create tailored solutions to address specific problems and foster a more productive work environment. 
By considering political, economic, social, legal, environmental, and technological factors, SHRM ensures that HR practices are sustainable, equitable, and responsive to the needs of multiple stakeholders, including employees, the wider community, and the environment.
3. [bookmark: _Toc127403723]Agenda of Sustainable Human Resource Management 
The agenda of Sustainable Human Resource Management (SHRM) is centred around the idea of integrating sustainability principles into the management of human resources in organizations. Here are some key elements that are typically included in the agenda of SHRM:
Environmental Sustainability: Organizations need to ensure that their HR practices contribute to environmental sustainability. This includes reducing waste, conserving energy, and promoting sustainable practices.
Social Sustainability: Organizations need to ensure that their HR practices promote social sustainability by addressing issues such as social justice, diversity, inclusion, and human rights.
Economic Sustainability: Organizations need to ensure that their HR practices are economically sustainable by promoting efficiency, productivity, and innovation, while also ensuring fair compensation, benefits, and work-life balance for employees.
Employee development: Organizations need to ensure that their HR practices promote employee development and growth, while also ensuring that employees have the skills and knowledge necessary to contribute to the organization's sustainability efforts.
Stakeholder Engagement: Organizations need to engage with stakeholders such as employees, customers, suppliers, and communities to ensure that their HR practices align with the needs and expectations of these groups.
Measurement and Reporting: Organizations need to measure and report on their sustainability performance, including their HR practices, to ensure that they are accountable and transparent about their sustainability efforts.
The main agenda of SHRM should be to create a workplace environment where employees can thrive and contribute to the success of the organization. This means establishing policies and procedures that are designed to promote and foster a culture of respect and acceptance, as well as providing employees with the necessary resources and support they need to do their jobs effectively.

4. [bookmark: _Toc127403724]Reflection
My reflection on Sustainable Human Resource Management is that Sustainable Human Resource Management is an approach to managing people that focuses on organizational performance, employee well-being, and environmental sustainability. It involves creating systems, policies, and practices that enable an organization to attract, develop, and retain the right talent and meet its goals while minimizing its environmental impact. Sustainable Human Resource Management also emphasizes the importance of ethical leadership, providing fair and equitable work conditions, and promoting diversity and inclusion for all. 
To improve my knowledge and understanding of Sustainable Human Resource Management, I can research and read about Sustainable Human Resource Management. Many books, articles, and blogs on this topic can provide valuable information for me. Also, I can attend workshops and seminars related to Sustainable Human Resource Management, which can be a great way to gain knowledge and learn from experts in the field. These events may also provide opportunities for me to network with other professionals. In addition, I can join professional organizations related to Sustainable Human Resource Management, which could provide access to resources, networking opportunities, and professional development opportunities—seeking mentorship from experienced professionals in sustainable human resource management, which can be a great way to gain knowledge and learn from their experience. Finally, implement sustainable practices in the workplace, which can provide hands-on experience and knowledge in Sustainable Human Resource Management for everyone. And it also demonstrates a commitment to sustainability and can inspire others to follow suit. 
Overall, Sustainable Human Resource Management provided me with a fresh perspective on the importance of the Human Resources Department and its relationship with all internal and external actors in the organisation. Moreover, it enriched my knowledge about the current and innovative processes a company goes through applying the sustainable practice in day-to-day life, the challenges faced by professionals and their vision for future development in Sustainable Human Resources Management.
5. [bookmark: _Toc127403725]Conclusion
[bookmark: _Hlk127734457]When analysing the approaches to the concept of Human Resource Management discussed above, it is clear that all the authors wanted to emphasize the critical role of the Human Resource Department in the organization. The purpose of this department is not only to achieve significant results by harnessing the potential of human resources, material resources and finances, and create an environment conducive to their fulfilment. According to Novac (2008), Human Resource Management is a comprehensive examination of interconnected activities that influence and include all members of a company. As organizations become increasingly aware of their impact on the environment, they will focus on developing Sustainable Human Resource practices that reduce waste, conserve resources, and support human capital. Sustainable Human Resource Management might be a method to reintroducing humanity into HRM. HR professionals will be tasked with developing sustainable business models that consider the economic, environmental, and social impact of their decisions. In addition, they will need to stay informed about the changing business landscape and be prepared to quickly adapt to new trends and technologies.
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