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[bookmark: _gjdgxs]Introduction 
Sustainable Human Resource Management is a continuation of the human resources development initiative, which focuses on the sustained growth of an organisation as well as its employees. Sustainable Human Resource Management (SHRM) is a management approach that seeks to improve the productivity, health, and well-being of employees while meeting the organisation's needs (Saeidi et al., 2021). SHRM is critical to the creation of a healthy work environment with an emphasis on safety and quality. Sustainable Human Resource Management (SHRM) is a management approach that aims to integrate human resources with society to meet its objectives (Chams and García-Blandón, 2019). It focuses on an employee's working conditions, compensation and benefits, organisational culture, job design and flexibility, and others. Human resource management involves all the activities that occur at the workplace in an organisational setting. It is a group of methods and principles designed to manage people who work with and for the organisation. Human resource management is expensive and time-consuming, but it has a significant role in a global society (Zehir, Karaboğa, and Başar, 2020). Factors affecting the implementation of sustainable HRM globally are the corporate sectors and regions. The factors mainly affecting a region can be climate and economy, diversity, culture and tradition, consumer trends, availability of resources for the development of a business model, location of strategic investment, and other factors.












Analyse the changes in the role of HR over time.
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                                    (Figure 1: Changes in Role of HRM)
                                    Source: (Published by Statista Research Department, 2022)
HR is the organisation's human resource development specialist. An HR manager is responsible for hiring, training, and motivating employees, ensuring that the job tasks are performed ethically. Above all, a well-run HR department is vital to any company's success. HR professionals in the UK are responsible for overseeing the hiring and employee relations functions, including job analysis and recruiting, on boarding, compensation, benefits, and employment litigation (O'Donovan, 2019). HR's role is to help ensure that a company meets its goals by assigning and managing employees, managing pay and benefits, hiring, training, and developing staff, setting policies for all workers, including the ability to fire people, maintaining human resources records that include all employment procedures and files. In other words, The objective of a Human Resources Manager is to ensure that people are getting paid correctly and have their needs met based on their responsibilities within the companies of the United Kingdom. In UK companies, the role of HR has changed over time. In earlier times, HR was involved in hiring, training, and managing employees (Kim, Wang, and Boon, 2021). Nevertheless, today, most HR work occurs behind the scenes in companies, like recruiting talent for internal teams as well as attracting new vendors to the business. As technology evolves, the role of HR has changed significantly. Employees today have more access to at-work resources and social media than ever before, including the ability to ask for help from their colleagues on a range of issues at work. As HR roles have evolved, the need for greater specialisation and depth has become inevitable. The evolution of the role has affected individual behavior in several ways, including how employees became more career-minded, how employees became desirous of better opportunities, and in some cases, even how employees began taking on additional responsibilities (Akinloye, 2022). Recruitment is a complex process that involves many parties and organisations, including HR, the candidate, and the potential employer. The way recruitment works have changed significantly over the last decade due to technological advancements and socio-economic changes. The future of hiring and recruitment is with the expansion of mobile technology and its integration into hiring practices. Companies can recruit candidates on the go while never having to leave their desks (Wheeler and Buckley, 2021). Whether it is via an app or site, employers have new ways to find the right talent for their organisation. Recruitment and Hiring is a complex process that involves different decision-making tools and methods. One of the most critical tasks during the entire process is to assess the competencies and potential of candidates to make accurate hiring decisions. One of the significant functions of HRM management is employee management. Employee management can be influenced by various factors such as workplace culture, organisational communication, managerial style, trust and respect, and leadership (Wen, Wu, and Long, 2021). 






HRM (Human Resource Management) can influence employee engagement through various strategies, including:
· It creates a positive work culture that fosters trust, transparency, and open communication.
· They are providing employees with opportunities for growth and development through training, coaching, and mentorship programs.
· They are offering fair compensation and benefits packages to attract and retain top talent.
· Encouraging work-life balance and flexible work arrangements that accommodate employee needs.
· It provides recognition and rewards to acknowledge employee contributions and achievements.
· They are promoting diversity, equity, and inclusion to create a more inclusive and welcoming workplace.
· They are implementing employee feedback mechanisms to gather insights and identify areas for improvement.
By implementing these strategies, HRM can help create a more engaged and motivated workforce, which can lead to increased productivity, improved job satisfaction, and decreased turnover rates.  
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                              (Figure 2: Companies report on sustainability worldwide)
                                                 Source: (Jaganmohan, 2022)
Several factors affect sustainable global Human resource management, including Cultural differences, Legal and regulatory environment, Economic conditions, Political factors, Technological advancement, Labor market dynamics, and others (Cooke, Schuler, and Varma, 2020). Factors affecting Global HRM are the strengths in developing countries and the problems that global business faces concerning human resources. The factors will change from country to country, and therefore it is essential to know each country's specific situation before making any decisions on where best to place the business or staff. The factors affecting global HRM include globalization and technology, which allow companies to conduct business around the world (Vahdat, 2022). By integrating employees into the worldwide marketplace and taking advantage of new technologies, companies can quickly respond to changes in demand. Global HRM requires a deep understanding of these factors and a flexible approach to HRM practices to accommodate local differences while maintaining a consistent global approach.

· The availability of talent, labor supply and demand, and competition for skilled workers can impact HRM practices, such as recruitment, retention, and talent development. 
· Different cultures have varying values, beliefs, and attitudes toward work, which can impact HRM practices such as recruitment, training, and performance management (Saleh and Atan, 2021). HRM practices must comply with local laws and regulations, which can vary significantly across different countries. 
· The economic environment can affect HRM practices, such as compensation and benefits, as well as the availability of talent. 
· Political instability, changes in government policies, and international relations can impact HRM practices, such as immigration policies and labor laws.
· Advances in technology can impact HRM practices, such as recruitment, training, and communication, as well as the need for new skills and competencies.
Sustainable global HRM is affected by various factors, including many understandings, such as the cultural differences between countries that can affect how HRM practices are implemented and the values and attitudes of employees towards sustainability. The regulations set by different governments can affect the extent to which HRM practices are sustainable.
 The culture of the organisation and the values of its leaders can influence the extent to which sustainability is integrated into HRM practices. The expectations of stakeholders such as employees, customers, and investors can impact the extent to which sustainability is a priority in HRM practices. Globalization has led to an increase in the complexity of managing HRM sustainably across different countries and regions (Drolet, 2020). Technological advancements have provided new opportunities for sustainable HRM practices, such as remote working, e-learning, and online collaboration. Growing environmental concerns have put pressure on organisations to adopt sustainable HRM practices that reduce their impact on the environment. Overall, sustainable global HRM is influenced by a range of factors, including cultural differences, government regulations, organisational culture, stakeholder expectations, globalization, technology, and environmental concerns. 
The main functions of global human resource management (HRM) that can be affected by sustainability considerations include several subjects Such as Recruitment and Selection, Training and Development, Performance Management, Compensation and Benefits, Employee Relations, and others (Paulet, Holland, and Morgan, 2021). The following points will be discussing the subjects: 
1. Recruitment and Selection: HRM must ensure that the recruitment and selection process includes screening for the values and attitudes of potential employees towards sustainability.
2. Training and Development: HRM must provide training and development programs that foster sustainable practices and ensure that employees have the necessary skills to work sustainably.
3. Performance Management: HRM must establish performance management systems that assess employees' sustainability-related behaviors and incorporate these into performance evaluations.
Overall, the functions of global HRM must be designed and managed in a way that reflects the principles of sustainability and balances the interests of all stakeholders.
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                                 (Figure 3: Sustainability agenda of HRM)
                                      Source: (Khoshnava et al., 2019)
The sustainability agenda of Human Resource Management (HRM) involves integrating environmental, social, and economic sustainability principles into the management of human resources. This includes initiatives such as promoting diversity and inclusion, ensuring fair labor practices, reducing waste and carbon emissions, and supporting employee well-being. The goal of a sustainability-focused HRM approach is to create a positive impact on the environment, society, and the organisation's bottom line by engaging employees in sustainable practices and embedding sustainability values into the company's culture (Bush, 2020). 
The sustainability of HRM (Human resource department ) is essential for several reasons:
1. Reputation: An organisation's sustainability practices can influence its reputation and brand image, which can impact customer loyalty and attract talent.
2. Compliance: Many countries have introduced legislation related to sustainability, and HRM plays a critical role in ensuring compliance (Subramanian and Suresh, 2022).
3. Cost savings: Sustainability-focused initiatives, such as reducing energy use or waste, can help companies save costs in the long run.
4. Employee engagement: Employees are increasingly motivated by values-driven organisations, and HRM can play a crucial role in engaging employees in sustainability initiatives, which can improve job satisfaction and retention.
5. Long-term viability: By integrating sustainability principles into HRM, companies can ensure their long-term viability by mitigating risks associated with environmental and social issues while creating positive impacts on society and the environment (Stahl et al., 2020).
Sustainable HRM (Human Resource Management) practices are those that prioritise the long-term well-being of both the organisation and its employees while also taking into consideration the impact on the environment and society. These practices include measures such as promoting work-life balance, employee empowerment, diversity and inclusion, ethical leadership, talent development, and reducing the carbon footprint of the organisation (Saeidi et al., 2022). The role of HRM (Human Resource Management) in sustainability is to ensure that the organisation's policies and practices align with sustainable principles and contribute to the long-term well-being of the organisation, its employees, and society. HRM can promote sustainability by Developing and implementing sustainable HR policies and practices, such as promoting work-life balance, employee empowerment, and diversity and inclusion (Adekoya, 2022), fostering an ethical culture and values that prioritise sustainability and social responsibility—attracting and retaining talent that shares the organisation's sustainability goals and values—providing training and development opportunities to help employees develop the skills and knowledge needed to advance sustainability initiatives—partnering with other departments to integrate sustainability into all aspects of the organisation's operations (Obrenovic et al., 2020)—reducing the environmental impact of the organisation by adopting sustainable practices in HR processes such as recruitment, training, and employee engagement. By integrating sustainability into HRM practices, organisations can create a culture of sustainability and contribute to a more sustainable future. Sustainable HRM practices such as work-life balance, employee empowerment, and a focus on well-being can increase employee satisfaction and reduce turnover, leading to a more stable and motivated workforce (Dorta-Afonso et al., 2021). By providing employees with a safe, healthy, and supportive work environment, sustainable HRM practices can improve productivity and performance.

Reflection 
[bookmark: _2et92p0]Description
A sustainable human resource practice is a practice that supports the long-term well-being of both the organisation and its employees while also considering the impact on the environment and society. Some examples of sustainable human resource practices include Work-life balance. Encouraging flexible work arrangements, such as telecommuting or flexible hours, can promote work-life balance and improve employee well-being (Shirmohammadi, Au, and Beigi, 2022). Employee empowerment, Giving employees more autonomy and decision-making power can increase job satisfaction and motivation. Diversity and inclusion Creating a workplace that is inclusive and diverse can lead to increased creativity, innovation, and better problem-solving—ethical leadership as well as encouraging leaders.
[bookmark: _tyjcwt]Feelings 
In the case of understanding the topic of HRM development research, Firstly, I was very nervous and equally very excited. In the whole learning process, my seniors helped me very much. They taught me the importance of sustainable HRM and how the procedure works. After the learning procedure and training, I became confident, and I finally recognised that HRM could help to make informed decisions and develop effective HR strategies. By understanding HRM development ideas, I can better manage employee capital, improve employee well-being, and support the growth and success of the organisation.




Evaluation
As a stakeholder, after analysing sustainable HRM thoroughly, it has been observed that Sustainable HRM (Human Resource Management) is valid for companies in several ways, such as Improved employee retention and satisfaction. Sustainable HRM practices such as work-life balance, employee empowerment, and a focus on well-being can increase employee satisfaction and reduce turnover, leading to a more stable and motivated workforce (Rupčić, 2022). Sustainable HRM practices can improve employee well-being, which in turn can lead to improved productivity and performance. Sustainable HRM practices can help reduce costs associated with employee turnover, absenteeism, and workplace injuries. Adopting sustainable practices in HR processes can also lead to cost savings and improve the bottom line.
[bookmark: _1t3h5sf]Analysis
Furthermore, I ascertained that sustainable HRM also presents benefits such as Enhanced corporate reputation by Prioritising sustainability in HRM practices can enhance a company's reputation as a responsible and ethical employer, which can attract customers, investors, and top talent. Reduced environmental impact through Sustainable HRM practices can help companies reduce their carbon footprint and contribute to environmental sustainability goals, which is essential for both the company and society as a whole. Research on sustainable HRM helped me develop a better understanding of the practices and strategies that can promote sustainable development in the workplace. By studying the latest research on sustainable HRM, I learned about best practices and innovative approaches that organisations are using to promote sustainability and social responsibility in HRM.

 Conclusion
Thee research on the topic of Human research management development could have been more detailed and perfect if I had developed a straightforward research question, used other variety of sources, applied a more critical perspective, or Reviewed and refined my research. A straightforward research question will help me to stay focused on the topic and ensure that I am collecting relevant data. Reviewing and refining the research will ensure that my findings are accurate and relevant. This may involve revising the research question, adjusting my analysis, or incorporating new data sources.


Action plan

	Skills
	Methods
	Resources
	Time Taken

	Developing a straightforward research question
	They are learning Online and taking pieces of advice from seniors. 
	Laptop, Pen, Paper and others.
	2 weeks.

	Using other variety of sources
	They are checking the sources and their better replacements. 
	Laptop, Pen, Paper and others.
	3 weeks.

	Adding more criticality to prospective
	Taking advice from seniors and attending training.
	Laptop, Pen, Paper and others.
	1 week.

	Reviewing and Refining 
	Review and Refine with the help of professionals. 
	Laptop, Pen, Paper and others.
	5 weeks.

















[bookmark: _2s8eyo1]Conclusion 
In summary, sustainable HRM practices can make a positive difference by promoting employee well-being, productivity, and retention, reducing costs, enhancing corporate reputation, and contributing to the organisation's and society's environmental sustainability goals. In summary, sustainable HRM can help companies improve employee retention and satisfaction, enhance productivity and performance, reduce costs, enhance their reputation, and contribute to environmental sustainability. These benefits can lead to competitive advantage and long-term success for the company.
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