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Introduction 
The report has 6 sections on which focus on summarizing if and how HR functions can transition from a shareholder or owner orientation towards serving multiple stakeholders. HR functions are being used to plan and strategize towards the company mission using SWOT and the company goals to strategically and manage multiple workforce operations and addressing issues that can translate to risks and opportunities related to creating shared value and demonstrating the importance of the planning to move the people towards its goals and achievements. 
The first section emphasizes on how the roles of HRM have changed over time followed by the second section  entailing how context is affecting the implementation of sustainable HRM globally followed the third section on how to sustain the HRM sustainability agenda followed by the fourth section Reflecting on how to intend to position myself to maximize the potential of growing and shaping the sustainability HRM followed by the fifth section supporting organizational examples the last section of the report entailing how HRM and IHRM focusing on aspects using relevant literature for the report.
[bookmark: _Hlk127996017]Section 1 How the roles of HR have changed over time.
The phrase “human resource management” (HRM) has been used for the past ten to fifteen years. Preceding that the subject was generalized and known as “personnel administration”. HRM has brought humanity to the workplace. In various times throughout history changed names mainly due to the changes in economic and social activities. Industrial welfare was the first form of HRM Personnel administration (A. taslim2017). 
HR roles have changed over time for instance combining working departments and finance and marketing department in to one department a one stop personnel, according to, Martin, D.M. (1999) known as HR resources for the reason off businesses facing globalization and technological changes has become the normal way to understand the business environment today. The businesses individual’s survival depends on the business becoming more flexible and upgrading the company technology for example, Tesco and large supermarkets have up graded to self-service tills and employing less staff working on tills saving the company on recruiting and training extra staff for busy periods. Businesses focus on moving from the culture of dependency to self-reliance.
Questionably HRM complexity deals with payroll and health and safety outsourcing to working with online tools for instance, HR payroll systems vendor tool is a tool for paying the company taxes and paying the employees on time avoiding double payments and paying benefits and employee bonuses and deductions without having errors which will lessen the workload on HR the business outgoings gaining time to focusing on marketing and profitability reducing employee turnover getting the workers to engage more with the company vision and values.
According to Watson S, Maxwell, G.A. and Farquharson, L. (2007) Cutting short‐term job pressures and the capacities of the managers, together with   organization on the good relations with the HRM specialists are means to develop greater engagement. Most Importantly, understanding and improving all line managers’ understanding of the organizational foundation of their involvement in HRM practices may bolster their performance in HRM activities.

[bookmark: _Hlk127996067][bookmark: _Hlk127811753]Section 2 How context is affecting the implementation of sustainable HRM globally. 
Context affecting HRM globally to examine if HRM can work in certain countries. Environmentally countries for example how working on Sundays in Christian or working on Fridays in Islamic countries. 
There can become lower value for HRM in third world countries for instance in less stable political systems for example Pakistan which has less stable political government with a dependance on corruption from the government to the business environment and law agency’s therefore HRM cannot work well in that country. 
According to, Khilji, S.E., (2003)” evidence indicates adequate similarities do exist between multinationals and local organizations indicating that the influences of the parent companies of multinationals are weakened by the national characteristics of the environments in which they operate. Secondly it is indicated that although some policies of multinationals could be the same as those found in their parent companies, the practices certainly are not, because of adaptation to local norms. It is therefore suggested that a distinction between the laws and practice be made”. 
“One of the major issues facing the field of HRM deals with external validity and the generalizability of theory. Brewster” Citation, (1999) For instance, having argued that theories of HRM developed in the US do not generalize to Europe because of the significantly different context surrounding HRM in the European Union. The broader notion at stake currently pertains to the boundary conditions of our theories. For example, HRM must tackle this concern from rather different perspectives and approaches.
A critical discussion focusing on Strategic human resource management it has become a process used for long term future statistical type of planning for operational general employees’ manual workers floor employees does operational plans at operational level do not need HRM skills. Tactical planning is done by the managers and supervisors that look after the employees using tactical skills needing people skills. HRM trains managers with special skills to lead and train valuable employees.
Strategic planning is done by the top-level senior managers and the CEO uses strategic planning to the HRM staff. Creating competitive advantage employing rare non substitutable staff and non-Imitable person is a rare employee.
[bookmark: _Hlk127996126][bookmark: _Hlk127811834]Section 3 How to sustain the HRM sustainability agenda.
HRM sustainability agenda technology development has brought changes in the ways of life dealing with the understanding of the way of life surprising as the scale of technological development enables a growing interconnectedness worldwide societies have become more awareness of the importance of our environment. According to research the old and younger generations have become more forceful about the dilemma of global warming and all acts that contribute to it for example CO2 emissions and disappearing of woodland forests the rising of sea level. According to Hughes’s (2019) “there is a need for intergenerational equity.” To sustain green HRM practices following the recent outbreak covid-19 pandemic for instance businesses had a new set of challenges for the survival of the business working online from home organizations had to become agile the way they had to do business to adapt quickly HRM departments had to step ahead to develop and become more sustainable for example parents had to look after the children in lock-down periods and work at the same time from home find more adequate online date connections to sustain the working online process.
The fundamental changes faced by individual communities and organizations following the Covid-19 pandemic outbreak totally redesigned the world as we know it today. Focusing specifically on organizations equally in private and public settings, which have shown that the vast economic, culture and managerial difficulties the difficulties are still faced with the organization trying to survive on the market and to go on providing goods and services that most cases are necessary to customers. 
Covid-19 Affected remote working and staff reduction to temporary production interruption, in some cases closing of the plants because of the imposed lockdown are only some of the experiences that have literally shaken work processes, roles distribution, job demands and performance issues. Employees and managers were totally unprepared to manage this cognitive, affective, and behavioral burden that asked both to display and develop soft skills, for example, resilience, optimism, innovation, Manuti, (2020).
organizations face great challenges of unparalleled proportions, HRM management process one that forces them to dive into and directly manage unprecedented territory as they modify   their workforce in technical, physical, and socio-psychological ways not seen before.
[bookmark: _Hlk127996173][bookmark: _Hlk127811934]Section 4 Reflecting on how to intend to position myself to maximize the potential of growing and shaping the sustainability HRM.
learning how HRM has developed from personal department to working as a system to enhancing sustainability in the workplace organizations are working to saving the company profits and retaining to hold on to its valued workers so not having to keep recruiting new staff keep retraining the employee to the values of the organization mission. 
For example recruiting new employees the evaluated cost is associated with data according to oxford economics February 2014 report outlining the company recruitment and selection process across 5 sectors accounting ,legal, information technology and advertising and retail sectors report findings the organizations costs for instance employees earning £25,0000 a year or more can impact the company on average £30,614 on average ranging from £20,000for retailers to £39,887 for  legal firms the difference  cost can account for logistical costs for example advertising vacancies hiring provisional staff to fill gaps on top of this the company has to cover reduced productivity while new employees take time to reach their peak effectiveness in new job roles it can entail on average 6 to 12 months.     
For instance, the four types of HRM 
Type 1 socially responsible HRM
Type 2 green HRM
Type 3 triple bottom line HRM
Type 4 common good HRM 
Learning about HRM human resource management and IHRM international human resource management how working online for a different and applying for vacancies and getting payed work together worldwide from country to country but using same company values and keeping to the company mission work together. 
      
[bookmark: _Hlk127996227][bookmark: _Hlk127812115]Section 5 supporting organizational examples. 
According to Hilton hotels (2023)” vigorous programs, such as team member appreciation week and catch me at my best, empower team members to continue to grow with Hilton and go the extra mile to impress guests.”  
Google
Being Google, it's no surprise that their approach to HR broke away from tradition. We all know about the tons of employee perks and amazing "Googlified" facilities that set a new trend in office design. But Google's strategic approach to human resources goes beyond that. Like with most tech companies they're obsessed with data, and the HR function is no exception, Thomas, S,(2012).
Nissan
Nissan is a car manufacturing organization and one of the top HR companies on the list of worldwide companies. Nissan is well established and known for blending the most-recognized manufacturing techniques of the Japanese with British productivity. Nissan the concept known as kaizen. Emphasis the Kaizen philosophy of Nissan that empowers the workforce to continually improve the way the job is done. Nissan implements this philosophy when choosing each production worker. The teams recruited have become the best of their kind and each member is geared toward improving their skills to shine above the rest and be valued by the company. The HR practices at Nissan include transparent salary scales and full autonomy for leaders to recruit and build their own teams. It is a practice not seen in the automobile industry. But for Nissan, it has become a key to its accomplishment at Nissan, it is the key to production and manufacturing success story, Gill, C., (2012).
Cadbury
Cadbury is known for being one of the top human resources companies in the United Kingdom. Cadburys has become well established when it comes to people management, Cadbury leads the way. Not only is the company the world’s second largest confectioner, but it has also earned HR honor in the way of putting its people first. The company was founded in 1824, Cadbury has maintained its worker village and R&D factories. The village offers its staff and their families a comfortable environment to work and live. The company is built on a humane belief system that puts people as a priority. The Cadbury culture combines positivity and balance between work and life, Bansal, B,(2014).

[bookmark: _Hlk127996262]Section 6 relevant literature focusing on HRM and IHRM.
This section will demonstrate how HRM  and IHRM work together IHRM stands for international human resource management  linking organizations together remotely for instance working online and entering same company polices worldwide the recruitment is done online and the same company polices have to be followed worldwide but it can have legal obligations of the country they are in for example paying income taxes in the country they are working from and using tax laws from the same country. Additionally, the orientation is done online, and the payroll is done and sent online working from different countries for example google and eBay and large corporations must use this method to become the most competitive in the industry they can be working any were in the world online.  
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