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Introduction
Sustainable Human Resource Management (SHRM) is a relatively new phenomenon that has gained traction in business and human resources. As organisations strive to become more sustainable and positively impact the environment and society, it has become increasingly important for multiple workforce affairs connected to generating shared value to be managed by HR. (SHRM, 2015). This evaluation provides an overview of the development of SHRM and evaluates how this understanding has helped to prepare for the future of work. Additionally, it provides a holistic view of how Unilever has implemented its sustainability agenda to become among the most sustainable brands. 
Evaluation of how the roles of HR have changed over time 
[bookmark: _Hlk127393188]The role of HR has evolved significantly over the past few decades, and the emergence of Strategic Human Resource Management (SHRM) has been a major driver of this change. SHRM has enabled HR to move beyond its traditional role of administrative tasks and become an integral part of the organisational decision-making process (Kim et al., 2022, p.284). This shift towards a more strategic orientation has enabled HR professionals to play a key role in planning and implementing organisational goals and objectives.
Personal Management 
Three distinct stages have marked the journey from personal management orientation to Strategic Human Resource Management. Initially, HR was focused on administrative tasks such as payroll, benefits, and recruitment (Krishnan and Singh, n.d., p.3). An emphasis on efficiency and cost-effectiveness characterised this orientation, and HR was seen as a separate, distinct department. 
Human Resource Management
[bookmark: _Hlk127393375]The second stage of the journey was Human Resource Management (HRM). This orientation focused on aligning HR activities more closely with the organisation’s strategic objectives (Krishnan and Singh, n.d., p.3). HRM focused on developing and implementing HR strategies that could be used to achieve the organisation’s goals. This included workforce planning, performance management, and employee relations.
Strategic Human Resource Management
[bookmark: _Hlk127393391]The third stage of the journey is Strategic Human Resource Management. This orientation focuses on strategically utilising HR activities to achieve an organisation’s goals. It is characterised by an emphasis on human capital development and the integration of HR activities into the organisation’s broader strategic objectives (Krishnan and Singh, n.d., p.4). SHRM focuses on developing HR strategies that enable the organisation to respond to changes in the external environment and seize opportunities. 
[bookmark: _Hlk127393507]The shift towards a more strategic orientation has enabled HR professionals to become more closely aligned with the organisation’s strategic objectives (SHRM, 2015). This has enabled HR to become an integral part of the decision-making process and to have a greater impact on the organisation’s performance. Using SHRM has enabled organisations to become more flexible and responsive to the changing needs of their workforce. 
The evolution of HR from a personal management orientation to SHRM has been essential for the success of organisations in the modern business environment. SHRM has enabled HR professionals to become more closely aligned with the organisation’s strategic objectives and to have a greater impact on the organisation’s performance (SHRM, 2015). Additionally, its use has enabled organisations to become more flexible and responsive to the changing needs of their workforce. The evolution of HR from a personal management orientation to SHRM has enabled organisations to become better equipped to respond to their workforce’s changing needs and capitalise on opportunities for growth and innovation.
Evaluation of how context is affecting the implementation of sustainable HRM globally 
Context is essential in implementing SHRM globally, as different countries, industries, and organisations have different contexts that shape how SHRM is implemented. Cultural and institutional contexts are two key elements of context that can influence SHRM implementation. Cultural elements such as values, beliefs, and norms can affect how SHRM is implemented, as different countries may have different expectations and norms for employee management and development. Institutional contexts, such as the legal and regulatory framework, can also shape how SHRM is implemented. Other context elements, such as economic conditions, labour market dynamics, and the competitive environment, may also affect how SHRM is implemented. (Aust et al., 2020, p.2). By understanding the elements of context that influence SHRM implementation, companies can develop and implement effective strategies for managing their human resources globally.
Organisation Level
At the organisational level, the implementation of SHRM is heavily influenced by the organisation’s culture. Senior leaders should be committed to creating a sustainability culture and understand the organisation’s unique objectives. It is also important to consider the HR policies, systems and practices the organisation has in place and tailor them to meet its needs. The organisation should consider how SHRM initiatives may affect the existing organisational structure, how to effectively communicate the initiative to stakeholders and how to measure the outcomes. The effectiveness of SHRM implementation is also impacted by the organisation’s size, structure and resources. It is important to evaluate the impact of SHRM initiatives on employee engagement, satisfaction and motivation. (Aust et al., 2020, p.2). By implementing a comprehensive SHRM strategy, organisations can ensure that their human resources are used sustainably and effectively.
Country Level
A variety of country-level factors highly influence the implementation of Strategic Human Resource Management (SHRM). These include the economic conditions of the country, the existing regulatory framework and the cultural norms of the society. In countries with a strong legal framework, the emphasis is typically on creating an effective environment to implement SHRM initiatives. Countries with weaker economic conditions may lack the resources to invest in SHRM initiatives, while those with cultures that value sustainability may focus on developing a culture of sustainability. SHRM implementation must be tailored to each organisation’s unique needs and constraints. (Zhang et al., 2022, p.1407). By considering all of these factors, organisations can ensure that SHRM initiatives are successful and that their human resources are being managed effectively.
Industry Level
Implementing Strategic Human Resource Management (SHRM) in a particular industry is heavily influenced by the trends and competition within that industry. Organisations in the industry will likely adopt SHRM initiatives reflective of current industry trends and competitive pressures. For instance, if an industry is focused on becoming more cost-effective and efficient, organisations may adopt initiatives such as job redesign, workforce optimisation, and automation. On the other hand, if an industry is focused on increasing employee engagement, organisations in the industry may adopt initiatives such as flexible working arrangements, performance management systems, and training and development initiatives. (Aust et al., 2020, p 5). To ensure that SHRM initiatives are implemented effectively and in line with industry best practices, the industry needs to develop industry standards and guidelines. These standards and guidelines should be regularly reviewed and updated to reflect changing industry trends and competitive pressures.




Critical discussion on how to sustain the sustainability agenda 
[image: ]Sustainability is an increasingly important issue for organisations as they strive to balance the interests of their stakeholders with the need to remain competitive in the global marketplace (Anshari et al., 2022, p.2). While many organisations have adopted a sustainability agenda, the question of how to sustain it over the long term remains a challenge. This section discusses the critical elements organisations must consider when developing a sustainable SHRM agenda. An example of an organisation that has successfully integrated its sustainability strategy into its business strategy is Unilever, which has implemented a sustainability strategy that has paid off through higher revenue and brand trust (John, Coetsee, and Flood, 2022, p.4). Sustainability is a key focus for Unilever, a global consumer goods company, and human resource management (HRM) has an essential role in promoting and achieving it. 
One way in which HRM can help Unilever achieve sustainability is by tackling bias and creating an equitable workplace. This involves creating an environment where all employees are treated fairly and without discrimination, regardless of gender, race, ethnicity, sexual orientation, or disability. To ensure an equitable workplace, Unilever has implemented a number of initiatives. In 2019, it achieved a 50:50 gender equity goal in its workforce (Unilever, 2023). This has been possible through setting up a diversity and inclusion strategy. The council meets regularly to review progress and develop new initiatives to ensure Unilever remains a beacon of diversity and inclusion. Unilever also has a dedicated team of diversity and inclusion specialists responsible for overseeing the implementation of the diversity and inclusion agenda. 
Unilever has also implemented various policies and procedures to ensure workplace equity. These include equal pay for equal work, equal access to resources and training, and a zero-tolerance policy for discrimination and harassment. It also offers flexible work schedules to help individuals manage their personal and professional life. The company has implemented a range of unconscious bias and cultural awareness training to ensure that employees know the potential for bias and are equipped to tackle it in their own lives and workplaces. (Unilever, 2023). 
Unilever’s commitment to achieving racial and ethnic diversity is reflected in the company’s “Diversity and Inclusion” strategy. The company began its inclusion journey in 2009 when its stock plummeted and made this sustainability goal long-term under the new CEO, Paul Polman (John, Coetsee, and Flood, 2022, p.4). Since then, the firm has integrated different aspects of inclusion and diversity into its system. For instance, Unilever has set up a Racial and Ethnic Equity Taskforce to spearhead its goal of achieving racial equality (Unilever, 2023). To reach this goal, Unilever is also actively recruiting from minority groups, focusing on underrepresented ethnic backgrounds. The company also launched a range of initiatives to foster a culture of inclusion. These include unconscious bias and cultural awareness training, mentoring and sponsorship programs, and dedicated diversity and inclusion networks. 
Unilever is committed to creating an inclusive workplace that allows people with disabilities to thrive. It has set a target of reaching 5% of employees with disability in its global workforce by 2025 (Unilever, 2023). To support this goal, Unilever has implemented a range of initiatives that focus on unlocking the talent of people with disabilities. These include the establishment of a Global Disability Inclusion Programme and the launch of a Global Disability Network. The company also has dedicated disability specialists who oversee the implementation of the disability inclusion agenda. This is critical because developing an effective monitoring and evaluation system enables the company to track the progress of its sustainability initiatives and make necessary adjustments. This is ideal because it allows the organisation to identify which initiatives are working and which are not and to make the required changes to ensure that the sustainability agenda is successful (Wright et al., 2022, p.14-15). 
It also ensures that employees are kept informed of the progress of their sustainability initiatives, as this will help to ensure that they remain engaged and motivated to contribute to the sustainability agenda. At the same time, the organisation aligns with the idea of creating an environment where employees are encouraged to take ownership of their sustainability initiatives and are held accountable for their actions (Althnayan et al., 2022, p.3). This will help ensure that employees are actively engaged in the sustainability agenda and understand the importance of their individual contributions.
Finally, Unilever has ensured that employees have the resources to deliver their part. Ideally, organisations should ensure that employees have the necessary resources to successfully implement their initiatives, such as training and guidance (Cohen, n.d., p.8). At the same time, the organisation ensures that its sustainability initiatives are integrated into its wider business strategies (John, Coetsee, and Flood, 2022, p.4). This is a desirable act because sustainability is communicated through practices, not words (Farhan and Nawaz, 2022, p.5). By doing this, the firm has ensured that its sustainability initiatives are mutually reinforcing and aligned with its overall business objectives. This is also the reason why the firm has already achieved some targets like gender equality in its workforce and why it is pushing for more HRM-related aspects, such as people with disability, as it fights away bias, discrimination, and other unwanted behaviours. 
In all these endeavours, the organisation has developed a clear sustainability strategy and set objectives that align with its overall business objectives. This strategy is communicated to all stakeholders, including employees, customers, partners, and suppliers (Mhlanga, 2022, p.10). This ensures that everyone involved in the organisation knows its sustainability goals and how they will be achieved.
Reflection on learning and how I intend to position myself to maximise the potential of the growing influence of sustainable HRM 
Having studied the concept of sustainable Human Resources Management (SHRM), I have gained valuable insight into how companies can positively impact the environment and society through their workforce (Ozsoy, 2022). Through my research, I have understood the importance of implementing a strategy that considers the organisation’s long-term sustainability, its employees, and its stakeholders. 
The concept of SHRM has opened my eyes to the importance of creating a workplace that is more than just a source of income for employees (Cohen, n.d., p.9). It has helped me realise that companies need to consider their decisions’ environmental and social impacts and how they can best manage their resources to ensure their longevity and success. 
I have identified that the key considerations for developing and implementing a successful SHRM strategy include, creating a culture of sustainability, developing policies and procedures that are aligned with the organisation’s sustainability goals, investing in renewable energy sources, and investing in employee training and development (Cohen, n.d., p.3,6,13). By implementing these strategies, companies can create a sustainable workplace that benefits the environment, society and their employees, customers and stakeholders. 
I intend to use my understanding of the importance of SHRM to position myself as an advocate for sustainability in the workplace. I will continue to educate myself on best practices in SHRM and aim to use my knowledge to create meaningful change. I will ensure that the policies, procedures, and investments of companies are all in line with their sustainability objectives, and I will work to ensure that employees are adequately trained and supported in their efforts to create a more sustainable workplace. 
The concept of SHRM has enhanced my understanding of the importance of sustainability and its impact on an organisation (Epstein et al., 2010, p.45). I am now aware of the immense potential for companies to create a positive impact on the environment and society through their workforce and I am committed to helping organisations reach their sustainability goals. I am passionate about the potential that SHRM has to create real change, and I am determined to use my knowledge and understanding to help organisations and employees create and maintain a sustainable workplace.
Conclusion
Sustainable Human Resource Management (SHRM) is an increasingly important concept that has been gaining traction in the business and human resources sector. By understanding the development of SHRM and the context in which it is implemented, this report has provided a valuable understanding of how firms can position themselves to maximise their potential of the growing influence of sustainable HRM. Businesses need to understand contextual aspects, like political, legal, and economic, at their organisational, industrial and country-based levels. Unilever has integrated SHRM into its system domains, which has worked well. Moving forward, I intend to focus on developing my understanding of SHRM and advocating for sustainability in the workplace.
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