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This report conclude relevant research on how the Human Resource Management (HRM) is managing different organizations, identifying the key roles of the HRM and the importance of having HRM, how it is influenced by different context i.e people, environment, country, organization, economy, etc.. and how sustainable it is in different organizations and countries.
Also a vital discussion on how to support the sustainability agenda then reflect on the finding to adapt and maximized possible growing impact of the sustainable HRM.
 In every organization it is Vital to have Human Resource Management to able to recruit and retain employees effectively and this improves the workplace culture, environment and maintains an healthy ambiance in a workplace (Pribanic, 2022).
Human resource management (HRM) is about managing an organization's workforce in the best possible way. It concerns all aspects of hiring and deploying staff for specific tasks (O’Riordan, 2017). Another accepted definition of HRM is a 'strategic and coherent approach to the management of an organization's most valued resources,' suggesting that HRM is done to ensure maximum sustainable utilization of the employees of an organization, who are the necessary means of achieving its objectives. The primary focus of HRM is to manage the people by regulating the policies and procedures of the organization. In some cases, the tasks of recruitment, training and development, evaluation, and managing benefits are also carried out by HRM. Furthermore, the HRM is also responsible for ensuring compliance of organizational practices with government laws (Rotich, 2015).
Previously, human resource management was referred to as labor or welfare management, which then transformed into personnel management before taking its current name. The modern concept of HRM started developing in the 1980s when businesses were pressured to improve performance to cope with globalization and rapid technological changes. This time forced academics to look at administrative staff from a new perspective (O’Riordan, 2017).
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There are many different roles within the HRM, and on top of the list being managing people, which is very essential, as every successful business boast employees are their strong foundation, hence why the HRM is very important. 
HRM is always overseeing the HR department to make sure the HR department is running smoothly and recognizing any difficulties or in need of any improvements. As HR has a lot of different responsibilities to maintain, for example, making employees feel supportive, safe, valued and having a safe working environment. 
A company having a strong leadership to manage all kind of responsibilities within the HR department and fills several positions for the well-being of the employees, safeguarding the employees, maintaining the workplace policies, and to avoid any risk for the company and the employees finds solutions for team members The Importance of HR Management | North Central College.

HRM has been in practice, though not recorded, since the earliest times, even before the evolution of finance, accounting, and marketing. HRM had separate existence when the people started living in tribes. While humans evolved from hunting to farming, they were undoubtedly practicing division of labor based on the capabilities of the individuals (Deadrick & Stone, 2014).
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Robert Owens, a factory owner, in around 1800 developed the "welfare to work" system by changing various aspects of employment relationships, promoting good management and worker relations along with greater efficacy and lesser conflicts (Deadrick & Stone, 2014).
Labor-management-based conflicts started occurring in the 1860s after the American civil war. Employers wished to abolish unions and believed that modifying working conditions could help increase productivity. In response to that, welfare-to-work programs got popular, but they were aimed at benefitting businesses instead of employees. With the rise of these programs, organizations employed people in the position of 'welfare secretaries' to manage them. This role of welfare secretary transformed into employment manager and eventually personnel manager, responsible for hiring, firing, maintaining discipline, and rewarding employees (Deadrick & Stone, 2014).
As manufacturing grew in popularity, employers wanted to find ways of increasing efficiency and productivity. As a result, prominent people of different disciplines, including engineering, psychology, sociology, and management, worked to figure out strategies for increasing organizational efficiency and efficient use of labor. An example of this is the Scientific management approach put forward by Frederick Taylor in 1947 that insisted on rationalizing a job by breaking it into its constituents and achieving the most suitable way of conducting it (Deadrick & Stone, 2014).
Early HR practices did not develop much HR literature, due to which they tended to be inefficient and unpleasant. It involved catering to employee problems and value addition. The early 20th century saw a rise in HR practices that focused on industrial growth and achieving organizational goals by maintaining sophisticated organizational structures that proved more productive and resulted in less employee turnover (Masud et al., 2018).
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Human resource practices in modern times have been overtaken by technology. Employees nowadays get to communicate with a web portal instead of a human being. Most companies in today's world use web applications that employees can access at any time, saving the cost and time of both the employees and the employers. Research has shown tech-using HR departments to outperform their counterparts. However, automation of HR may not provide any further competitive advantage to companies due to it being well-spread already. The companies could instead focus on transforming their HR practices and marketing them (Johnson and Gueutal, 2011).
According to Johnson and Gueutal (2011), HR is transforming into a more technology-based profession because organizations need to:
· Reduce administration costs by aligning HR practices
· Reduce HR Management costs
· Stand against global competitors adequately
· Enhance services and availability of data for managers
· Maintain real-time data to help in decision making
· Contribute to HR competence that eventually leads to business competence
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Today's business is expected to be based on sustainable and harmonized organizational practices due to various socio-economic forces. Organizations are increasingly being transformed into responsible entities concerning internal stakeholders. Acknowledging employees' role in the function of the organization, sustainable HRM practices are gaining popularity. External forces sometimes tend to bind businesses to abide by sustainable practices. For example, investors are now increasingly being concerned by non-financial factors of an organization for investing funds. Other stakeholders, such as customers and the public, are also inclining more and more toward companies that show responsible behavior. These forces tend to make businesses perform responsibly and indulge in extensive reporting of their sustainable practices (Hronova and Spacek, 2021).
However, internal interest in indulging in sustainable practices has also been a critical reason for organizations to indulge in sustainable practices. In the new system, organizations are going beyond the legal requirements of maintaining sustainability, as a part of their business strategy to satisfy the local communities and the public in general. As a result, businesses tend to fix a set of sustainable practices performed routinely to maintain their sustainable image (Hronova and Spacek, 2021).
For sustainable management of employees, organizations are utilizing different HR tools to comply with the sustainability objective. Badar et al. (2023) have reported four types of sustainable HRM: Socially Responsible HRM, Green HRM, Triple Bottom Line HRM, and Common Good HRM. Based on the type of organization, the company may choose to ensure sustainability concerning social responsibility, environmental sustainability, employee-centric and ecological consideration, or collective livelihood sustainability. These measures come into play after sourcing motivated, qualified, loyal employees (Hronova and Spacek, 2021).

[bookmark: _Toc127491380]Some effects of contextual factors on sustainable HRM 

Sakwa (2018) found in her research on sustainable HRM practices in Kenyan civil services that top management generally influences the implementation. The top management aligns the company's strategic direction with sustainable HRM practices as a fulfillment of commitment to public service. According to her, sustainable HRM practices directly affect the company’s environment. In their context, the government contributes by having clear policies that raised the extent of implementation, but it did not have a detrimental influence on implementing sustainable practices. However, the economic and political environment posed some influence. Tooranloo et al. (2017) concluded from their generalized research on factors affecting sustainable HRM that the environment had the most significant influence on implementing sustainable HRM practices. In contrast, social and economic were regarded as the factors affected by implementing sustainable practices instead of being the cause.
One reason for management’s inclination towards sustainable practices could be employee productivity. Azizi et al. (2021) study on the productivity of metro railway employees in Iran concluded that cooperation and teamwork contributed to human resource productivity. They found this positive relation while examining the metro organization, where most work is performed as a team. Another environment-related productivity factor found was that employees in higher positions had a more significant association with the organization and were likely to get along better with the work culture, conscience, and discipline. This study also built a link between job satisfaction and employee productivity. It suggested that the provision of welfare facilities may further enhance productivity. Further productivity sources such as job knowledge, the delegation of authority, and the provision of clear work descriptions were also highlighted.
Mohiuddin et al. (2022) have concluded in their research on achieving HRM sustainability at universities that improving social, psychological, and human resource contexts influences HRM sustainability significantly. They advocate for increasing employees’ independence and motivation to enhance their learning and creativity. They recommend implementing these factors to raise the competitiveness of higher educational institutes. Another research on Bangladesh, where sustainable HRM is not mature yet, found that organizations' inclination towards sustainable HRM practices arises from managers' motivation, accessible IT facilities, and employee commitment. It said that committed managers, once gained, tend to put in their resources to achieve the company's sustainable objectives through activities such as plantation in the office area (Islam et al., 2021). Subramanian and Suresh (2022) have found the availability of equal employment opportunities to be the essential factor in influencing sustainable HRM practices while studying social sustainability factors' influence on implementing sustainable HRM practices. It further demonstrates that the social trust of the company was dependent on other sustainability practices. However, the research was limited to manufacturing enterprises at small and medium levels.
One example of an organization that has adopted sustainable human resource management (HRM) practices is Patagonia. The outdoor clothing company prioritizes employee well-being and has implemented HR policies that focus on work-life balance, professional development, and environmental sustainability. For example, Patagonia offers its employees opportunities for paid time off for environmental activism, on-site child care, and environmentally conscious commuting options. These sustainable HR practices not only benefit employees, but also contribute to the overall sustainability of the organization and the planet.
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The global sustainability agenda requires measures to end poverty, acknowledge the human rights of all people, attain gender equality and empower women, and ensure sustainable use of natural resources. These sustainable goals are spread over three dimensions: economic, social, and environmental. The scope of HRM is limited compared to what it requires, but each organization's small contributions would have a significant impact. Some methods for upholding the sustainability agenda are given below:
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Parakkat (2022) advocates for the global community's joint effort to resolve sustainability crises such as climate change. He tries to convey the need to spread awareness among the people to make them realize their relevance in such affairs. Parakkat highlights the social divide as an underlying issue, saying that a future-focused approach is the need of the time. He also emphasizes developing a shared vision among leaders and officials.
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A practical method of promoting sustainability in businesses is 'buying-in.' Buy-in refers to the employee's engagement with the organization to such a degree that they stand by the organization's decisions in all circumstances, taking them as a need of the time. Creating buy-ins for sustainability programs help employees develop an emotional connection with the organization and work enthusiastically (Cherel-Bonnemaison et al., 2021).
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Forming coalitions refers to uniting more than one person or organization to achieve a common goal or agree upon specific rules regarding the use of common goods. For example, business organizations can consider forming coalitions regarding depleting natural resources and may even govern the use of those resources by other entities if they can gain enough support (Danilov, 2022).
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Politics is often found hindering progress toward goals and shared interests. Representatives of different communities try to achieve the best for their selves, ignoring the stances of the rest. Political stances are also often scattered over different things, not aligned to a set of principles when dealing with various affairs. Therefore, political cooperation is essential for achieving joint targets (Biermann, et al., 2022).
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Merler (2021) suggests that all employees bottom-up be encouraged to participate in sustainable practices with the narrative that small actions make a big difference. She emphasizes the need for corporate sustainability training for all employees, resulting in organization compliance with sustainability measures and, therefore, acceptance by the public.
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Adapting to sustainable practices such as reduced shopping to reduce the environmental impact can be an effective way of aligning with the global sustainability agenda. Small-scale practices by ordinary people can yield extraordinary results if done collectively (UN Environment Programme, 2022).

[bookmark: _Toc127491388]Conclusion

This concludes that the most significant impact of aligning with global practices can come from the large-scale practice of small actions. Actions such as responsible energy use and other renewable resources can help with the cause. However, the employees, consumers, and management must actively participate in the sustainability cause to get significant results.
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The above analysis demonstrated that due to increasing public inclination towards sustainability, aligning with sustainable practices yields a better sustainable stance for the company and helps it achieve more customers. Adhering to sustainability may cost significant sums to the businesses initially, but it gains them a competitive advantage, a better reputation, and more clients later.
Initiatives that can help increase the potential of the growing influence of sustainable HRM include providing knowledge and training human resources. Training employees can help build brand image and provide quality services and may result in them coming up with innovative ideas for increased productivity and efficiency. The provision of training followed by an assessment would assure the employer of the employee's capabilities for future reliance. Having the employees show responsible behavior in both sustainability-related affairs and professional jobs through training enables the organization to develop itself by implementing a strategic development plan provided by the management.
As for external measures, it would be a decent choice to join other organizations to advertise their sustainable practices and advocate for the public to do the same. For example, a company can advertise how it has reduced the use of paper by introducing computerized operations and advocate the public to adopt environment-friendly practices such as reduced buying to contribute to a similar cause.
Another aspect to be catered to by HR managers for sustainability is the psychological needs of the employees. According to Mohiuddin et al. (2022), providing psychological training or engaging in creative activities during service to help develop and advance results in increased HRM sustainability, leading to growth and development.
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The concept of Human Resource Management has kept evolving with time. From managing people in tribes in early times to modern practices carried out by business organizations, different management techniques have been tried, many of the earlier ones being undocumented. The current HR practices have been inclining more and more towards sustainability. Sustainable HRM has two main branches, one referring to sustainable practices while the other focusing on sustaining Human Resources for longer. The practices related to human resources include managing human resources so that the company's objectives are achieved while ensuring employee satisfaction and market competitiveness. The practices involved include flexibility in timings, the relevance of the employee to the job, authority to perform the job, clear job description, and ensuring employee competence.
Another task of sustainable HR managers is to ensure that the company and the employees fully comply with sustainable practices such as low waste generation, reusable items, and recycling old items. Other measures include buying only necessary and consuming fewer lumps of meat. These measures can be instilled into the employees through training. Training employees from the bottom up can yield significant results to the extent of the organization. 
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