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Abstract  

HR transformation is a process of realigning an HR function to the strategy and goals of the 

organization so that HR can become a true partner in success. The goal of HR transformation is not 

simply to improve the efficiency of processes within the HR function, but to improve the function‟s 

effectiveness. It addresses all elements of the HR organization, including how it is structured, how 

people are deployed, how technology is used, how processes are designed and how services are 

delivered. "Human capital" is sometimes used synonymously with human resources, although human 

capital typically refers to a more narrow view; i.e., the knowledge the individuals embody and can 

contribute to an organization. Likewise, other terms sometimes used include "manpower", "talent", 

"labor" or simply "people". 

HR is a product of the human relations movement of the early 20th century, when researchers began 

documenting ways of creating business value through the strategic management of the workforce. 

The function was initially dominated by transactional work such as payroll and benefits 

administration, but due to globalization, company consolidation, technological advancement, and 

further research, HR now focuses on strategic initiatives like mergers and acquisitions, talent 

management, succession planning, industrial and labor relations, and diversity and inclusion. 
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Introduction: 

Sustainability has been defined as the ability “to meet the needs of the present without compromising 

the ability of future generations to meet their needs.” 

Organizations are increasingly concerned with sustainability and corporate social responsibility. The 

HR function is uniquely positioned to assist in both developing and implementing sustainability 

strategy. The use of sustainability programs in organizations is growing rapidly. Organizations are 

becoming increasingly aware of the benefits of sustainability both to society and to their own bottom 

lines,” .HR drives the performance and leads managers to increase the performance of employees by 

using tools from Human Resources. HR is crucial for the modern organization as the organization 

can maintain its modernism over a long time. Human resource professionals should play a significant 

role in creating and implementing sustainability strategies for the organizations . 

The development of human resource is the key to the development of all other resources. 

The effectiveness of developing human resources is among the most vital issues to organizations. 

Human resource practices and the outcomes of these practices, such as creative, 

Risk-taking and innovative capabilities, are also an outcome of sustainable practice and a mediator 

between sustainability objectives and organizational performance. 

Defining Human Resource Development 

Despite numerous attempts to define the field of HRD, consensus does not yet exist on a specific 

definition for what HRD is and includes. Attempts to define HRD have preoccupied HRD academics 

for many years and have led to much debate in journal writings (McGuire and Cseh, 2006; McLean 

and McLean, 2001; Ruona, 2000; Weinberger, 1998). This led Ruona (2000) to suggest that a major 

barrier to HRD is that the work of HRD academics and professionals and what HRD stands for is not 

yet well understood by others. She maintains that the HRD community have not done a good job of 

working to identify who we are, what we stand for and what we can do for those we serve. It is 

arguable that the lack of clarity regarding definitional boundaries and conceptual underpinnings may 

be due to the multidisciplinary and omnivorous nature of the field. In support of this view, Lincoln 

and Lynham (2007) maintain that HRD calls upon and integrates existing theories to create its unique 
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disciplinary theory and that good theory is imperative to sound, informed practice and the continued 

development and maturity of a discipline. 

The multidisciplinary nature of the field of HRD has been long established. Chalofsky (2004) argues 

that HRD has been long considered to have an interdisciplinary foundation and maintains that human 

and organisation studies may describe more accurately the content and substance of HRD. Similarly, 

Hatcher (2006) maintains that we cannot become complacent about defining such a complex, 

multidisciplinary field such as HRD. He argues that the strength of the field of HRD lies in its multi-

dimensional nature and that while one-dimensional approaches may solve immediate problems, they 

exacerbate long-term needs. Meanwhile, Swanson and Holton articulate what they see as the core 

foundational tenets of HRD, namely „a strong belief in learning and development as avenues to 

individual growth; a belief that organisations can be improved through learning and development 

activities; a commitment to people and human potential; a deep desire to see people grow as 

individuals and a passion for learning‟ (2001: 145–146). 

Several authors have refused to define HRD. Blake (1995) argued that the field of HRD defies 

definition and boundaries. He argues that it has become difficult to put in a box and has become so 

large, extensive and inclusive that it is now greater than all outdoors. Lee (2001) refuses to define 

HRD as she argues that to proffer definitions of HRD is to misrepresent it as a thing of being rather 

than a process of becoming. She also argues that defining the field runs the risk of disengaging from 

the moral dimension of HRD. McGoldrick et al. (2002b) posit that attempts to define HRD have 

proved frustrating, confusing and elusive. Specifically, they state that the process of defining HRD is 

frustrated by the apparent lack of boundaries and parameters, elusiveness is created through the lack 

of depth of empirical evidence of some conceptual aspect of HRD and confusion arises over the 

philosophy, purpose, location, and language of HRD. An earlier contribution by Stewart and 

McGoldrick (1996) maintain that while no definitive consensus has been reached on the composition 

of HRD, it comprises of strategic and practical components. In addition, they propose that HRD 

is implicit in organising and managing and concerns itself with leadership, culture, organisational 

learning and development and change. Moreover, McLean and Wang (2007) suggest that for some 

commentators, HRD appears to be inwardly directed and without substantial impact. They question 

whether the lack of definitional consensus is harmful to the field and could potentially lead to the 

collapse of the field itself. 
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An examination of the literature also reveals that HRD has been developed from different traditions 

in Europe and the US. Woodall (2003) argues that in a UK context, there tends to be a close 

alignment of HRD with HRM programmers which contrasts strongly with the close association of 

HRD with adult education within the US. Such differences invariably lead to variation in the focus, 

direction and overall purpose and goals for HRD. Similarly Hilton and McLean (1997) maintain that 

the definition of HRD varies from one country to another and national differences are a 

crucial factor in determining the way in which HRD professionals work. 

The earliest definition by Harbison and Myers (1964) acknowledges the role HRD plays at an 

economic and societal level. It views HRD as a vehicle for the modernization and advancement of 

society as a whole. 

This definition contrasts with the emphasis placed by later definitions which tend to focus upon the 

interests of individuals or organisations. There is some evidence of recent expansion of the 

boundaries of HRD (McLean and Wang, 2007). For their part, Donovan and Marsick (2000) maintain 

that HRD now includes organizational leadership, organisational values, workforce development and 

labour economics. Dilworth (2003) includes strategic change management, knowledge management, 

insourcing and outsourcing of training, team-building and leadership development 

within the boundaries of HRD. 

Several criticisms have been directed at the manner in which HRD has been defined. Nair et al. 

(2007) argue that current definitions of HRD are limited in scope solely focused on organisations to 

the exclusion of individuals and society. 

Swanson and Arnold (1997) highlight the overemphasis placed on the organizational perspective and 

suggest that it is difficult to find an article on HRD that does not make some reference to the 

relationship between HRD and organizational strategy. A second criticism levelled at how HRD is 

defined is the predominance of UK and US definitions of HRD. McLean and McLean (2001) argue 

that this trend is unsurprising simply because many students of HRD receive their education in the 

US. They maintain that there is a need to broaden the debate about HRD to consider how HRD is 

viewed in other countries, specifically in Asia and Continental Europe. 

The Importance of HRD in Organizations 

A well-designed human resource development program is important for organizations if they expect 

to expand and grow.  Developing the skills, knowledge, and attitudes of employees through training 
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and development allows businesses to keep pace with an organization‟s changing needs.  HRD has 

been determined to enhance job satisfaction, whether intrinsic or extrinsic, increase the quality of 

performance, reduces turnovers and symptoms like absenteeism and low quality of performance. 

HRD can improve organizational performance and productivity by effectively implementing 

programs that are designed and performed by experienced HRD professionals.  Training can improve 

employee performance, organizational productivity, product quality, and the profitability of the 

organization. 

How HR Can Transform Organization Effectiveness? 

HR must not only become valuable, respected and strategic, but also transformative. HR must take a 

different approach if it hopes to reach its full potential. Transformative HR means using evidence-

based approaches to facilitate true organizational transformation. 

The role of HRM in developing sustainable organizations is increasingly attracting attention. 

Sustainability can be used as a principle for HRM itself and the tasks of Sustainable HRM are 

twofold. On the one hand it fosters the conditions for individual employee sustainability and develops 

the ability of HRM systems to continuously attract, regenerate and develop motivated and engaged 

employees by making the HRM system itself sustainable. On the other hand Sustainable HRM 

contributes to the sustainability of the organizations through cooperation with the top management, 

key stakeholders and by realizing economic, ecological, social and human sustainability goals. 

 

Sustainability of HR: 

Major instruments of sustainable HRM : 

1. Recruitment: requirement & job profiles; HR marketing; labour market research 

2. Deployment: health management; staff composition; advanced working-time management 

3. Development: encouraging continuous education; career planning 

4. Retention: sophisticated incentive systems 
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5. Disemployment: exit interviews; outplacement 

6. Management & Leadership: participative management styles; MbO; assessment of superiors  

 

Best Sustainable HR Practices for Organizational transformation: 

Sustainable HR practices include: 

1. Encouraging employees, through training and compensation. 

2. Designing a company‟s HRM system to reflect equity, development and well-being, thus 

contributing to the long-term health and sustainability of both internal (employees) and 

external communities. 

3. Emphasizing long-term employment security to avoid disruption for employees, their families 

and communities. 

HR should play an important role in ensuring that an organization has productive employees and 

effective people management programmers. 

Sustainable HRM is also about the role and sustainability of the HR function in the business. As 

business strategy becomes more driven by sustainability considerations, the HR function must revise 

its own mandate and transform the way it performs core HR responsibilities. It must ensure HR 

managers become enablers of an organization aligned with sustainability, which means taking on 

new roles and perspectives that have not traditionally been part of the HR brief. For example, the HR 

function must expand its view of who the company‟s stakeholders are and ensure that the HRM 

system enables their sustainability. 

Sustainable HR Management: 

Human Resources (HR) management is an important part of the sustainability of a company. In an 

ever more fast moving economy it is essential for companies to be adaptable and have flexible 

workforce which is able to fulfill different roles depending on the requirements of the company at 

each time. sustainable HR management is flexible working hours and possibility of working from 
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home. Flexibility is a key factor for allowing individuals and families to achieve a work life balance, 

which is an important factor in job satisfaction which in turn can reduce employee turnover. 

Principles of Sustainable HR Management: 

Employees are a key factor for the successful growth and development of a organization .  all 

organization are well aware of its responsibility to their employees and takes this responsibility 

seriously. Organizations are committed to sustainable human resources management that creates the 

necessary requirements and conditions for their employees in the areas of diversity and equal 

opportunity, workplace safety and health, and training. their human resources management is based 

on the following sustainability principles, which apply without limitation throughout the 

organization's Group: 

1. Entrepreneurial thinking and actions 

2. High readiness to act and personal responsibility 

3. Equal opportunity independent of age, gender, culture and origin 

Conclusion: 

Human resource professionals should play a significant role in creating and implementing 

sustainability strategies for their organizations. The use of sustainability programs in organizations is 

growing rapidly. Organizations are becoming increasingly aware of the benefits of sustainability both 

to society and to their own bottom lines,” The emerging concept of sustainable HR practices has 

important implications both for organizational performance and for the HR function.  HR must 

recognize the new sustainability context of organizations and align its practices. HRM needs to 

provide HR solutions for a sustainable organization as well as manage the HR function in a 

sustainable way. 
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