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Introduction
For this week’s assignment, I chose focus on Avon Corporation. Avon is a company that is immersed in tradition and grounded by its values, policies and its organizational vision that understands the need for timeless merchandise, service and self-fulfillment necessities of women globally. 

Current Sustainability Strategy

Sustainability is defined as the capacity to meet the present needs without compromising the capability of future generations meeting their needs. Current Social Responsibility is the definite capacity of a company to create value for the services and products it produces and remain in operation over the years. Although sustainability and Current Social Responsibility have different backgrounds and have grown along diverse theoretical tracks where they eventually converged (Buselich, 2002). This is evident from the explanations of Current Social Responsibility provided by Avon, where it is referred to as the exposed and transparent business practices based on moral values and respect for employees, societies and the environment.

 It is intended to deliver sustainable values to the humanity at large. The concept of sustainable strategy in Avon has been transposed from the function to the corporate dimensions. According to Strategic management theory, an attempt to include sustainability concerns in the executive framework is classified into two separate issues related to Corporate Sustainability and the Current Social Responsibility.
Avon’s sustainability approach caters to advocating for economic empowerment and cultivating the lives of women globally. The company’s current sustainability strategy involves plans to drive growth in celebrities, capitalize in rising stars, influence helpers, and restructure and exit from underperformers. From recent announcements, Avon declared an exit from South Korea and Vietnam. As a big market, Avon’s strategic plan for the United States is to return to profitability, increase recruitment and retention being two of the highest current sustainability strategy priorities in the market.
Different Routes

The Avon administration outlines the core values-based governance, which spells out the framework for the company.  From vision to policies, Avon terms how its employees put values into action by defining the principles for how the company operates the business. It comprises of the vision, which explains the direction for the firm. It values-based route states what the company is striving for, how it works and how it is steered by its values in its undertakings to find the suitable balance between profitable interests and acting as a responsible enterprise. Its strategic route describes the company’s standards, commitments, essentials and the follow up approaches.
Stakeholders

To begin with, HR policies apparently have a large effect on employees, since they are key stakeholders. Whether it is a valuable policy to raise training opportunities or reducing salaries and benefits during tough times, HR actions shake compensation and career growth and how employees feel about their work. In addition, investors relate to most HR policies have an influence on the business expenses. They may help the bottom line by reducing inefficiencies, while others add to the costs by raising salaries or subsidizing additional training or other expenses (Kolakoglu, 2006). Without a return on investment metric, investors can be stakeholders who work against HR policies as being a hindrance on business value. Correspondingly, the community may not seem like an apparent stakeholder for HR policies. 



Fig. 1: Stakeholders
Any role that HR adopts to outsource services inserts firms seeking the business into the equation (Stone, 2013). Also, the industry; rival companies are stakeholders in HR policies since they can alter the competitive marketplace. A generous payback package that attracts better workers is both a hazard to other companies and a good opportunity for them to beat my company on price if that decision forces me to increase prices. 
Key HRM Issues

Sufficient leaders are instrumental in upkeeping business growth, analyzing success and developing management leadership skills appropriately to help both current and upcoming position requirements is important to monitor results and building robust succession plans. 




Fig 2: Key HRM Issues

Sufficient talent pools, which help prioritize talent pool of capable employees, and enhance proper skills for impending executive. Highly capable workforce helps developing employees to back business expansion in basic and new capabilities (Armstrong & Baron, 2002). Highly engaged workforce; this helps to focus on improving workforce engagement by analyzing review results and setting up a plan. Capable HR with effective service delivery helps build the competences of executives and HR staff to effectively reply to short- and long-term business requirements.

Revising an HR Policy to Reflect Sustainability Principles
Community in revision as an aspect in HR policy to sustainability of the company offers employment opportunities to the surrounding community. In communities in anguish of high unemployment rates, the main stakeholders are the unemployed or underemployed workforce in the community who now have improved opportunities for work (Kleiman, 2004). Indirect stakeholders are additional businesses in the community who have an effect as to whether the new business will succeed or not. An HR policy like a mass layoff could have a substantial impact on neighbouring businesses in a community and a factor in determining the sustainability of the enterprise.

Developing an HR Policy and Initiative to Reflect Sustainability Principles

In the context of Green HRM, payments and compensation can be anticipated as potential tools for subsidiary environmental activities in an organization. In reference to a strategic approach for remuneration and management, modern organizations have developed reward systems to inspire eco-friendly initiatives embarked upon by means of their employees.
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