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1. Introduction
The key to a successful company, in the 21st century, is represented by engaged, motivated, loyal employees. The new concept of HRM is focused and build to complete and develop them employees in a company (Ramus, 2001).
Sustainable HRM is represented by the continuous updating of current HRM processes and strategies that helps a company achieve its financial, ecological, and social aims, with the outcome of an internal and external impact, but with no negative feedback, harm, side effects on a long-term perspective (Ehnert et al, 2016).
HRM is always changing, always developing, updating, mostly due to globalization, innovation, wars, etc. This report will present in detail how HMR devolved from between 1945 – 1979 to early 2000 and in present. Back in 1945 – 1979 we had personnel management that around 1980 – 1990 developed into human resource management, and in 2000 become strategic human resource management. At the moment, the evolution of HRM stopped at sustainable HRM (Caligiuri et al, 2020). How HRM is adapting based on globalization, organization and country will be listed in this report alongside recommendations on how the sustainability of sustainable HRM can be maintained. 
A personal reflection from my perspective, as a student, will be detailed below. 









2. Changes in human resources 
As mentioned previously, the current Sustainable HRM became what it is now based on Personnel Management and HR. 
· Personnel management 
It represents a process in a business that is managing the lifecycle of employees and staff in an organisation. It also represents the administrative part of that organisation that will keep a detailed record of each employee. 
The process of personnel management has numerous responsibilities such as calculating/ paying salaries, arrange and write legal employment contracts or letters that are sent to the employees, etc. Making sure that the company is adhering and respect health and safety rules, IDGA processes or employee discipline, all of them represent tasks for personnel management (Wilkinson, 1989). 
Functions of personnel management: 
· Planning: understand how many recruits are needed in order to complete the forecast required.
· Organising: making sure that for the short and long term, the organisation structure of the employees matches the business needs. 
· Staffing: identify future developing for the current employees and hire new ones to fill the gaps.
· Motivating: provide a safe environment at work, reward schemes, communicate effectively, etc. 
· Controlling: supervise the employees and compare it with the company results. 
(Bach, 2006)
In the last period of time the human resource management has been developed and implemented. It actually incorporates the personnel management but the focus from keeping track of papers and the hiring/firing has been switched on how to motivate and engage more the employees. 


· Human resource management
Is devoted to employees, covering all the aspects from recruiting to developing or compensation. The HRM is allocating, managing, supporting, coordinating human capital is a way to fulfil the company`s goals, mission, and vision (Honey, 1988).
One of the main purposes of HRM is to implement and boost employee satisfaction in the workplace. To fulfil that process the HRM is constantly supporting the employee’s needs, is investing in them by offering training and development with the outcome of a successful company. When the employees are highly treated (multiskilled, valued, competent, engaged), they will enhance the motivation and loyalty needed to carry out and reach the company`s goals (Honey, 1988).
Moreover, HRM is focusing on developing the company`s culture, is managing and protecting employee`s rights at work and provides education options by providing apprenticeships. 
· Strategic HRM
It represents a framework that focus on long term goals and positive company`s outcomes by connecting development processes and people management together. 
Strategic HRM (also known as people strategy) is developing / creating a plan that allows employees to be hired, managed, and developed in a way that will support a company’s long-term goals. The large scales concerns such as: culture, values, quality, structure, commitment or planning the resources for the future alongside long-term employee issues, represent the main focus of strategic HRM (Armstrong, Baron, 2002).
Different authors proved that strategic HRM has a massive impact on an organisation performance because strategic HRM is working closely with the business strategy and performance, moreover, strategic HRM represent the process that complete the most important “assets” in a company, and those are people (Boxall, 1996). 

 
3. Factors affecting HRM at different levels.
HRM is present in every company around the globe, just on some level, it is different depending on organization, country, or industry (Briscoe et. all, 2012)
1. HRM differences at a country level
Some countries have different approaches when it comes down to HRM. The following countries are standing out compared with the rest of the world: 
· Sweden: 
In America, employees are more than happy to have their breaks, lunch at their desk, practice that can lead to stress and loneliness (Lepak, Shaw, 2008). Therefore, in Sweden, the HRM created a process named FIKA that allows and encourage employees to go out for their breaks and go over friendly conversation in order to create a stronger team (Mabon, 1995).
· Australia and Germany
These two countries are very serious when it comes down to respecting the employment contract. If an employee is asking for a shorter notice of leaving without having a necessity, financial repercussions will be applied. By doing so, the HRM department in those countries are enhancing reliability, commitment, and long-term plans (Giardini et. all, 2005). 
· Israel
This country changed the traditional workweek from Monday – Friday to Sunday – Thursday to allow employees enjoy every Friday their Shabbat (Jewish Holy day). HRM implemented these so employees feel more valued (Tzafrir et. all, 2077). 
The companies that are spread in more than one country, they adapt their HRM process different. 
For example, the company McDonald`s operate in 117 countries but the way HRM is working is different. In USA the employee’s salaries are confidential and they receive several benefits, such as: 28 days of paid holiday per year, pay reviews every 12 mounts, private health care after 3y of service, company pension, etc. (UKEssays, 2018). In Romania, the company made the salaries public, in order to attract more employees and they offer meal vouchers, lots of flexible shifts, etc., different than USA (Christiansen et all, 2017). 

2. HRM differences at an organization level 
At the beginning, HRM was developed and implemented in larger companies (Scott, 1915). After 2000 different authors stated and proved in their work that a more formal HRM approach (rather than informal) should be implemented into the small organisations as well because it will have a positive impact on organisation`s performance measures. Well paid, motivated employees will work excellent in a small organisation (MacDuffie, 1995).
Even if it shouldn`t, the HRM approach is different at an organisational level. For example, in small companies, the HRM approach is more informal than formal (Chaston, 1997). Koch states in his work that the company size is the main factor that decides how formal the process of HRM can get. 
In a small organisation the training is not formal, the performance approach is informal, and the like hood of a reward and recognition scheme is very low. In larger companies, the HRM has a formal approach. The HRM, in a large company, is looking after: talent management (hire, develop, recruit, or retain employees), training and development, compliance, compensation and employees benefits or workplace safety (Aldrich, Langton, 1997). 
3. HRM differences at an industry level
As discussed before, there is no doubt that HRM should be presented in any organisation, small or big, in UK or outside UK. The company industry is very important when it comes down to HRM because some of the issues that might appear are related to the kind of work or the type of industry that the company is operate into. HRM should considerate each employee’s needs (Ahmad, Schroeder, 2003). Examples: 
· Government Contractors: 
If government contractors are in place, the HRM department needs to possess a clear communication towards employees and possess a clear understanding about their practices. The Office of Federal Compliance Programs (OFCCP) will control HRM in a company, under this industry. When an audit on the company happens and its turned out that HRM department did not quite fulfil all its duties, the company can be fined up to £100.000 or, their federal contracts can be dismissed (Ahmad, Schroeder, 2003).
· Technology
In the last couple of years, the IT industry become an extremely competitive sector. Not all humans are built or possess the knowledge to work in IT, that is why HRM is focusing on keeping their talent in IT. The HRM needs to implement a collaborative environment and focus on manage their employees to feel engaged, stable, loyal (Ahmad, Schroeder, 2003).
· Construction 
Hopefully everyone agrees that the construction sector is a fast moving and risking industry. Usually, the contracts are given on a short notice, fact that gives a company little time to plan ahead. Therefore, the HRM is constantly recruiting. Moreover, the main focus for HRM in this industry is represented by health and safety, but not just because accidents can happen. The HRM needs to plan and find ways to support their employees that are already injured (Ahmad, Schroeder, 2003).
4. Sustainability of HR at Pets at Home company
Pets at Home is one of top 10 UK companies. It was founded in 1991 and now, after so many years it has around 450 stores, 47 joint veterinary cabinets and 3 big warehouses. At the moment the company has around 700.000 customers and it was voted in 2016 “The 7th place in Great Place to work” (Working in the Distribution Centres | Pets at Home Jobs & Careers, 2021).
The HRM department together with the managers and directors, created a set of values and implemented them in the workplace. In the first day of your training, them values are presented to you. 
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Analyse on how Pets at Home sustain HRM at different levels:
· Financial
As stated before, the company has 3 different warehouses. At the minute, the transport department is moving stock between the warehouses, so, to cut the cost, the company, in collaboration with Tesco is building a new, massive warehouse in order to combine the three under one roof. 
When a new employee starts to work in the warehouse is paid with 9.45£ per hour and the minimum wage per hour is 9.10£ (Commission, 2022). After 12 weeks of service, the salary will be automatic increased to 10.10£, and based on future training, it will keep increasing. The company is offering bonuses based on performance, attendance, attitude, etc. 
· Social
The company understands that different people from different culture are working for them, so the HRM is organising different events in order to make everyone feel valued and welcomed such as: summer fun day, free Christmas dinner at work, people are allowed to pray anytime, food from everywhere around the globe, decorations for Halloween, Easter, Christmas, Hanukah, etc. 
· Ecological
The high environmental crisis provide a negative impact on the sustainability of our planet and the company Pets at Home is well aware of it. Therefore, the company committed to several factors such as: reduce their waste and the use of water, investing in vehicles that help maintain a clean air and product less emissions, innovating packages that provide the option to be recycled or compostable, etc. (Aarts,1999). 
· Training and development
After 12 weeks, after the employees pass their probationary period, the can apply or they are recommended for future development. They can be trained in different departments, different MHE`s (LLOP, Reach Truck, Counterbalance, Scissor Lift) or they can opt for developing their career by register themselves with the company development courses. The company offer health and safety courses, first aid courses, fearless manager’s courses or apprentices (Distribution Center Learning and Development, 2022).
· Health and safety
Lots of HRM attention is focused on health and safety in regards pf employees, themselves, visitors, basically everyone. The Health and Safety Act (1974) is respected in the warehouse combined with other different rules such as: anyone entering the warehouse needs to wear protective equipment, the pathways for pedestrians needs to be respected, check list and training provided for the employees that are operating the trucks, risk assessment in place provided by the Health and Safety manager, all other managers are IOSH and first aid trained, etc. 
5. Personal reflection
Based on the level of knowledge that I posses in this particular moment about HRM, I believe, and I strongly suggest that any business (big or small, online, global, family group) the HRM should be developed and implemented. A company that is creating strategic plans and strike for the productivity and profit should possess a strong HRM.
I work as a first line manager at Pets at Home, and I have seen how the process of HRM developed in that company and how they have been able to adapt it to meet their particular needs for their employees. The company believes that the employees are the most important assets to a business, and it is their job to keep them loyal, motivated, engaged, etc. Moreover, in this company, the HRM is managing the managers in a manner that they must care as well about the employee`s welfare. 
6. Conclusion
HRM represent the main process that is in charge of managing people and managing performance in an organization (Ramus, 2001). It developed from personal management to a strategic management, and now, all we need to do, is to implement and sustain it for a better future from whatever point of view (Ehnert et al, 2016).
This report outlined the importance of HRM and the factors that are affecting it. There is no doubt that flexibility and adaptability are some of the various characteristics of HRM. With that in mind there is no business that can state that a HRM process has not been in place due to the way it is structured. 
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