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[bookmark: _Toc160661112]CHAPTER 1: INTRODUCTION 
1.1 Background & Problem Statement
According to the research study of Gerardo (2023) In a time of rapid globalization, where business world turned out to be a complex linking together of different markets, we observe culture-driven impacts on Human Resource Management practices. National culture which in this context is the intertwined clusters of values, beliefs and behaviors that define society, largely shapes organizational behaviors and management practices across national borders. Irrespective of cultural diversity's contribution to HRM elaboration displayed by various studies, there seems to be a void in the literature with regards to a detailed and elaborate examination of the concepts and HRM practices in place within different national context.
This article explores the attitudes of three nations - India, UK, and Nigeria - different from each other in terms of cultural spheres. They embody their own unique cultural identities. We will attempt to examine the mode of thinking behind the use of the national culture for Human Resource Management. These nation-states are selected because of their ever-evolving cultural matrices, affording a very suitable environment for studying how HRM is defined and implemented across the aspects of recruitment, training, performance management and employee engagement. The investigation is surely timely and apt considering the global uncertainty a) the firms are facing and reb) the difficulty of being culturally relevant when dealing with employees of different nationalities. (Burkholder, N.C., 2006. Outsourcing: The definitive view, applications, and implications. John Wiley & Sons).
[bookmark: _Toc160661113]1.2 Research Aim 
This research aims to conduct a systematic review exploring the influence of national culture on Human Resource Management (HRM) practices in India, the UK, and Nigeria, providing insights into how cultural dimensions shape organisational HRM strategies in diverse socio-cultural contexts.
[bookmark: _Toc160661114]1.3 Research Objectives
1. [bookmark: _Hlk165143690]To examine the cultural dimensions prevalent in India, the UK, and Nigeria, identifying key factors that impact HRM practices in each country.
2. To analyse the role of national culture in shaping recruitment, training, and performance management strategies within organisations in the selected countries.
3. To evaluate the effectiveness of HRM practices influenced by national culture in fostering employee engagement and satisfaction.
To provide recommendations for culturally sensitive adaptations in HRM policies with diverse cultural contexts in India, the UK, and Nigeria.
[bookmark: _Toc160661115]1.4 Research Questions
1. 1. How do cultural dimensions unique to India, the UK, and Nigeria influence the design and implementation of HRM practices within organisations?
2. In what ways does national culture impact specific HRM functions, such as recruitment, training, and performance management, across these diverse socio-cultural contexts?
3. What are the observed effects of culturally influenced HRM practices on employee engagement and satisfaction in India, the UK, and Nigeria?
[bookmark: _Toc160661116]1.5 Significance / Relevance of Study 
Moreover, this study represents the application of a theoretical framework to an under researched area of international HRM, which is relevant both on the academic and practical levels. The role of cultural aspects gains more importance as businesses grow globally beyond their boundaries of nations and hence the HRM practices in a company are expected to internalize the cultural aspects of the host nation with precision. Through this research culture of a particular country and its HRM systems are disclosed demonstrating the depth of connection between national culture and HRM practices, a viewpoint that organizations can use to credit the success of their HRM strategies. The study examines the cultural dynamics of India, UK, and Nigeria. Consequently, comprehensive guidelines for HRM are custom-tailored to suit the situations. Furthermore, the guidelines are intended to drive efficiency and employee well-being among the organizations across the varied scenarios as discussed in the research study of Salas‐Vallina, Alegre and López‐Cabrales (2020).
Such study is of many kinds of significance, in a general sense. Education wise it tries to fill this knowledge void that is seen when the intercultural foundation of human resource activities is applied to management practices which brings a new and fresh message to the scholarly discussion. Basically, it would be a great tool for HR professionals and managers to use in preparing effective strategies that take into account cultural sensitivity and which ensure the promotion of diversity initiatives in the workplace while also creating an inclusive environment. Thus, the study extends the argument that the enhanced cross-cultural work and communication are possible to foster the global business cooperation, which are now good better than a jewelry in the international scene.
But primarily by increasing the level of the understanding of HRM as a culture-determined truth, the study justification becomes a particular method which underlines the equality in respecting the cultural peculiarities in the process of managing human resources. The main focus of this method includes the measures to deal with various intercultural challenges such as tension reduction and the creation of new competitive advantages by turning cultural diversity to your benefit. (Deutsch, M., 1990. Sixty years of conflict. International journal of conflict management, 1(3), pp.237-263.).
[bookmark: _Toc160661117]1.6 Brief Research Methodology 
According to the research study of Mahadevan (2020) Adopting the interpretivism theory and the inductive approach, this research study leverages qualitative research methods to examine the role of national culture in Haman Resource Management (HRM). The research is going to conduct a systemic literature review of the secondary data, including academic articles and case studies by three countries, India, the UK, and Nigeria. It is meant to expose common patterns and themes that demonstrate the cultural slices of HRM. (Malik, A., Budhwar, P., Mohan, H. and NR, S., 2023. Employee experience–the missing link for engaging employees: Insights from an MNE's AI‐based HR ecosystem. Human Resource Management, 62(1), pp.97-115.) Thematic analysis enables this investigation to an in-depth into the qualitative data that are done in this regard identify the cultural elements and their HRM implications. Such approach is the necessary and sufficient condition to develop a deep understanding, as well as contemplation of the national culture and HRM in context with distinct country features.
[bookmark: _Toc160661118]
1.7 Structure of rest of project
The proposed dissertation is organized such that the reader can follow a logical stream of the research, analysis, and the findings. After the initial part that describes the aims of the study and the limits of its research domain, a literature review begins, which examines the existing research on culture at the national level and the specifics concerning the HRM practices (Sulej, 2021). The next part explains the details about the research design (theory and method), data collection and processing methods. Later chapters conduct the research and provide a comparative assessment of different parameters, like the national cultures, that foster HRM in India, the UK, and Nigeria. This section of the discussion presents the findings of which were discussed in the context of general HR practices on the international level with bases being the differences in cultural dimensions. Other last parts of this study are unveiled here, mainly the arguments and the narratives related to practitioners and research are revealed in these respective acts. Attached references and appendices made this paper a more reliable source which hopefully will help readers know about the detailed background of this study.
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CHAPTER 2: LITERATURE REVIEW 
[bookmark: _Toc160661120]2.1 Nigeria, showcasing high power distance and Introduction to National Culture and Its Impact on HRM Practices
Nigeria with the high-power distance and exhibition of the formalized social hierarchy which is influenced by age, rank, and position. According to the research study of   Kornau, Frerichs and Sieben (2020) the crossroad of culture of a nation and Human Resource Management (HRM) practices is a pertinent aspect to be studied in the discipline of international business & management. The recognition of cultural nuances being the performance factors of managerial effectiveness for multinationals and their affiliates in the social-cultural settings having legal customs is vital. This literature review aims to explore the intricate relationship between national culture and HRM practices, with a particular focus on three distinct countries: Indian, the British and the Nigerian. The four countries include India, the UK, and Nigeria, the selection of these countries is based on the gradual diversification of their cultural landscapes, economic size as well as the volatility of HRM which gives rise to a holistic perspective of how the cultural variations affect choices of HRM across various contexts.
One of the cultural practices in national sense referring the ideas, beliefs, customs and social rules being the main integrating factor of the systems of company and the individual behavior. One of the studies by Hofstede cultural dimensions theory provides the underlying set of principles for the overall review. This theory does in fact provide a particular viewpoint that can assist HRM practices in assessing the influence of cultural variables on their operations, and this leads to an enhanced understanding of why and how specific cultural traits spark HRM approaches in recruitment, training, and performance management.
In Indian culture where the power distance is high, people are more collectivistic, and they have complex thoughts about uncertainty, HRM processes are shaped by hierarchical structures and paired families. What I noticed is that in India, the job application processes of the offices give more weight to respect for the regulation system and mentality that support the in-group people which fits well local cultural values that tends towards hierarchy and community. With accordance to a study of BISWAJEET (2020) more than half of Indian companies concentrates on their HRM strategy, which is about 58% consist of cultural values.
On the other hand, the UK, a country which is low in power distance, high in individualism and moderate in uncertainty aversion, respects hierarchy the least. Meritocracy, special attention to individual performance management and changes in UK are commonly used recruitment and performance management practices as discussed in the research study of Varma, Budhwar and DeNisi (2023). The Chartered Institute of Personnel and Development (CIPD) survey showed that 76% of UK organisations embraced human resource management principles that permanently moved focus to individual employee output, and employee autonomy.
As stated by the research study of Malik (2022) collectivism as similar like that of India but with its own unique diversity deriving from the ethnic mix, faces problems in HRM that are specific to it. There in lays the concept of discipline that is upheld which leads to the highly structured recruitment and training practices. A report titled "Cultural Sensitivity in Managing a Diverse Workforce: The Nigerian Institute of Management (NIM) Survey in 2022 revealed that 63% of Nigerian firms adopt both hierarchical and communal values in their HRM practices, implying the crucial part played by cultural sensitivity in the managing employees from diverse cultural backgrounds.
This contrast helps us to understand the importance of local culture while forming different HRM policies. Even though there are some shared cultural dimensions between India and Nigeria, their HRM approaches are not reminiscent in the strategic aspects because of context minded similarities such as economic conditions, legal setup, and education system. The UK´s unique cultural profile acts as a functional indication of why Human Resource Management (HRM) practices need to be customized to suit this context.

It is accordingly through this literature review that the role of national culture in HRM practices in India, the UK, and Nigeria is examined critically. This aim is to ensure that for the best HRM policies to be implemented, consideration of cultural sensitivity has to be made (Jamal et al., 2021). While cultural dimensions have direct effects on organizational engagement, satisfaction, and effectiveness, organizations need to have a clear understanding of this to develop the required measures. In business, companies will move further and further across borders the, the ability to restructure HRM practices to the requirements of different cultural spheres will be more and more appear as an important advantage.
[bookmark: _Toc160661121]
2.2 Cultural Dimensions and Their Influence on HRM in India, the UK, and Nigeria
Undertaking the cultural aspect of the international human resource management (IHRM) practices between India, UK, and Nigeria is a fascinating dimension to highlight the wide nature of how the national culture affects and modifies organizational behavior within the management strategies. This section takes on the cultural values and manners which are sometimes thought to be present in these countries, looking at Geert Hofstede’s cultural dimensions theory as the main breakdown tool (Amzaleg and Masry-Herzallah, 2021). Each culture’s dimensions, power distance, individualism versus collectivism, masculinity versus femininity, uncertainty avoidance, long-term orientation, and indulgence versus restraint, offer the notion of cultural predeterminants or elements of cultural difference and have a basis for noticing and comparing human resource management practices in each of such contexts.
[bookmark: _Toc160661122]India
India's position in cultural geography is characterized by more powerful individuals, a culture that is mild to moderate collectivist, masculine, has significant uncertainty avoidance, mix of short- and long-term goals, and parties often being sober. These factors belong to a culture that explains high respect to people and power, highlights family and group relations, shows attitude to work and high results, and is cautious in the decisions and changes (Orunbayev, 2023). The meeting of the hierarchy of managerial positions, internal hiring (group and communities) and the training program through modern actions alongside traditional values ​​should be seen as manifestation of the cultural traits in the sphere of HR. Performance evaluation systems could exhibit their hierarchy-oriented and community-based traits, giving weight to such indices as collective attainments while using individual performance measurements only as secondary criterions.
[bookmark: _Toc160661123]The United Kingdom
While the UK is not as strong in the respect as Germany in terms of low- to medium-power distance, high individualism, and masculine posture, it is high in short- to medium-term orientation and indulgence. This cultural description suggests an egalitarian society framed on individual rights, accomplishments, and more adaptable to differences/ambiguity in the process. In HRM practices, this results in a hierarchy involving fewer levels, management by qualification and events rather than seniority, and development of individual performance and career objectives. Instruction in the UK is very likely to be tailored to the needs of an individual, emphasizing functional skill development and learning how to be adaptable. Performance management a framework in which employees will be tasked with the activities of setting and achieving individual goals, which are closely monitored and assessed by both feedback and accountability as discussed in the research study of (Awan et al., 2020).
[bookmark: _Toc160661124]Nigeria
Nigeria's cultural specificities can be expressed in the language of "monitored" hierarchical relations, an emphasis on collectivism, a combination of male dominance with the presence of women, cautious attitude towards the imperfection of the surrounding world, a certain degree of future orientation and modest attitude to leisure. These dimensions of the society highlight the importance of hierarchical relationships, community, and family ties, the mixture of competitiveness with nurturing attitude, and the attitude of carefulness towards an unknown, and finally focus on prompt gratification along with the pleasure of a constant presence and sense of support. While in HRM, these cultural aspects show in inoral hierarchical organization, recruitment and promotion that is by the familial and the ethnic ties and training programs often are designed to maintain the conformity and adherence to the established procedure. Performance management in Nigeria could give extra points for being already in the company as well as for the level achieved (Ugoani, 2020). The most important criterion though is the performance of employees on their jobs.
[bookmark: _Toc160661125]Comparative Analysis
The comparison of these countries, on the other hand, reveals in depth practically the reason behind cultural dimensions on the HRM strategies. In India and Nigeria, the power distance and collectivism are the distinctive characteristics, and it gives rise to a hierarchical and community oriented HRM, while the power distance and individualism are the key aspects which in the UK lead to more egalitarian and individual focused HRM. Uncertainty avoidance plays ordinarily into training and development strategies, with India and Nigeria having traditional and centralized means of impartation whereas UK has rather flexible and modern ways of training. The theme of bipolarity observed in these countries is evident in the way management covers competitiveness versus cooperation setting as discussed in the research study of FENGLIN (2020).
An analysis of these cultural dimensions provides a rationale for multinational companies to be ready to deal with such differences and thus develop sensible and appropriate regular HRs practices as examine un the research study of Cooke, Schuler and Varma, (2020). Developing human resource management (HRM) policies that can be adjusted to the cultural uniqueness of each country can help boost employee engagement, performance and eventually contribute to the fruitful outcomes of international business.
[bookmark: _Toc160661126]2.3 Recruitment Strategies Across Cultures
According to the research study of Tej (2021) Recruitment is the beginning point for individuals to find their spot in the organization, which is why being a vital component in HR practices, it is considered a key element of HRM practices. Throughout the whole recruitment process, national culture plays a role that cannot be overstated, since it is not only the method of attracting candidates and choice of channels that it affects but also the criteria used to identify applicants. Bringing recruitment strategies from India, UK, and Nigeria together will allow us to observe the cultural differences and to touch on the topic of how important it is to align recruitment process with cultural expectations. This will help employers attract and keep the best people on board.
[bookmark: _Toc160661127]India
The recruitment system in India is extremely determined by the values and beliefs, such as respect to hierarchy, group interactions, and high context communication style of the traditions (Gaitho, 2022). These cultural aspects of direct hiring are strongly dependent on personal and networking systems in the process of recruitment. It is not surprising that the many organizations consider the recommendation given by different log workers and other extended networks before recruiting new staff as this resembles the character of Indian society where trust and familiarity are highly regarded. Such an unbalanced attention usually comes into job advertisements and interviews where one of the requirements is a candidate’s ability to become a part of the hierarchal structure of the organization with acknowledgment of authority and seniority as top criteria.

[bookmark: _Toc160661128]The United Kingdom
On the other hand, in the UK where people emerge as individualistic and maintain the low-power distance tendencies, a recruitment strategy is usually based on transparency and meritocracy. Job ads and recruitment procedures are made in such a way that they are sure to draw a huge number of potential candidates who look for special internship and are highly competent and eager to introduce something new in their work. One of the primary features of election is a strict and structured process focused on giving all, no matter the gender, ethnicity, etc., equal opportunities. This reflects Britain's cultural preferences for equality, taking into account personal rights and in a low context mode with brevity and clarity above everything sought after as discussed in the research study of Freebody and Finneran (2021). Referrals and networking are also employed. They are used not to completely substitute for the process but as the crucial candidates’ screening criteria. Apart from qualifications and professional experience, the right candidates’ uniqueness, attitude, and ambitions are prioritized.
[bookmark: _Toc160661129]Nigeria
As stated by the research study of Emeka Smart Oruh and Chianu Harmony Dibia (2022) Nigeria's recruitment roles reflect distinct individual characteristics, such as the high-power distance, collectivism, and high uncertainty avoidance. And just like in India, the ideas of personal networks and family connections send an important signal during the recruitment process: a polite call to the social orientation that appreciates a community more than individuality and links people more than distances. Nevertheless, the high level of power distance prevalent in Nigeria makes having a respect for authority and adhering strictly to positions of authority a key consideration often manifesting in the deference that candidates exhibit at interviews as well as in the selection process. Moreover, based on the high uncertainty avoidance.
[bookmark: _Toc160661130]2.4 Comparative Analysis
Cultural background of a nation becomes one of the key factors that determine HRM strategy for nearly every organization, and this comparison of recruitment policies followed in India, the UK, and Nigeria is the perfect evidence to it. Whereas personal acquaintance is the main factor taken into consideration during the recruitment process in the two countries that seem to adhere to collectivist culture, the process in the United Kingdom literally concentrates solely on merits and not on the applicants’ acquaintances. India and Nigeria are among the countries with the high-power distance that makes the organizations to be hierarchical and management position the most respected role during recruitment as compared to the society that has a leveled power through all the people in UK. Also, degree of certainty avoidance impacts risk requirements of organizations when selecting as Nigerian organizations want people with established credentials to be on top of the list (Agena, 2022).
[bookmark: _Toc160661131]2.5 Training and Development: Adapting to Cultural Contexts
According to the research study of Reed (2021) Training and development approaches that are appropriate or adapted across various national contexts have demonstrated the remarkable influence which cultural dimensions play on how such plans are made or put in place. Competencies and are the cornerstone in terms of developing additional in an effort to appreciate employees' skillsets as well as culture. Cultural values are enriched in the approaches of India, UK and Nigeria and various variations of these approaches affect the contents and strategy used domestically and globally.
In India characterized by high power distance and collectivism as dominant cultural traits, training and development programs often adopt an training system the structure of which reinforces deference to teachers as authorities, and activities promoting group bonding (Bharadwaj, 2024). Hierarchy and organization culture significance requires subjecting employees to clear guidelines and defined roles put a great emphasis on achievement of the team focus rather than on achievements of the individual. As mentioned by a report of the National Skill Development Corporation (NSDC) communts that 70% of trainings programs which are organized in India comprise of reminiscence of social bonds and group relationships, which goes on showing that the society believes in collectivist mode of thinking.
While UK is dominated by individualism and keeps the power distance low, its training and development strategies involved things like individualsʼ learning paths, critical thinking, and they emphasized on relying on the application of knowledge to solve the various problems. Although previous studies have shown that individualistic cultural traits of learning such as autonomy and personal achievement led to more personalized approaches of training with enhanced utilization of e-learning platforms, individuals who were involved in the research were still fulfilled with their own learning experiences. The CIPD's survey shows that more than 60% of businesses in the UK has flexible learning options, comprise of online courses and on-demand study resources. These assimilation strategies enable organizations to give employees the independence they deserve by serving their different interests.
According to the research study of Bharadwaj (2024) In a Nigerian society, a mixture of hierarchical structures, collectivism, and excessive risk aversion is heavily used when running training programs, thereby covering the subordinates’ respect for authority and practical skills along with job security. Trainings usually tailored to the former authority and group-oriented attitudes which are seen as an “in-group” phenomenon. As a response to Nigerian corporates having a high uncertainty avoidance trait (approx 55% of them concentrating on vocational and technical training according to NTISER as indicated by the Nigerian Institute of Social and Economic Research).
Country comparison in terms of the education and training programs they adopt clearly show that development approaches have to be mostly in line with the actual culture. India and Nigeria are the societies that stress on hierarchy and collectivism. In such countries, the training should revolve around the collective goals and values that support teamwork and be respectful to the leadership, but the UK approach highlights the independence, skills and self-esteem of an individual as discussed in the research study of Mtawa, Fongwa and Wilson-Strydom (2019).
It is not only the multinational corporations but also the local businesses that need to devise and apply effective training and development strategies to the above given aspects of national cultures.

[bookmark: _Toc160661132]2.6 Performance Management in Diverse Cultural Environments
The performance management systems, which are of utmost importance for organizations, assure that people’s personal & institutional goals mesh, thus raising the level of performance and rewarding the staff. Appropriation and customization of these systems to make them compatible with multiple cultures become the key to their success, notably in countries with highly divergent cultural parameters as India, England and Nigeria (Acemoglu and Robinson, 2021). This exploration demonstrates how the cultural disparities affect the approach towards and implementation of a performance management practice. Through that, it shows the attention should be paid to the cultural sensitivity issue to produce a good and happy workforce and staff.
India has a high-power distance which is usually characterizes by patterns of chains of command and by a collectivist orientation which may favor team achievements and collective goals over individual performance. The Western style of communication implies the feedback chain all the way up the hierarchy while the culture in Indian organizations encourages top -down direction given the principles of respect for authority and making the harmony one of the basic values. Research carried out by SHRM (Society for Human Resource Management) shows that there are around sixty-five percent of organizations in Indian which have implemented 360-degree feedback appraisal system but the strong focus on the managerial level proofs that this practice originates from the cultural need of good direction and validation given by the seniors. Additionally, performance rewards usually foster groups or teams hence creating a system to reward based on teams or departments which promote a behavior that is on collective ethos.
In contrast, the low power distance and high individualism of the UK ensure that its performance management system puts in focus individual decision making and personal development (Varma, Budhwar and DeNisi, 2023). Divergences between the appraisal instruments for personnel are more democratic, as for example peer reviews and self-assessments are powerful as well as managerial evaluations. This approach, therefore, creates a culture of transparency and inspires employees to take a role of starting and participating in the activities that are aimed at enhancing the firm's performance. Based on the latest research of the Chartered Institute of Personnel and Development (CIPD), around 75% of those working in the United Kingdom organizations already have some form of self-assessment integrated into their performance management processes, which is a clear indicator of cultural preference for individual contribution and autonomy.
In Nigeria, where high absolute power distance and collectivism represent quite significant to the extent of distaste for the perception of uncertainty, management performance systems customarily act as the amalgamation of the hierarchal respect and stability or security focus. Assessments as well as evaluations are more likely to meet the management standard and value the process which leads to following the organizational rules and being loyal with the organization. On the other hand, attributes to team performance emphasize the importance of the collective approach which is part of the collectivist culture. The NIM study which researched performance-based rewards of Nigerian companies indicated that the long-term benefits are job security and a life opportunity to advance for advancement in a career, which interests the Nigerian culture 's major priority of stability and wellness to the community.
According to the research study of Dastmalchian (2020) the flexibility of the performance management systems to the different cultural surroundings which perform here has a great role in HRM practice which relies on cultural understanding. In Indian and Nigerian contexts especially, where power distance and collectivism are predominant, performance management pursues to honor the leadership and team success endeavours as opposed to being specially aimed at boosting individuals and their personal development like in the UK.

[bookmark: _Toc160661133]2.7 The Impact of Culture on Employee Engagement and Satisfaction
Cultural alignment largely explains the success of Human Resources Management (HRM) practices in the accomplishment of engagement and satisfaction of the workers as discussed in the research study of Agustian (2023). Through insights about HRM outcomes in India, the UK, and Nigeria, the comprehensive picture comes about that cultural considerations have a direct relevance to organizational productivity and employee’s personal favoring. With this integration of research output, the manager can be shown how the cultural simple HRM approaches in-crease the level of engagement and satisfaction of the personnel within the culturally diversified country.
[bookmark: _Toc160661134]India
Expressing the common trait of high-power distance and collectivism with high uncertainty avoidance, the HRM in India which emphasizes very much on the creation of family like bonds within the organization, respecting the hierarchical system and ensuring the job security helps to make the employees engage and satisfied. It has been proven that culturally harmonized practices, for example, the involvement of employees in making decisions, yet keeping a hierarchal order and team appreciation acts as the best approach for Indian employees when it comes to boosting a sense of belonging and loyalty. The "Journal of Business Ethics" analyses a study that established organizations in India who practiced occupational Human Resource Management (HRM) which are culturally compatible have 30% higher employee engagement levels compared to those who did not adopt. Being in parallel with such cultural requirement of older generations which attracts stability and relationship orientation, it automatically increases the overall performance of employees and their number of commitments to the organization.
[bookmark: _Toc160661135]The United Kingdom
Instead, on the whole, in the UK where low power distance and high individualism are prevalent the HRM policies that foster independence, assign responsibility on the basis of merit and emphasize individual development coincide with cultural values and thus decisively influence the levels of employee engagement and satisfaction. According to the research study of Aldoseri, Al-Khalifa and Hamouda (2023)   AI-powered systems which give clear and specific feedback, and provide individual roadmaps to professional advancement are the most effective ones. According to the CIPD report, the UK organizations that engage in culturally sensitive HRM, which includes flexible working arrangements and the opportunity for employee’s personal growth, see their employee satisfaction rates increased entirely by 40 per cent. This is concurrent with cultural glorification of individual achievement and recording of the truth to life balance that places great significance on relationship fusing with HRM theories (Jewell, 2022).
[bookmark: _Toc160661136]Nigeria
With Nigeria having a high-power distance, collectivism, and an uncertainty avoidance culture, Human Resource Management practices that guarantee job security practices, favor organizational loyalty and incorporate the sense of community into the work environment greatly contribute towards a high employee engagement and morale of personnel. In-service programs which are not limited to job efficiency but also have a long-term career building process within the organization but are most appraised. The "African Journal of Business Management" study showed that Nigerian employees tend to be highly involved and satisfied when their roles, tasks and incentive system are culturally aligned (Idam, 2020). This holds true even more when organizations apply practices with an integral human resource management (HRM) approach that tend to create a more human and stable environment. These behaviors help employees belonging to close-knit cultures to gain the sense of security and sense of 'belongingness' and hence, improve organizational commitment and job satisfaction.
[bookmark: _Toc160661137]Cross-Cultural Insights
As illustrated by Akwei and Nwachukwu (2022) the study shows the United Kingdom, India, and Nigeria that their human resource practices aligning with the national cultural dimensions is the core of effective interplay between employees and satisfaction concerning them. While the specific cultural dimensions and corresponding HRM practices differ across these countries, the underlying principle remains consistent: HRM practices are much more effective in these cases, of course, when they strike a chord with employees' cultural values and expectations, which, in turn, make those people feel important, understood, and eager to work. Besides raising only individual worker productivity, this factor also causes the increase in the organization’s overall effectiveness. Such observations certainly demonstrate the necessity for those moving to a multicultural society to gain deeply contextual knowledge which will finally lead them to optimize their HRM designs. However, culturally sensitive staff management approaches are the key components to collectively unlock effectively the ultimate performance of the workforce and the integral success of the organization in the long term.


[bookmark: _Toc160661138]2.8 Recommendations for Culturally Sensitive HRM Policies
According to the research study of Gbadamosi and Adisa (2022) this review has demonstrated the strategic significance of cultural sensitivity in HRM actions, drawing comparisons in the end results of HRM practices in India, the UK and Nigeria. In order to elevate employee engagement, to reciprocate their devotion and boost the general effectiveness of the organization, HR policies should be tailored to the cultural practices that prevail in specific work environments. The following recommendations provide actionable strategies for organizations aiming to develop and implement culturally sensitive HRM policies: The following recommendations provide actionable strategies for organizations aiming to develop and implement culturally sensitive HRM policies:
[bookmark: _Toc160661139]Customize Recruitment and Selection Processes
India: Have respect for hierarchy and community affinities by using referrals alongside an understanding of the work force's social and familial structure, while maintaining equality and a skill-based approach in the assessment of competencies as discussed in the research study of Rai (2021).
UK: Focus on open pickings which ooze merit and promotes diversities, while at the same time, employing technology to bring in the most suitable candidates from the broad applicants (Agarwal, 2021).
Nigeria: According to the research study of Eaton, Christensen and Editors, n.d. Include the respect for hierarchical structures with a connection oriented inclusive approach that embraces and values community ties. The inventor of this method was Lazaro Spallanzani, an Italian physiologist in the 1700s. Inspired by the works of the ancient Greek philosopher Aristotle, Spallanzani designed experiments to test whether preexisting forms of life were required for the Conceivable that improved career choice mechanisms improve clarity and sense of security to workers.
[bookmark: _Toc160661140]Tailor Training and Development Programs
· India Arts competitions and rubrics should be included as group-based training initiatives, which are aimed at maintaining team spirit and promoting respect for authority and youths integrating traditional values with contemporary skills.

· UK: Tailor, sector-specific training classes that place students at the center of their future career path, with dynamics that take into account the self-managed learning approach and innovation.
Nigeria Incorporate training curricula that emphasize practical skills and secure job positions ensuring level regard for hierarchical systems while encouraging organizational loyalty and community antibodies (Muteti, 2023).
[bookmark: _Toc160661141]Adapt Performance Management Systems
India: As stated by the research study of Ma, Kor and Seid, (2021) have a balanced approach which includes individual and team recognition plans, with the clarity on role given and establishment of communication channels down to the last individual.
UK: Develop a culture of openness and feedback where there is a focus on employee goal setting and communication between manager and colleague as discussed in the research study of (Charles, 2023).
· Nigeria: Build performance management systems that value team performance in addition to individual contribution. Ample communication and modeling by using consistent policies and expectancies should be in the center stage to ensure stability and growth opportunities for employees.
[bookmark: _Toc160661142]Foster an Inclusive Workplace Culture
· India: Sense of family within the office environment could be produced by giving social activities and events, which help the employees to understand their traditions and be good to others.
UK: Develop a culture that honors diversity, inclusion, and work-life fusion, through the proper policies that allow for the liberalization of work procedures and the welfare of employees (Safi and Levy, 2023).
Nigeria: Promote "family" atmosphere at the workplace through various activities such as praising and enjoying multicultural diversity, as well as developing special clubs devoted to learn from each other's backgrounds as discussed in the research study of  García-Vita (2021).
[bookmark: _Toc160661143]Implement Culturally Aligned Reward Systems
India: According to the research study of Ilyas (2020) Apart from rewards that motivate employees or teams, there should be those that recognize individual success on the community level. For example, team outings or donations to a charitable organization.
UK: As stated by the research of Shields (2020) Reinforce, with individual reward systems, that people are rewarded for personal achievements and career advancements, performance bonuses and individualized recognition being commensurate with these.
· Nigeria Implement method of salaries that allow the employees to obtain rewards beyond the actual earnings, including career development long-term opportunities, and the security of employees’ positions, besides recognizing joint achievements.

2.9 Summary
Organizations conducting business in a multi-cultural event should thus ensure that the policies are inclusive across diverse cultures. Such a formation will consequently guarantee the survival of such organizations (Malik et al., 2022). Recognizing and taking into consideration the cultural aspect of any nation, organizations will be able to promote policies and HRM practices which at once will be consistent with the global strategy of the organization and at the same time resonate with the workers living in the country. A subsequent effect will be an increase in the level of workforce satisfaction and engagement and the performance level will improve. This action plan is constructed to help firms dealing with multicultural problems of HRM to adopt an intelligent and empathetic approach.
[bookmark: _Toc160661145]

CHAPTER 3: RESEARCH METHODOLOGY 
Through the process of dissertation regarding effects of national culture on HRM practices of India, UK, as well as Nigeria, I followed a very structured framework, which was reflected in the blending of the research techniques in order to have a complex and deep understanding and analysis of the topic. This part reveals a set of methods serving for overcoming intricacies of cultural aspects within the Human Resources Management (HRM), which correspond to a well-planned and prepared research aimed to reach promising results as discussed in the research study of Bojang, (2023).
[bookmark: _Toc160661146]3.1 Research Philosophy
Following the path of interpretivist research philosophy, this study investigated through a deep analysis of the individualized nature of socio-cultural phenomena, most importantly of national culture and HRM practices, their complex interweaving. Being a methodology that appreciates and tries to identify the nuances of individual experience, interpretivism helped to enrich our understanding of the intricate social and cultural patterns that run within organizations and which determine organizational behavior and management practices. With the belief that the human resource management practices are inherently culture-bound and the understanding that the worth of HRM practices is conditioned based on different cultural values of individual country, interpretivism presented a robust framework through which the various dimensions of HRM practices as viewed from the cultures of UK, India, and Nigeria are analyzed.
[bookmark: _Toc160661147]3.2 Research Approach
According to the research study of Magnani and Gioia, (2022) an inductive research strategy was the methodology adopted, based on the assumption that a thorough, open research into the interaction between national culture and HRM practice always goes hand in hand with the decision-making processes which are grounded in the induction. In these circumstances, the selection was specially right since the two respective situations have got their own characters which are different from each other. The qualitative data collection methods were used to solicit inv-depth interviews and case study approaches. These methodologies yielded rich contextually embedded data, covering all aspects. This work represented an explorative experience as every discovered regularity below the surface of cultural impacts unveiled subtler and less predetermined insights not provided by our frameworks used in relevant theoretical studies, thus contributing to the enrichment of the perception of how national cultures reflect themselves in HRM practice.
[bookmark: _Toc160661148]3.3 Research Method
The qualitative research was the backbone of shedding light towards the complexities associated with the interaction between national culture and human resource management as discussed in the research study of Sarinah, (2022). Adopting a qualitative approach made it possible for me to explore the cognitions of the individuals and organizations in this context in detail, so that I will be able to eloquently relate the uniquely found cultural dimensions to the practice of HRM. This method played a key role in gaining different depths of insights and interpretations that could not have been generated with quantitative methods. Furthermore, it also addressed the aim of going culturally aware in providing recommendations for HR policies in multicultural settings.
[bookmark: _Toc160661149]3.4 Data Collection
We have also incorporated the eclectic use of secondary data by scrutinising about the previous data that is relevant for the connection of national culture with human resource management (HRM) practices in the chosen countries. As stated by the research study of Liao (2021) a systematic review of academic papers, reports, and cases was undertaken, resulting in the analysis of 15 studies available in the Impact Evaluation of Solar Energy in 30 Countries. It became feasible to be on the ground and to combine the different cultural aspects that are more relevant to this agriculture industry with the HRM practices and this being the starting base for formulating innovative, proactive solutions.
[bookmark: _Toc164160394]3.4.1 Article Selection Criteria
After taking the objectives into account, the secondary technique has assisted in choosing data from a variety of secondary sources, including books, journals, and even industry data (Taherdoost 2021). Google Scholar has been used to gather the desired data. The year that was chosen to gather pertinent data was one of the uses of Google Scholar. The study includes between 50 and 70 selected articles. The purpose of this was to ascertain the degree to which academics studying human resource management were delving into the topic of recruitment and selection practices as well as the choice of expatriates in the United Kingdom.

3.4.2 The choice of research
 Following the creation of the aforementioned article selection criteria, titles were examined, which resulted in the formulation of several articles' exclusion and inclusion criteria. On the basis of the abstract evaluation, additional screening has been devised. The remaining papers were taken from an online library database. In the end, 50-70 articles were selected for this review.

[bookmark: _Toc160661150]3.5 Data Analysis
According to the research study of Peel (2020) Thematic analysis was the main data analysis method. With an aim of identifying and giving an in-depth interpretation of the patterns or themes in the data. The qualitative data collected through interviews, case studies, and literature reviews was sorted and coded out so as to get cohesive themes that properly captured in addition to accurately reflected the cultural nuance that was brought about by HRM practices. This qualitative approach was a critical tool in uncovering the undercurrents of culture have on HRM which ended up reflecting the study's findings and recommendations in more explaining and richer story.
[bookmark: _Toc160661151]3.6 Ethical Considerations
Throughout the research, ethical integrity was given our first priority, knowing that informed consent was sought; confidentiality and cultural sensibility matters were honored in all interactions and analysis. This research acted consistently with highest research ethics by promoting respectful representation of diverse views and minimizing possible biases (Manalili et al., 2021). This way the study not only preserved ethical research practices but also honored the complicated cultural context that is always present in cross-cultural research.
[bookmark: _Toc160661152]3.7 Project Management
The project was extremely organized with each stage of the research being done in accordance with a detailed schedule presenting the research plan (i.e., literature review, data collection, and analysis). Check point meetings were organized to verify consistent adherence to the project schedule, yet, with a flexibility allowed in the processes to accommodate unforeseen changes. Balancing the ethical conundrums remained the core of project management philosophy, imbedded with principles of transparency, collaboration, and respect guiding the research team as they integrated knowledge generation (Žužek et al., 2020).
This dissertation relied majorly on the utilization of these techniques to analyze how culture in nation impacts organizations' HRM processes, and consequently, came up with key insights and the best selection of culturally sensitive trends for India, UK, and Nigeria.
3.8 PRISMA chart flow diagram
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3.9 Summary
Consequently, the dissertation employed an interpretivist research philosophy, an inductive approach, and qualitative research methods to discover the effect of the national culture on the HRM procedures across of India, Uk, and Nigeria as discussed in the research study of Peel (2020). This research explores this phenomenon in detail by performing a systematic review on the existing secondary data sources and through thematic analysis of the interactions between cultural dimensions and HRM strategies. Such theoretical framework provided a deep and cultural analysis of the practice of human resource management and, this way makes the findings more meaningful (by the fact of subjective life characteristics, of course). Ethic issues and starters management ensured the integrity and the relevancy of the research; resulting in ethnic information on the culturally sensitive. 














Chapter 4: Analysis of National Culture and HRM Practices in the UK, Nigeria, and India

4.1 Introduction
This chapter delves into the intricate interplay between national culture and Human Resource Management (HRM) practices across three distinct countries: the UK, Nigeria, and India. Disaggregating the impact of cultural paradigms on organizational behaviors and management approaches, the discourse sets out to offer a subtle understanding of the cultural dimension within HRM of multinational environments. The chapter follows a logical order starting with basic elements of culture and its types, towards a detailed study of the influence of the national culture, using Hofstede’s cultural dimensions. The core of the theme shifts towards discussing HRM practices within the framework of national culture knowing that cultural differences call for unique HRM strategies. Culture is a mix of norms, values, beliefs, and practices that are transmitted from generation to generation and influence the behavior and attitude of people in a society. It acts as the underlying ground upon which companies can develop strategies that are in line with the overall culture and local customs of the employees.
4.2 Hofstede Cultural Models Evaluation 
Culture is an unavoidable element in the sphere of international business and organizational behavior. Cultural Dimensions Theory by Geert Hofstede providers a path-breaking framework that explains what influence the culture of a country has on the values of its members, and how these values are related to behavior (Taras, Steel and Stackhouse, 2023). It acts as an objective measure of cultural attitudes, preparing the ground for the global comparison of national cultures. Hofstede’s model assesses countries according to six dimensions that collectively form a detailed picture of the cultural profile of a nation. These dimensions are Power Distance, which reflects a societies’ tolerance for inequality; Individualism versus Collectivism, which depicts the level of interdependence a society sustains among its people; Masculinity versus Femininity, portraying the allocation of emotional roles between genders; Uncertainty Avoidance, representing the tolerance for ambiguity in a society; Long Term Orientation, depicting the perseverance of a society towards future rewards;
[image: ]
Figure 4.1: Hofstede Cultural Insight Model
Source: (Zhou, 2024).
Such a comprehensive model allows multinational corporations to align their human resource management (HRM) practices with the cultural demands of various countries. Measuring cultural metrics, Hofstede’s interpretation provides a framework to understand the UK’s individualistic but restrained culture, Nigeria’s communal traditions within a high-power distance society, and India’s compliance with hierarchy and long-term orientation. The graph given represents the scores of these nations on Hofstede’s scale introducing a journey into how these cultural dimensions can be reflected in organizational practices. Consequently, the part is intended to analyze Hofstede’s Cultural Dimensions Theory focusing on India, Nigeria, and the United Kingdom. It will also examine the cultural subtleties in relation to the theory and discuss the outcomes on HRM practices in these diverse cultural settings. This understanding will be a keystone for multinational companies striving to develop working environments that are culture-sensitive and operationally efficient (Mihai and Novo-Corti, 2020).
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4.2 Power Distance Index (PDI) 
We shall critically analyze the Power Distance Index (PDI) as one of Hofstede’s Cultural Dimensions, evaluating Hofstede Insights which provides score for India, Nigeria, and the United Kingdom. This index indicates the tolerance of inequality of power in a society—the higher the score, the more tolerance of the inequality and centralization of power (Oruh and Dibia, 2020).
India, with PDI equal to 77, reflects a society that tolerates hierarchy without much stress put on equality for its citizens. This high score reflects a certain respect for authority and the idea that every person does have a proper role which is not usually to be challenged. In HRM context, this means organizations that are hierarchical with the decision-making power at the top of the company pyramid. Subordinates rarely argue with their bosses. From a critical point of view, this would guarantee clear lines of decision making and reverence for authority but could also suppress innovation and frank discourse, a phenomenon that cannot be effective in a dynamic business environment (Mosamim and Ningrum, 2020).
Nigeria's PDI is similarly high albeit not specified in the information presented. It can be concluded that there is approval of hierarchies and a wide gap between the leader and the subordinates just like India. This implies that Nigerian corporate organizations may have a more pronounced respect for authority, which in return tends to slow down the feedback from the low-level employees to management (Essien and Ogunola, 2020). Critically, this could affect the agility of an organization to change and further inhibit the empowerment and engagement of employees.

The United Kingdom, however, has a PDI score of 35. Such reduced score results from a cultural predilection to authority questioning and preference for egalitarianism within organizational contexts. Consequently, HRM practices in the UK would be more inclusive, which implies that managers and employees would work together and an open, consultative communication is a typical characteristic. Although this can promote innovation and employee satisfaction from the critical perspective, it may also cause conflicts due to the absence of the well-defined authority in decision-making processes (Afraz et al., 2021).

From a critical lens, high PDI cultures such as India and Nigeria benefit from a clear chain of command and simple decision making. However, these organizational structures do make them stagnate in the area of employee-driven innovation and adaptability to flat organizational models, which are what is preferred in the global business environment. However, low PDI scores, which are characteristic of the UK, can improve creativity and staff morale, but may cause inefficiencies and unclear responsibilities.

As per the study of Abyaba and Achibane, (2023), the scores from Hofstede’s findings give an important insight for the international HRM professionals. HR policies should take care so that they do not create problems with the balance between the clarity of authority and decision-making efficiency in high PDI societies and the need for autonomy and employee empowerment in low PDI societies. The difficulty is to find a compromise that would be respectful to cultural attitudes and, at the same time, will support productive and creative organizational culture.
4.3 Individualism Vs Collectivism 
The IDV (Individualism versus Collectivism) dimension is one of the fundamental elements of Hofstede’s Cultural Dimensions Theory, which represents an analytical tool to determine the way personal freedom or social unity rules over societal relationships, in consequences to organizational culture and HRM practices. This dimension measures the level of interaction a society sustains among its members. It examines if the self-concept is individual focused or collective focused (Dabiriyan Tehrani and Yamini, 2022).
India, the individualism index is quite low at 48 and in this way, it is a collectivist society. In such cultures, personal behaviors should be mostly based on a membership to a lifelong and indestructible group as discussed in the study of Blitvich, (2024). The implications for HRM are profound: Team spirit, group agreement and full joint success are more important than personal success. Employees demand that organizational decisions consider the welfare of the whole group, which includes the work team and beyond that the family. This is evident in localized recruitment and favoritism towards group rewards. However, a focus on collectivism essentially creates loyalty and organizational unity that often restricts independence and merit-based promotions, which in turn can bring about stunted personal development and creativity.
Nigeria is not directly scored in the Hofstede Insights provided; however, one might assume a drift towards collectivism based on the general characteristics of African cultures with the same socio-economic attributes. This implies that Nigerian organizations give preference to communal goals rather than individual dreams, ensuring that their HRM practice would mostly concentrate on typical work families, social networking, and loyalty to the employer. The critical perspective in this case is to realize that such a system provides stability and security, while it might also lead to nepotism and prevent objective talent management (Melhem et al., 2024).
The United Kingdom is characterized by a high level of individualism with a score of 89. This highlights a society which is known to have weak bonds between people where everybody is supposed to fend for themselves and their nuclear families. Human resource management in such culture would consider individual rights, personal accomplishments, and careers (Triana, Gu and Chapa, 2021). Personal initiative and successes are much appreciated, and performance mostly based around the contributions of individuals rather than groups of people. The critical approach in this regard would be that this model, while fostering innovation and competitiveness, could separate team members from each other.

From a critical point of view, the IDV dimension alludes to a division between the fostering of an effective, supportive network (collectivism) and advocacy of innovation and human rights (individualism).  This aspect is paramount in global businesses as they need to come up with HRM practices that are not only culturally sensitive but also promote a harmonious kind of organizational culture that utilizes the strengths of both individualism and collectivism (Hsu and Kellan) Nguyen, 2023).

4.4 Masculinity versus Femininity
In Hofstede’s Cultural Dimensions Theory, the Masculinity versus Femininity dimension looks at the issues of aggression, competition and material success compared to care, quality of life and sharing (Gallego-Álvarez and Pucheta-Martínez, 2020). This dimension gauges the dominant values in a society: achievement and success are labelled as “masculine” and caring for others and quality of life are labelled as “feminine.”
India shows a masculinity score of 56, which reflects a society that tends toward moderate masculinity. In such cultures, the focus is on success, competition, and accomplishment. The organizations in the masculine societies are competition driven and they want to be the best; both in individual and group levels. Thus, the HRM practices in India will tend to consider performance outcomes, clear achievement benchmarks and rewards for high performers (Muduli et al., 2022). The competitiveness of work could help productivity and economic growth, though it could also increase workplace stress and has been linked to a reduction of work-life balance. When judging such environments, it is crucial to think if there is too much pressure put on achievement over the welfare of the employees and whether the work environment does in fact support diversity and equality.
Nigeria's is not explicitly mentioned, it is reasonable to infer that Nigeria might possess a blend of masculine and feminine traits according to Hofstede’s model and cultural practices in many African countries. This approach would also reflect a typical characteristic of the community well-being and collective success, where the success is assessed from the point of view of group achievements (Green, 2021). Conversely, the presence of patriarchal formations could also illustrate a disposition towards masculine norms such as aggressiveness and competitiveness. The HRM within such a context would have to manage the push for personal achievement over collective peace. A critical view may show disputes between the drive of the economic development and the support of the social integration and care for the wider community.
The United Kingdom, a low masculinity score, is considered a “feminine” society with the quality of life and welfare of all are valued. In such cultures, HRM should emphasize the work-life balance, workplace flexibility, and employee well-being (Mærland, 2023). The focus is on agreement and not on the competition, and inclusiveness and equity. The managements are supposed to be facilitative persons rather than being directive. Nevertheless, any critical perspective should admit that even in these societies which are such, global competitive forces could lead to a contradiction between the culturally rooted feminine values.

Masculinity does it itself: The masculinity from within itself is a critical analysis of the Masculinity vs. Femininity dimension indicates that masculine cultures promote economic success but tend to neglect employee welfare and social equality. Feminine cultures perform very well when it comes to creating collaborative and inclusive kind of work environment but might fail in highly competitive global markets. Due to this reason, the HRM practices should be in a position to serve a dual role that is, giving competitive edge without losing the welfare and equity that underpin female cultures (Gom et al., 2021). This balance is pivotal for the international companies that move through the local cultural expectations, yet, while battling to remain globally competitive.


4.5 Uncertainty Avoidance Index
The Uncertainty Avoidance Index (UAI) in Hofstede’s Cultural Dimensions Theory represents how threatened members of a culture feel in case of ambiguous or unknown situations and that they have developed some beliefs and institutions that do this. This dimension measures the extent to which a culture wants to escape uncertainty and confusion, leading to greater stability (Watts, Steele and Den Hartog, 2019).

India has a rating of 40 meaning it is a medium to low uncertainty avoiding society. This reveals some level of ambiguity toleration and a somewhat adaptive response to ill-defined situations. In HRM practices, this is expressed in terms of the greater risk-taking and innovativeness, willingness to consider unorthodox practices or ideas, and flexibility towards the application of rules and policies. Yet, the low score does not indicate full acceptance of ambiguity—control of ambiguity may still be strong in some operations and clarity is necessary in some business operations. Critically, this flexibility is a double-edged sword: It can promote versatility and creativity, though, it may result in lack of consistency in the management practices and uncertainty in the role expectations (Kuntz, 2020).

Nigeria, according to Hofstede Insights has a UAI score of 60, which represents a society that has high concern for structure, rules and regulations. This could be an example of an inclination towards clear rules, certainty, and an organized work and life style. In organizational domains, Nigerian HRM practices are also likely to reflect it through clear job descriptions, strict policy adherence, and less tolerant attitude towards deviating from established procedures. Critical observation would also lead to the fact that while this may produce predictability and a feeling of safety, it would also smother creativity and resist innovation, and most likely, flexibility in fast moving global environment (Petitta and Martínez-Córcoles, 2022).

The United Kingdom is characterized by a score of 35, thereby representing a culture that is more tolerant towards the unknown and less rule-bound. This implies a readiness to face new challenges without much of detailed procedures. Hence, British organizations will tend to promote more innovative thinking, a flexibility to adjust to new situations, and less formalization in their HRM practices. A critical approach, though, may argue that not enough structure would result in inefficiencies and poor coordination; while creative thinking is promoted, it may also create the desideratum of coherence in organizational regulations (Maier et al., 2024).

In a thorough critical examination, we find that cultures with high Uncertainty Avoidance tend to institutionalize stronger laws, and safety precautions which may lead to a stable albeit inflexible work environment. Top of Form

4.6 Long-term Orientation Vs Short-term Orientation 
The Long-Term Orientation versus Short-Term Normative Orientation dimension in Hofstede’s Cultural Dimensions Theory measures how much a culture adheres to long-term goals with characteristics such as perseverance, thriftiness, and adaptability change in comparison to short-term goals in adherence to traditional norms and values (Barreto, Lanivich and Cox, 2022).
With 51, India has a high score on the Long-Term Orientation dimension, reflecting a cultural inclination towards future planning, perseverance, and thrift (Chun et al., 2021). In the HRM context, this is reflected in the organizational culture modelled by Indian companies, long-term orientation of plans, patience in delivery results, and in development of employees as a process. Employees are likely to be driven by opportunities for career advancement and the prospect of future incentives rather than the exigent benefits. A critical look will, in turn, reveal some threats inherent to dynamic market conditions.
Nigeria's is not indicated, but judging by the cultural resemblance with other long-term oriented societies in Africa, the possibility of placing emphasis on the development of societal, familial or organizational legacies is to be inferred. HRM practices would tend to appreciate being loyal to the organization and long-term orientation. This may imply that career paths are created for long-term progress and strategies are developed for sustainable growth (Al-Qudah, Al-Okaily and Alqudah, 2021).
The United Kingdom scores significantly lower at 26, which indicates a culture with a short-term normative orientation. British culture is more past and present oriented and institutions are more normative in their operations. HRM practices in the UK may therefore more aimed at getting quick results, existing traditions, and staying with the current social and business norms (Yeşiltaş, Gürlek and Kenar, 2022). Critical reflection on this orientation provides the fact that it is best for the organizations because it is practical and quick-reacting for the changes of the market, but it is not right for the strategic advances and long-term investments in the future potential that might be bad for the sustainable growth and long-term organizational health.

When looked at analytically, Long-Term Orientation influences HRM to think about the future aspects of decisions and policies, stressing adaptability, future orientation, and sustainable success. Conversely, the Short-Term Normative Orientation promotes tradition, immediate social norms, and fast solutions. Every orientation has its pros and cons that HRM should carefully weigh to control the diverseness of the staff in the global market today.
Indulgence vs. Restraint
The Indulgence versus Restraint dimension in Hofstede’s Cultural Dimensions Theory argues the satisfaction of basic and natural human desires associated with hedonism and enjoyment versus repression of need satisfaction and regulation by use of tight social rules (Koç, 2020).
India has some score of moderate indulgence, which is placed at 26. This somewhat moderated mark indicates a society that promotes a more cynical worldview that focuses less on free time and more on moral component of life. Considering HRM practices, such culture may lead to a work environment where the employee’s leisure is less of a priority and where discipline and adherence to social norms tends to be the focus.
Direct indulgence scores are not given in Nigeria, but Nigeria’s culture being described as diverse and vibrant, implies a mix of indulgence and control. As such, Nigerian organizations may display HRM practices that enjoin participation in communal activities and socializing.
The United Kingdom is relatively high in indulgence with a score of 69. This implies a society that permits more or less unrestricted satisfaction of elementary human drives connected to having fun and pleasure. British companies may implement HRM practices that focus on a proper balance between work and personal life, encourage employee socialization and make the work environment open and enjoyable. Employee autonomy is expected to be more pronounced and the rules that govern personal time and space at the work place are likely to become looser. Nevertheless, upon a closer look it can be argued that over-indulgence may consequently disturb the productivity and make people undisciplined thus affecting the organizational effectiveness. Furthermore, if instant satisfaction is considered to be the priority, the emphasis on long-term strategic planning will be lost.

Analyzing the Indulgence vs. The restraint dimension points out that indulgence can make the people happier and freer, but this may threaten the efficiency and organization (Heydari, 2020). On the other hand, restraint leads to order and uniformity, but it may stifle the creativity and personal freedom. HRM practices should take a critical stance to balance the two in order to create a situation where employees are highly motivated and at the same time the whole organization objectives are met. This equilibrium is especially important for multinational companies which need to modify the management styles in line with diverse cultural approaches to indulgence and restraint within different world contexts.












4.7 Data extraction table:

	Index
	Name of Study
	Author’s Names & Publication Year
	Subject matter
	Key Themes or Keywords

	
1
	                   
The research study of Gerardy

	


Gerardo 2023

	The essay explores Nigeria, the UK, and India's various cultural identities and how these affect how each country conducts human resource management (HRM). The article probably seeks to understand how cultural elements influence organisational strategy, employee interactions, and decision-making processes in each country by looking at different countries' attitudes and behaviours in the context of HRM. 
	This article discusses how nations' attitudes are repeatedly examined within a specific theoretical framework. This suggests a systematic approach to understanding the behaviours and perspectives of different countries.

	


2
	


The research study of Sales Vallina
	


Alegre and Lopez-Cabrales 2020
	The study's main objective is to provide specific guidance for Human Resource Management (HRM) methods in India, the UK, and Nigeria by examining their respective cultural dynamics. These rules are probably intended to maximise productivity and improve worker satisfaction in businesses. 
	This research seems to be quite important in several ways. Examining the intercultural facets of HR activities and how they relate to management practices, helps close knowledge gaps in education.

	
3
	
The research study of Mahadevan (2020)
	
Mahadevan (2020)
	The primary goals of the study seem to use qualitative research methods and interpretivism theory and an inductive methodology to investigate the impact of national culture on human resource management (HRM). This methodology proposes to concentrate on comprehending the culturally specific subjective experiences and meanings associated with HRM practices. 
	By exposing the cultural subtleties that influence HRM practices in Nigeria, the UK, and India, Mahadevan hopes to deepen awareness of the relationship between organisational dynamics and national culture. This research methodology offers practitioners looking to handle cultural diversity in their organisational contexts useful insights and adds to the growing body of knowledge on cross-cultural HRM. 

	.



4
	



The research study of Kornau

	



Freriches & Sieben 2020
	

This review of the literature intends to explore the intricate relationship that exists between national culture and HRM practices, with particular attention to Nigeria, the UK, and India. Every one of these nations has distinct cultural norms, values, and traits that influence how they manage human resources in businesses.

	

It is a considered strategy to base the comparative analysis of HRM on cultural variety, economic scale, and HRM volatility, and to include Nigeria, the UK, India, and another nation. These nations each have distinct cultural environments, economic situations, and HRM difficulties that can offer important insights into how cultural differences affect HRM methods.


	

5
	


Study of Biswajeet
	


BISWAJEET (2020)
	Low power distance cultures are characterised by a relatively flat organisational structure and an expectation of equality. This leads into meritocracy being prioritised more and hierarchy being less in HRM practices. 

	HR methods in UK organisations are becoming more modern, as seen by the broad acceptance of HRM principles that emphasise individual employee performance and autonomy. This change signals a move away from conventional, hierarchical methods and towards employee-centric, flexible strategies.


	
6.
	Research study of Varma
	 
     Budhwar and DeNisi (2023)
	Organisations must adjust to shifting work dynamics in today's fast-paced, dynamic workplace if they want to stay competitive. Setting a high priority on the productivity and autonomy of individual employees helps organisations to develop the creativity, agility, and flexibility that are necessary in a constantly changing business environment.


	Providing workers more control over their work can boost their engagement and job happiness. Employees are more likely to feel motivated and invested in their work when they have a sense of control and responsibility, which eventually improves performance and organisational outcomes.



	

     7
	

Research sudy of Malik
	

                    Malik 2022
	Collaborative cultures, like those in India, place a high value on group cohesion, loyalty, and cooperation. This emphasis on the group also permeates the workplace, where cooperation and teamwork are highly regarded. HRM procedures in these cultures frequently stress the need of preserving internal harmony within the company and give priority to group objectives over individual accomplishments.
	Although collectivism offers a shared cultural fabric, nations such as India have a multitude of ethnic, linguistic, and regional distinctions. Because of this diversity, HRM procedures are made more difficult because businesses have to deal with the varying communication preferences, work styles, and social conventions of their diverse workforce.


	

     8. 
	

Research Study of Fenglin
	

Fenglin 2020
	High power distance is a characteristic shared by Nigeria and India, indicating a substantial divide between those in positions of control and those who are not. This translates, in HRM terms, frequently into hierarchical organisations where decisions are made centrally at the top and employees are expected to do what they are told. For instance, the organisational structure of organisations in India may have a hierarchical structure, with distinct lines of authority and a heavy focus on obedience to superiors.
	Nigeria and Andia both have collectivist cultures, which place a high value on cooperation, group harmony, and loyalty. In HRM, this could show up as community-focused procedures that put the demands of the group ahead of those of the individual.

	
      9
	
Research Study of Tej 2021
	Tej 2021
	Recruitment serves as the gateway for individuals to enter an organization, making it a crucial aspect of HRM practices. National culture plays a significant role throughout the recruitment process, influencing not only the methods used to attract candidates and the choice of recruitment channels but also the criteria used to evaluate applicants.
	 Establishing trust and having personal contact are crucial components of recruitment in Nigeria. Written applications alone may not be given as much weight as in-person interviews and evaluations. Hiring decisions might also be influenced by other variables including neighbourhood ties and family history. Employers may also have to deal with issues with technology access and infrastructure, especially in rural locations.




	10
	Research Study of Freebody and Finneran (2021).
	
Freebody and Finneran (2021).
	Each applicant has different ideas, experiences, and skill sets to offer. Recruiters can find candidates who prioritise individuality in order to find those who bring new perspectives and creative problem-solving techniques. 

	Long-term engagement and retention depend on having a thorough understanding of the aspirations and career goals of each candidate. Prospects who have a clear goal for their professional development and who share the organization's mission and vision are more likely to be motivated and devoted workers. Recruiters may create a talent pipeline of people who are committed to the company's success and ready to contribute to its growth by giving candidates' objectives top priority.


	

11
	The research study of Emeka Smart Oruh and Chianu Harmony Dibia (2022)
	
Emeka Smart Oruh and Chianu Harmony Dibia (2022)
	Nigeria also shows a high degree of uncertainty avoidance, which suggests a propensity for order, structure, and well-defined regulations. This could show up in the hiring process when companies look for applicants who are seen as trustworthy, dependable, and easily adaptable to changing conditions. Candidates may be viewed as important assets to the company if they can show that they can handle ambiguity and uncertainty.
	Nigeria also shows a high degree of uncertainty avoidance, which suggests a propensity for order, structure, and well-defined regulations. This could show up in the hiring process when companies look for applicants who are seen as trustworthy, dependable, and easily adaptable to changing conditions. Applicants who can show that they can handle ambiguity and uncertainty could be viewed as great assets by the company.
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Research Study of Reed
	
Reed
2021
	The study refers to It is essential to create training and development programmes that are both culturally sensitive and flexible in order to guarantee their efficacy in a variety of country contexts. Indeed, cultural factors have a big influence on how these programmes are designed and carried out. This is how cultural sensitivity and competence work. 
	The approaches taken by Nigeria, India, and the UK are richer in cultural values, and these approaches' varied iterations have an impact on the strategies and contents that are employed both locally and internationally.

	
13
	
Research study of Bhardwaj
	
Bhardwaj 2022
	Clear guidelines, cooperation, and culturally-aligned performance management procedures are critical for creating a cohesive and effective work environment in cultures where hierarchy and organisational culture are valued. Through encouraging a culture that prioritises teamwork and acknowledging group accomplishments, companies can utilise employee capabilities to propel success and accomplish common objectives.
	Organisations may establish a welcoming and inclusive learning atmosphere where participants feel appreciated, respected, and inspired to actively participate in the learning process by cultivating social bonds and group interactions inside training programmes. Increasing participant cohesiveness and trust can improve learning objectives and boost training programmes' overall success.

	

14
	
Research study of Mtwa
	
Fongwa and Wilson-Strydom (2019).
	In hierarchical and collectivist civilizations, educators and trainers must exhibit cultural sensitivity and knowledge in the design and delivery of training programmes. Respecting and being aware of cultural norms and values promotes rapport-building and trust-building among participants, which improves the effectiveness of the training process.
	All training programmes should prioritise lifelong learning, regardless of cultural differences. Promoting people to keep up with the latest developments in their field guarantees that they will be resilient to changing economic conditions and competitive in the ever-evolving labour market.

	
15
	Research study of Dastmalchion
	Dastmalchian (2020)
	In culturally diverse settings, effective performance management necessitates open communication and frequent feedback. HRM professionals should promote constant communication between management and staff to facilitate the sharing of thoughts, worries, and recommendations. In the end, this leads to increased performance and organisational success since it fosters openness, responsibility, and understanding across parties.
	Systems for performance management need to be adaptive and flexible in order to function in the wide range of cultural situations. To comply with cultural norms and expectations, this may entail tailoring performance measurements, evaluation standards, and feedback systems. Through customisation of performance management procedures to align with employees' cultural preferences, organisations can improve employee engagement, motivation, and performance results.

	

16
	
Research study of Agustian (2023).
	
Agustian (2023).
	HRM methods that are in line with workers' cultural values and beliefs help them feel connected and at home in the workplace. Higher levels of engagement and satisfaction are attained by employees when they perceive that their cultural identities are acknowledged and respected. For example, HRM methods that encourage group goals and celebrate team accomplishments are likely to be well-received by employees in cultures that place a high importance on cooperation and teamwork.
	Establishing cultural congruence fosters trust and facilitates effective communication between staff and management. Transparency, openness, and understanding amongst people are improved when HRM processes are in line with cultural norms and expectations. Workers have more faith in the organization's leadership and are happier in their jobs when they feel that their opinions are valued and that their issues are taken seriously.
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	Research study of Aldoseri
	
     Al-Khalifa and Hamouda (2023)
	In this article The most efficient AI-powered solutions are those that offer precise, individualised feedback along with personalised career growth plans. As to the CIPD survey, employee satisfaction rates have grown by 40% in UK organisations that practice culturally responsive HRM, which includes providing flexible work arrangements and opportunities for personal growth to employees. 
	Employee engagement and job satisfaction are increased when HRM practices are culturally aligned and recognise and reward employees in ways that are meaningful and relevant within their cultural context. Examples of such practices include acknowledging holidays and traditions from the employee's culture, offering opportunities for professional development and advancement, or providing incentives based on the employee's cultural preferences.

	
18
	Research study of Akwei and Nwachukwu (2022)
	
Akwei and Nwachukwu (2022)
	The study demonstrates to the UK, India, and Nigeria that effective employee satisfaction interactions stem from human resource strategies that are in line with national cultural features. Although these nations' particular cultural characteristics and related HRM practices.
	This component increases not only the productivity of individual workers but also the overall effectiveness of the organisation. These findings undoubtedly show how important it is for people relocating to a multicultural environment to acquire in-depth contextual knowledge, since this will ultimately help them optimise their HRM strategies. However, the essential elements to jointly unlocking the workforce's maximum potential and the long-term vital success of the business are culturally sensitive staff management techniques.


	19
	Research study of Gbadamosi and Adisa (2022)
	
Gbadamosi and Adisa (2022)
	HRM methods that are sensitive to cultural differences promote a welcoming and encouraging work atmosphere where staff members feel appreciated, respected, and free to give their all. HRM programmes can effectively engage employees by matching organisational goals with their beliefs, preferences, and motivations while acknowledging and respecting cultural differences. 
Reciprocating Devotion: When cultural sensitivity is shown in HRM procedures
	HR regulations must to be customised to the customs and norms prevalent in certain work settings. The subsequent suggestions offer feasible approaches for establishments seeking to create and execute HRM policies that are culturally aware: The following suggestions offer doable tactics for businesses looking to create and execute HRM policies that are sensitive to cultural differences.

	20
	Research study of Rai
	Rai (2021).
	This article refers to how Developing a friendly and cohesive workplace culture can also benefit from an understanding of the social and familial makeup of the workforce. Taking into account the significance of community and family relationships can aid in meeting the requirements of staff members and creating a feeling of inclusion.
	Respecting hierarchical structures requires appreciating and appreciating the roles and responsibilities that people at various organisational levels have. This acknowledgment promotes a feeling of power, accountability, and order, which facilitates more efficient workflow and transparent decision-making procedures.

	21
	Research study of Eaton
	Christensen and Editors (2021)
	It appears that your communication is confused about several distinct subjects. It is true that Lazaro Spallanzani, an Italian physiologist of the eighteenth century, conducted tests that refuted the notion of spontaneous generation, which postulated the possibility of live things originating from inanimate objects. He tested the theory of spontaneous generation by using broth to demonstrate that sterilisation inhibited the growth of bacteria.
	That's a different subject entirely—career choice processes and how they affect workers' clarity and sense of stability. It is true that career decision-making tools including exploration tools, career evaluations, and counselling can assist people in making well-informed judgements about their professional options, which can increase clarity and confidence in their chosen path. These systems give information on a person's values, interests, abilities, and personality traits, which aids in matching a person's preferences and capabilities with a career. This alignment may lead to a more contented and rewarding professional experience.

	22
	
Research study of Ma, Kor and Seid
	
Ma, Kor and Seid, (2021)
	That's a different subject entirely—career choice processes and how they affect workers' clarity and sense of stability. It is true that career decision-making tools including exploration tools, career evaluations, and counselling can assist people in making well-informed judgements about their professional options, which can increase clarity and confidence in their chosen path. These systems give information on a person's values, interests, abilities, and personality traits, which aids in matching a person's preferences and capabilities with a career. This alignment may lead to a more contented and rewarding professional experience.
	Through the development of performance management systems that prioritise teamwork over individual contributions, communication, and modelling of clear standards and expectations, organisations can establish a growth-oriented and encouraging work environment where employees can flourish and work together.

	23
	Research study of Charles
	Charles 2023
	Develop a goal-setting framework based on research findings that prioritise precision, coherence, and alignment with corporate goals. 
Staff members should be encouraged to create tough but realistic SMART goals (Specific, Measurable, Achievable, Relevant, Time-bound).
	Create performance management methods that place equal emphasis on individual and team performance. To guarantee stability and growth possibilities for staff members, ample communication and modelling through the use of consistent policies and expectations should take centre stage.

	24
	Research study of Garcia-Vita
	          García-Vita (2021)
	Plan occasions and undertakings that honour various ethnic customs, festivals, and holidays all through the year. Food tastings, days dedicated to wearing traditional clothes, and cultural awareness seminars, encourage staff members to showcase their cultural heritage.
	Create and implement policies that support inclusion and diversity in hiring, promoting, and retaining employees at all organisational levels. Make sure that all employees are covered by the policies, irrespective of their age, handicap, gender, race, ethnicity, or any other attribute.

	25
	Research study of Ilyas
	Ilyas 2020
	Create awards or recognition programmes to honour staff members who show a remarkable dedication to volunteerism or community service. One way to do this would be to honour those who give their time outside of the workplace to help nonprofits or neighbourhood projects.
	Encourage staff members to spearhead community efforts by supporting and supplying materials for staff-led campaigns or projects. This could be contributing money, recruiting volunteers, or helping to publicise projects that staff members are enthusiastic about.


	26
	Research study of Sheilds
	Sheilds 2020
	Employees should receive regular feedback and acknowledgement for their accomplishments and contributions. This could entail meetings to go over goals, progress, and areas for growth as well as official performance reviews and informal acknowledgement from peers and managers.
	Provide incentives and bonuses that are adjustable to meet each person's requirements and preferences. This could involve financial incentives catered to the individual and professional objectives of the staff, more vacation days, flexible work schedules, and health and wellness perks.

	27
	Research study of Bojang 
	Bojang 2023
	This article refers to a very structured framework when writing my dissertation on the impact of national culture on HRM practices in Nigeria, the UK, and India. This was reflected in the combination of research techniques used to gain a comprehensive and in-depth understanding and analysis of the subject. This section presents a collection of strategies for resolving cultural nuances in human resources management (HRM), which align with a carefully thought-out and organised study intended to produce encouraging outcomes. 
	contrasting HRM practices amongst various national cultures in order to find trends, variances, and commonalities. This entails gathering information about HRM practices, regulations, and procedures in each nation and examining the ways in which cultural influences impact them.

	28
	Research study of Magani and Gioia
	Magani and Gioia 2022
	A comprehensive and transparent investigation of a phenomenon without the use of theories or previous notions is known as inductive inquiry. You were able to delve deeply into the complexities of how national culture influences HRM practices across many scenarios by using this approach. This made it possible for you to find links, themes, and patterns that would not have been obvious from previous ideas or works of literature.
	It is possible to thoroughly examine each person's viewpoints, experiences, and ideas regarding country culture and HRM practices by conducting in-depth interviews. By using this technique, you can uncover the underlying motives, beliefs, and attitudes of participants as well as capture the richness and complexity of their points of view. Interviewing HR professionals, managers, and staff members from various organisations and cultural backgrounds allows you to obtain a variety of viewpoints regarding the ways in which cultural aspects affect HRM practices in particular situations.

	29
	Research study of Sarinah
	Sarinah 2022
	It is possible to thoroughly examine each person's viewpoints, experiences, and ideas regarding country culture and HRM practices by conducting in-depth interviews. By using this technique, you can uncover the underlying motives, beliefs, and attitudes of participants as well as capture the richness and complexity of their points of view. Interviewing HR professionals, managers, and staff members from various organisations and cultural backgrounds allows you to obtain a variety of viewpoints regarding how cultural aspects affect HRM practices in particular situations.
	Researchers can eloquently convey the complexities and nuances of this relationship to their audience by presenting detailed accounts of individual experiences, organisational practices, and cultural influences. Rich descriptions and narratives that vividly illustrate the relationship between cultural dimensions and HRM practices are provided by qualitative research.

	30
	Research study of Liao
	Liao 2021
	After conducting a thorough investigation of scholarly articles, reports, and case studies, 15 studies were included in the Impact Evaluation of Solar Energy in 30 Countries.
	You can co-create HRM solutions that are in line with community needs and goals by interacting with local stakeholders, such as farmers, labourers, community leaders, and government representatives. The agriculture industry's HRM programmes are more sustainable when they adopt a participative strategy that cultivates collaboration, trust, and building.

	31
	Research study of Peel 
	Peel 2020
	In this article, A coding framework, or collection of codes, is created by researchers to represent the primary notions, ideas, and themes found in the data. To do this, text passages that represent various facets of the research issue are given codes or descriptive labels. As new topics surface during the analytic process, the coding framework changes iteratively.
	Your use of a qualitative technique, which entailed categorising and coding information from case studies, literature reviews, and interviews, was crucial in effectively identifying and expressing the cultural subtleties that HRM practices brought about. Here's how this method enhanced the study's findings and revealed the cultural undertones influencing HRM. 

	32
	Research study of Abyaba and Achibane
	Abyaba and Achibane, (2023)
	HR regulations has to be modified to conform to cultural norms pertaining to the clarity of power. To prevent ambiguity and uncertainty, it may be preferable in high power distance cultures to have well-defined decision-making processes and clear communication routes. HR policies, on the other hand, might place more of an emphasis on openness, worker participation, and participatory decision-making in low power distance cultures in order to empower workers and promote teamwork.
	HR practitioners should keep a close eye on and assess HR policies' efficacy on a regular basis to ensure that authority clarity and cultural expectations are balanced. In order to better align HR policies with cultural dynamics, this may entail getting employee feedback, evaluating employee engagement and satisfaction levels, and identifying any areas where adjustments or refinements to current policies are necessary.

	33
	Research study of Blitvich
	Blitvich 2024
	Personal behaviours in collectivist societies with low individualism, such those with a Hofstede cultural dimensions score of 48, are frequently shaped by a lifetime and unbreakable group membership.

	The main goal of HRM initiatives should be to promote a culture of cooperation and teamwork. This could entail developing forums for candid conversation and idea exchange, as well as team-building activities and cross-functional projects.

	34
	Research study of Pucheta-Martínez
	
Gallego-Álvarez and Pucheta-Martínez, 2020
	It could be necessary to modify HRM procedures about incentive structures and performance reviews to better align with prevailing cultural norms. Financial incentives and promotions based on individual achievement, for instance, might be more effective in cultures that lean masculine, whereas awards and recognition for cooperation and teamwork might be more appropriate in cultures that lean feminine.
	Organisational culture and values are greatly influenced by HRM. To promote a positive and encouraging work environment, HRM practices and activities should be in line with the prevailing cultural values of the community.

	35
	Research study of Muduli 
	Muduli et al., 2022
	Excessive levels of competitiveness can lead to a stressful work environment, which lowers employee wellbeing and can cause burnout. In the end, this may have a detrimental effect on output and organisational effectiveness.
	Employees that experience excessive rivalry may put their own achievement ahead of the success of the team or company as a whole, which can be detrimental to collaboration and teamwork. Productivity and innovation may be hampered by this.

	36
	Research study of Merland
	Mærland, 2023
	This could entail establishing a supportive work atmosphere where employees feel comfortable asking for help when required, giving access to counselling services, and delivering training on stress management techniques.
	Given the significance of family in these cultures, HRM must to put in place rules that assist staff members in juggling their obligations to their families and their jobs. This could involve childcare assistance, policies for parental leave, and flexible work schedules for parents.

	37
	The research study of change in dynamic culture
	Acemoglu & Robionson 2021
	In this article, the era of digitalization, technology has a big influence on how cultures interact. Scholars could explore how digital technologies impact social relationships, identity formation, communication patterns, and the creation and consumption of cultural artefacts.

	Through comparative studies, scholars can investigate the ways in which cultural dynamics differ among other nations, locations, or demographic groups. Researchers can determine similarities, differences, and factors that contribute to cultural development by analysing cultural patterns and trajectories.

	38
	Study of Blom 
	Blom 2018
	Long-term-oriented cultures may place a strong emphasis on tenacity, thrift, and flexibility in the job. These cultures may place a strong emphasis on succession planning, employee development, and fostering enduring relationships with staff members
	Within an organisation, leadership styles can be influenced by cultural beliefs. Cultural preferences for leadership traits like charisma, authority, participatory decision-making, or servant leadership may require HRM methods to change.

	39
	Research study of Carper
	Walker and Ashforth 2022
	Long-term oriented cultures may place a strong emphasis on tenacity, thrift, and flexibility. These cultures may place a strong emphasis on succession planning, employee development, and fostering enduring relationships with staff members.
	On the other hand, cultures that have a short-term focus could place more value on making decisions quickly, taking risks, and getting results right now. These cultures may place a higher priority on short-term objectives, performance-based incentives, and quick market adjustments in HRM procedures.

	40
	Study of Mohammd 
	Leila & Sabar 2022
	demonstrates how HRM approaches are more focused on team dynamics than on individual achievement.
	indicates that the focus of HRM techniques is more on team dynamics than individual performance.

	41
	Human Resource Management in Nigeria
	Gbolahan Gbadamosi & Toyin Ajbaole Adisa
	The literature emphasises how crucial it is to comprehend cultural features including power distance, uncertainty avoidance, masculinity against femininity, individualism versus collectivism, and long-term versus short-term orientation. HRM professionals can identify cultural variations and adjust their procedures with the use of this information.
	According to published research, HRM procedures should be modified to conform to cultural norms and values. This could entail reflecting cultural norms and preferences in training and development programmes, performance management systems, compensation and benefits packages, and recruitment and selection procedures.

	42
	Study of Yesiltas
	Gulek & Kenar 2022
	This article shows that research may concentrate on how businesses may incorporate responsiveness and agility into their HRM procedures so they can swiftly adjust to shifting market conditions or internal issues. This can entail assessing how well organisational structures, communication plans, and change management procedures support quick decision-making and execution.
	Researchers could look into how businesses can use automation and technology to improve HRM procedures and hasten decision-making. To increase productivity and get results quickly, this could entail researching the use of robotic process automation (RPA), AI-driven analytics, and HRIS (human resource information systems).


	43
	Systematic literature review on Human Resource Management effect
	
Metasebia Adula 2023
	Best practices for obtaining speedy outcomes in HRM across several domains, including hiring, performance management, training, and change management, may be found through literature reviews. These best practices may consist of particular methods, approaches, or interventions that have been demonstrated to be successful in promoting gains in performance over the short term.
	Analysing literature reviews can help determine which performance metrics work best for gauging immediate results. Key performance indicators (KPIs) that are especially helpful for monitoring advancement and assessing the effectiveness of HRM initiatives targeted at producing rapid outcomes may be found by researchers.

	44
	Similarities & differences in international and comparative human resources management 
	

Karin Sanders 2020
	Diverse approaches to HRM practices, including hiring, selection, training, and compensation, may be suggested by HRM theories. For instance, although some theories support a conventional, bureaucratic approach to HRM, others might support creative, adaptable, or employee-focused methods.
	The level of analysis employed by HRM theories can vary, from individual-level theories that concentrate on the attitudes and behaviours of employees to organizational-level theories that address more comprehensive HRM systems, structures, and procedures. Certain theories may furthermore take into account macro-level elements including market patterns, financial circumstances, and legislative frameworks.

	45
	Performance Management Article
	Dimitrios Kafetzo poulas 2020
	The performance assessment strategies used by SMEs, such as the utilisation of dashboards, balanced scorecards, key performance indicators (KPIs), and non-financial measures, can be examined through empirical research. Through an analysis of the frequency, efficiency, and difficulties pertaining to these practices, scholars can create theoretical models that steer performance management inside small and medium-sized enterprises.
	Comparative studies can be used to evaluate performance management strategies between various SME kinds, such as family-owned and non-family-owned businesses, high-tech and conventional industries, and start-ups and established companies. Through a comparative analysis of performance management systems, scholars can discern optimal practices and formulate theoretical frameworks that are universally relevant in a variety of settings.

	46
	Article of monitoring functions and outcomes
	Hateley and Schmidt 1995
	The purpose of this article was to examine the possible roles of sociocultural and individual differences variables play in fostering monitoring relationships
	The first section of the paper provides a comprehensive overview of the body of research on relationship monitoring, societal influences, and individual variations. To create a theoretical framework for comprehending the subject, it examines pertinent theories and earlier empirical studies.

	47
	Recruitment and Retention across cultures
	David G. Allen & James M.Vardaman 2017
	This article demonstrates how an essential component of an organization's operation is the flow of human capital into and out of the organisation.
	After hiring someone, businesses must make investments in their growth and retention. Initiatives for mentorship, training, and career promotion can foster employee development and enable them to support the goals of the company. Furthermore, creating a happy workplace and providing competitive pay and benefits can raise employee happiness and lower attrition.

	48
	Study of improving the quality of strategic human resources development
	Niveen M. Alasayyed 2023
	This article demonstrates how the goal of the research is to create a model that will enhance the standard of strategic HRD.
	The goal of strategic HRD research is to combine HRD theory and practice with insights from strategic management theory. Researchers can improve the strategic relevance and effectiveness of HRD interventions by coordinating HRD with more general strategic management principles including resource-based vision, dynamic capabilities, and strategic agility.

	49
	Systematic literature review of research 
	Kishore S. Chandran 2021
	This article demonstrates that while work-life balance is not a new idea, awareness of it and its application
	Realising that there is no one-size-fits-all approach to work-life balance is a crucial component of this growth. People differ widely in their wants and priorities, and there is considerable variation in what they consider to be in balance. Flexible work arrangements, such compressed workweeks, flexible hours, and remote work, are being used by organisations more frequently in order to accommodate employee variety and provide them the freedom to find balance in the ways that best suit them.

	50
	The study related to Entrepreneurial leaders 
	Roseline Iruana Ojinta 2019
	It demonstrates the need for a greater knowledge of the obstacles to SME leadership in the existing management scholarship.
	Differentiating SMEs from larger organisations in terms of culture and structure can have a big impact on decision-making processes, communication patterns, and leadership styles. Analysing these variables can help develop effective leadership techniques that are specific to the requirements and features of SMEs.






4.8 Thematic Analysis Top of Form

Theme 1: Organizational Hierarchies and Leadership Styles
	Cultural Dimension
	India (High/Moderate/Low)
	Nigeria (High/Moderate/Low)
	United Kingdom (High/Moderate/Low)
	HRM Practices Impacted

	Power Distance (PDI)
	High
	High
	Low
	HRM in India and Nigeria emphasizes centralized decision-making, strict reporting structures, and directive leadership, reflecting the cultural acceptance of hierarchical authority. In the UK, flatter organizational structures promote inclusive decision-making and participative leadership.  ( Treacy, 2023).

	Individualism vs. Collectivism (IDV)
	Low
	Low
	High
	In India and Nigeria, HRM system concentrates on group results, collective obligations, and the creation of a tight group bond which incorporates community and family related aspects into the corporate culture. As opposed to this, the UK practices are centered on individual success,

	Masculinity vs. Femininity (MAS)
	Moderate
	Moderate
	Low
	In moderately masculine societies, such as India and Nigeria, HRM practices may balance competitiveness and community welfare and may be supportive of both performance and employee support systems(AASA, 2021). The UK’s more feminist approach focuses primarily on the work-life balance, equality, and workplace harmony.

	Uncertainty Avoidance (UAI)
	Low
	High
	Low
	Lower UAI of India and the UK affect HRM practices making them more flexible, adaptable to change, and innovative with less rigid rules and procedures. The higher UAI in Nigeria determines a tendency towards the structured environments,

	
	
	
	
	



Theme2: Cultural Influence on Recruitment, Training, and Performance Management
	Cultural Dimension
	India (High/Moderate/Low)
	Nigeria (High/Moderate/Low)
	United Kingdom (High/Moderate/Low)
	Recruitment Practices
	Training Practices
	Performance Management Practices

	Power Distance (PDI)
	High
	High
	Low
	Indian and Nigerian hiring system is more unfriendly for those that whose behavior is not respect for authority and hierarchy, ultimately suitable for top-down leadership structures. In the UK, recruitment policies are inclusive, aiming for candidates who are comfortable with flat hierarchies and collaborative decision-making.
	In India and Nigeria, training is usually top-down, with the principles of reverence for authority and tradition. The training aspect is participative in UK, allowing inputs from all levels.
	In high PDI contexts (India, Nigeria), performance reviews are not that frequent and are quite manager-oriented. In case of the UK (low PDI), performance feedback is ongoing and entails employee self-evaluation.



4.9 Summary of Findings 
Upon examination of Hofstede’s cultural dimensions effects on HRM practices in India, Nigeria, and UK, a number of conclusions can be made regarding the impact of national cultures on organizational behaviors and employee experiences Oseghale et al.,2022).

In PDI terms, India and Nigeria are high level countries, which results in hierarchical organizational structures with centralized decision making (Tekic and Telic, 2021).This characteristic promotes settings in which the authority is seldom questioned, which in turn may hamper free flows of communication and creativity. On the other hand, United Kingdom’s low PDI fosters flat organizational structures and participative style of management, which emphasizes open communication and collaborative decision-making.

When it comes to Individualism versus Collectivism (IDV), the high collectivist cultures of India and Nigeria puts a strong value on family-type work environments, stressing group loyalty and unity. This makes HRM practices lean towards team dynamics rather than individual performances, which encourages teamwork but at times can hide individual contributions. On the other hand, individualist culture of UK appreciates what a man achieves individually and his autonomy (Mohammad, Leila and Saber, 2022). The practices of HRM there are adjusted to allow for individual career paths.

From the Masculinity versus Femininity (MAS) dimension, it is possible to see that India and Nigeria have moderate masculinity scores which means that they balance competitiveness with communal welfare (Apata, 2021). Such two-sided approach led to HR practices that seek to reward individual and team performance. In the context of Uncertainty Avoidance (UAI), the lower scores of India and the UK clearly indicate the high tolerance towards the ambiguity and a preference for flexible and adaptive HR practices. This flexibility creates innovative and dynamic work cultures. A high UAI score of Nigeria translates to a formal environment characterized by well documented procedures and policies and clear expectations of the employees.

In general, these cultural dimensions have a profound effect on HRM practices and employee experiences in every country (Malik et al., 2022).
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CHAPTER 5: CONCLUSIONS AND RECOMMENDATIONS 
5.1 Practical Recommendation and Theoretical Recommendation 
5.1.1 India has High Power Distance, Low Individualism, Moderate Masculinity, Low Uncertainty Avoidance, High Long-Term Orientation, Low Indulgence
Practical dimensions for India 
- Recruitment: Develop job postings that emphasize respect for authority and long-term career growth within the company to attract candidates who value hierarchical structure and long-term commitments.
- Training: Implement structured training programs that reinforce the company hierarchy and respect for authority, while also providing clear paths for long-term career development.
- Performance Management: Design performance evaluation processes that recognize not only individual achievements but also contributions towards team and company goals, encouraging long-term commitment and loyalty. 
- Leadership Development: Focus on developing leaders who are adept at managing hierarchically but are also trained to encourage employee input in a manner that respects the cultural context.
Theoretical Recommendation for India
- Research on Hierarchical Dynamics: Encourage academic research that explores the impact of high power distance on employee motivation and leadership effectiveness, potentially leading to refined theories on organizational structure in high PDI contexts. 
- Cross-Cultural Leadership Models: Develop theoretical models that integrate the traditional hierarchical approach with modern participative leadership practices, examining how this blend affects organizational performance and employee satisfaction.
- Longitudinal Studies on Cultural Shifts: Recommend studies that track changes in cultural dimensions over time, particularly focusing on shifts from collectivism to individualism and their impact on HRM practices.

5.1.2 Nigeria has High Power Distance, Very Low Individualism, Moderate Masculinity, High Uncertainty Avoidance, Moderate Long-Term Orientation, Moderate Indulgence
Practical dimensions for Nigeria
- Recruitment: Emphasize the importance of team cohesion and respect for established protocols to appeal to collectivist sentiments and high uncertainty avoidance.
- Training: Offer comprehensive training programs that focus on both individual skill development and team integration, respecting established norms and procedures.
-Performance Management: Create clear, structured performance metrics that align with both individual and group objectives, and incorporate regular, structured feedback sessions.
- Leadership Development: Train leaders to balance authority with approachability, ensuring they are equipped to handle the formal hierarchy while fostering a sense of community and support within the team.
United Kingdom has Low Power Distance, High Individualism, Low Masculinity, Low Uncertainty Avoidance, Low Long-Term Orientation, High Indulgence cultural dimensions
Theoretical Recommendation for Nigeria
- Group Cohesion and Productivity: Propose theoretical explorations into how collectivism influences group dynamics and organizational productivity, providing deeper insights into collective versus individual rewards systems.
- Uncertainty Avoidance and Innovation: Suggest developing theories that investigate the relationship between high uncertainty avoidance and organizational innovation, identifying mechanisms through which companies can foster creativity within structured environments.
- Comparative Cultural Studies: Initiate comparative studies with other African nations to broaden understanding of cultural impacts on HRM within diverse African contexts, enriching regional HRM theories.
5.1.3 United Kingdom has High Power Distance, Very Low Individualism, Moderate Masculinity, High Uncertainty Avoidance, Moderate Long-Term Orientation, Moderate Indulgence
Practical dimensions for United Kingdom
- Recruitment: Focus on attracting candidates who value independence and creativity, highlighting opportunities for personal development and quick career advancement.
- Training: Develop flexible, innovative training programs that cater to individual career aspirations and promote work-life balance.
- Performance Management: Implement a performance management system that rewards innovation and individual achievement, while also promoting a collaborative and supportive team environment. 
- Leadership Development: Encourage a leadership style that is inclusive and consultative, fostering a flat organizational structure where feedback is actively sought and valued from all levels of the organization.
Theoretical Recommendation for United Kingdom
- Impact of Individualism on Teamwork: Advocate for theoretical research into the balance between high individualism and team cohesion, aiming to optimize team-based strategies in individualistic settings.
- Flexible Work Arrangements: Encourage theories that examine the long-term impacts of flexible and indulgent work practices on productivity and employee well-being, potentially leading to innovative HRM models that prioritize work-life balance. 
-Cultural Adaptation in Multinational Enterprises: Recommend developing a theoretical framework that addresses how multinational corporations can effectively adapt their HRM practices in culturally diverse environments like the UK.




5.2 Limitation of the Research Study 
1. Cultural Dimension Model Limitation: The study is mainly based on Hofstede’s cultural dimensions that are used as a basis for evaluating cultural influences on HRM practices (Naukowe, 2022). Although popular, Hofstede’s model has been criticized for oversimplifying complex cultural attributes, and ignoring subcultural differences within a country. Moreover, the data used in Hofstede’s research is a few decades old which might not be a proper reflection of today’s cultural dynamics.
2. Limited Geographic Scope: The study had covered only three countries and although it gives a cross-sectional view of cultural influences on HRM, it constrains the possibility of generalizing the results in other regions and cultural scenarios (Chhaya Mani Tripathi, Pratap and Singh, 2023). What the Hofstede model depicts alone is only part of the cultural nuances that each country has.
3. Data Collection and Sources: The study was mainly a review of secondary data sources, including published studies and previous cultural appraisals (Harrison et al., 2021). As such, absence of primary data collection like interviews or surveys from HR managers and employees in the given countries may result in a more superficial effect of the cultural dimensions on HRM practices in practice.
4. Dynamic and Evolving Cultures: Culture is dynamic and can change a lot over time, driven by economic, social, and political changes (Acemoglu and Robinson, 2021). However, this study depends on the static cultural dimension scores, which may not be sufficient to reflect these developments and their influence on the HRM practices.

5. Industry-Specific Differences: Based on the study of Blom (2018), the study did not consider industry specific variances in HRM practices. Various industries might have different HRM practices that are determined by their market needs, regulatory environments, and internal corporate cultures.
6. Intersectionality of Cultural Dimensions: The research may not address in totality the intersectionality of multiple cultural dimensions, in other words, how several cultural traits come into interaction and affect HRM in multiple ways as elaborated by the study of Caprar, Walker and Ashforth, (2022). However, this dimension has the potential to change the consequences for HRM in ways that are not implied by the national cultural dimensions as such.

5.3 Conclusion 
The research conducted has provided substantial insights into how Hofstede’s cultural dimensions influence human resource management (HRM) practices across three distinct cultural settings: India, Nigeria and the UK. Hofstede dimensions define the unique cultural profile of each country, acting as a crucial framework for HRM adaptation and application in multinational and culturally diverse workplaces. In India, cultural landscape is represented by high Power Distance, low Individualism and moderate Long-Term Orientation showing a work environment that is favoring a hierarchical structure and collectivist behavior. The attributes require HRM practices that promote authority respect and group unity, centralize decision-making, and focus on long-term development of employees. This has impact on leadership styles that are basically autocratic in nature, but focused on long-term development of employee and organizational loyalty. India has high Power Distance characteristics and Nigeria shares the same but in contrast has low Individualism along with moderate levels of Uncertainty Avoidance. This combination promotes productive, group-oriented environment in which processes and clear standards are crucial, demonstrating a preference for design and stability (Friedrich, 2023). HRM practices in Nigeria therefore promote the development of a harmonious working environment based on the principle that the requirements of governance and structured exchanges are addressed alongside the collective requirements of the worker. The United Kingdom is an example of a polychronic culture, low in Power Distance and high in Individualism where the management style is egalitarian and personal achievement is of high priority. This cultural context fosters HRM practices of inclusiveness, with flat organizational structures and participative leadership styles.
 
The conclusion of the research is that national culture has significant impact on human resource management practices. The multinational corporations which operate in different geographical locations should identify and accommodate these cultural dimensions in order to provide proper management and optimization of the global workforce. Cultural dimension helps in aligning and integrating the differences together in HRM strategies, which have been found to be not only boost employee engagement and satisfaction but also the overall efficacy and success of organizational operations in a global context. To further research, it is suggested to expand the analysis to some other countries with different cultural dimensions to get a wider picture of global HRM practices. Plus, exploring the effects of changing cultural trends throughout time and their consequent effect on HRM can render a more detailed understanding on the dynamic nature of culture and management. The continuous examination will provide HR professionals and organizations in general with the information needed to master the intricacies of a global workforce, thus promoting environments that are respectful in culture and highly productive (Rothschadl and Dissertation, 2023).
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