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INTRODUCTION 
Nowadays human resource management plays a fundamental role in the business management process. With the international openness, the globalization, and internationalization the companies are confronted to the management of international human resource in a context of different cultures. Then let’s see what is the impact of national culture on employment practices in different countries. After will make a comparison between two countries, one in Europe and another in south East Asia to see in depth the difference.

In the second part, will see the advantages in the application of HR strategies, policies and procedures and the disadvantages in the opposite case.

INTERNATIONAL RESOURCE MANAGEMENT ( IHRM )
For a century there has been an integration of economies and this has led to globalization on a world scale. As a result, human resource management had to accommodate change in a context of internationalization.

In order to make profits, to increase their sales companies have tendency to open business abroad if they find fertile ground for strong demand, low costs, good quality, cheap quality labour, and cheaper raw materials.

International human resource management is a combination of human resource management activities at international level.

ORGANISATIONAL CULTURE
Definition: The collective behaviour, values, actions, beliefs, desires and prospects of a group of human beings working in a defined environment (Ravasi and Schultz 2006) define organisational culture as a set of ‘shared mental assumptions’ that guide behaviour in the workplace. 
Then organisational culture refers to the set of values, beliefs, traditions of a people in a work environment that determine their behaviour.

Organisational culture is a fundamental element to take in account in the business expansion project of the company. A company which decides to open branches abroad will be subject to laws, regulation in force, but also, the culture, the values, beliefs, traditions and will have to respect them for its blooming. It should be understood then that the culture from a country to another or from one area to another are different in the way of life, in food, entertainment, clothing, language, habits, behaviours.

Human resource management occupies a prominent role in organizational culture because its basic practices will have more than less an impact on the working mode of employees by these cultural values which are external factors over which it has no control and which have a great influence on the behaviour of the workers. 

Can national organisational culture have an impact on working practice in different countries? 

IMPACT OF ORGANISATIONAL CULTURE
The impact of organisational culture in working practices in different countries of the world is undeniable. We must understand it under two aspects: the organisational culture in the company and the impact of national culture on work practices.

We are interested by the impact of national culture on work practices.

The national culture is a fundamental parameter to take in account in a process of international human resource management.

The influence of national culture can be felt at the level of key sectors in the management of human resource:

-Recruitment and selection

-Training and development

-Performance Evaluation

-Remuneration

Recruitment and selection: Recruitment and selection are influenced because there is a difference in values in the relation to the culture which means that the management of human resource will have to accommodate this dichotomy or those who apply for job offers. These values can be individualistic (autonomous, independent) or collectivist (team working) and this would greatly influence the recruitment process and the application of candidates. The selection is influenced too for example: in countries with high or low uncertainty avoidance all the measures are taken to reduce the risk or to appease it in human resource management.

Training and Development: it can be influenced because in countries with individual or collective character, Training and development can undergo changes either by doing it as team or individually.

Performance Evaluation: There are evaluation criteria to see the performance of the employees. It depends on the individualistic or collectivist societies where the assessments can be objective or subjective. In some collectivist countries where the power distance is high the evaluation is in a subjective way in relation to a behaviour (subordination) than a result and in those individualists the evaluation is more objective on individual performance.

Remuneration: it is also influenced by treatment in terms of remuneration or compensation which may be in the form of a package or money or reward depending on the country. Dimensions like uncertainty avoidance and masculine or feminine play a role in determining this remuneration in collectivist or individualist societies.

COMPARISON BETWEEN TWO COUNTRIES
Referring to the site Hofstede-insights.com/country-comparison/Thailand,the-uk
THAILAND & UK 

An analysis of the six dimensions that characterize the study of “Hofstede” will shed light on the differences encountered form one country to another.

Power Distance: is higher in Thailand than in UK which means there is a formality and hierarchy of relations between subordinates and their persons in charge at work. Or in UK the relationships at work are more friendly without formalities.

Individualism; is lower in Thailand than in UK. This shows an importance given to the work done in the context of the community not as in UK an individualist country where the value of the performance is done on the individual rather than a group.

Masculinity: Thailand has a low level for masculinity compared to UK, which show that society in Thailand is rather based on quality than in UK where masculinity has un high percentage which means a society based more on self-realization, and success.

Uncertainty avoidance: measures the risk of uncertainty compared to the future and we see that it is higher in Thailand than in UK. In these collectivist countries, in order to reduce the risk very restrictive rules are put in place with strict controls, being resistant to change.

Long term orientation: it is lower in Thailand than in UK which shows that in Thailand there is an attachment to a certain tradition in the past and in UK a willingness to open up to change in a perspective towards the future.

Indulgence: it is relatively higher in UK than in Thailand. It refers to knowing how to contain oneself in relation to desires and impulses in reference to the past of our education.

Finally, culture as a set of values, beliefs, traditions, has an impact on employment practices. This is noticeable by the different failures of some companies in their expansion abroad but also to the problems that companies encounter once installed.

BUSINESS CASE STUDY
As I mentioned above there are several problems in Patties and co in human resource management. They are:

- absence of equal opportunity

- a lot of overtime

- not enough training and development

- discrimination 

- high staff turnover

- bullying 

 -In a company if the employees are not treated in the same way respecting tariffs according to the hourly minimum, or a wage rate base this can create a bad atmosphere between colleagues inside the company and a bad productivity. That’s why we should quickly correct wages by aligning with the national system of payment of employees according to categories, mansions and create rewards for the best to promote emulation.
-Employees need to have a balanced life between work and free time. So do not exaggerate too much on overtime because it destroys the productivity of employees, but it can also create a feeling of frustration due to the high taxes that they will suffer on their wages and it can discourage them. The company must respect the work life balance, reduce the rate of overtime just the minimum necessary as that they can be always effective for the development of the company.
-Without enough training and development, the company will not be able to ensure that the work of the employees is carried out correctly and effectively. In addition, the company will struggle to evaluate its employees because it will not know who has improved or not. In this case is better to increase training and development, to do it in a formal way and to document employees like handbooks to help them be continually in search of improvement for a better future for the company.

-High employee turnover is a bad sign for a company because it highlights employee malaise. Normally if the conditions are good in a company the employees tend to stay and specially to attract other candidates for recruitment considering the good reputation of the company. Here at Patties and co we must improve the working conditions of the employees and ensure their personal development and their promotion within the company for their anchoring in the company.

-There is gender discrimination in the allocation of positions of responsibility as evidence there are more men than women. and the manner of recruiting and firing employees is fortuitous with no assessment required. So, you must recruit people based on their skills without gender discrimination, and their adequate profile and fire on objective bases of results not achieved or for serious misconduct.

-This means that in the company the staff is the victim of intimidation, humiliation, offense, degradation and harassment and this undermines the smooth running of the company. It is necessary to break completely with these discriminatory practices which row against the current of the development of the company.

HUMAN RESOURCE STRATEGIES

Human resource management and international resource management are quite different but have in similarities:

- search of the right employee

- safety on the workplace

- training and development 

- reward strategy

- equal opportunity

- commitment.

-free time and flexibility

-Team working incentive

-promotion 

-bonus retirement

These similarities are the basis of good practices in human resource management. IT may happen that these basic elements are not applied, and this is the case in this company. The problems encountered in the management of human resource in this company are:

- absence of equal opportunity

- a lot of overtime

- not enough training and development

- discrimination 

- high staff turnover

- bullying 

Two aspects draw our attention:

- Training and development

- Reward strategy

Training and Development are activities that the company does to its employees to improve their knowledge and skills about the work so they can participate in the development of the company and their personal development. Training is so essential and today with internet and technology it’s easy to acquire knowledge from everywhere, every time and the company have the possibilities to update their employee participating to learning programs online. Employees will have a good ability to adapt to changes and be a turning point in their career because they will be able to reach higher levels in the hierarchy of work. Without doubt this is encouraging an creates a total commitment of employees towards the company but also an emulation between colleagues which will only improve the economic and financial situation of the company. Development is the way to help employees to improve their skills and make them grow in their professional position, it’s beneficial to the company. This is an opportunity to reduce the staff turnover because if the company invests in improving the career of its employees and they will find it difficult to leave the company and it can consolidate the morale of employees.

Furthermore, development would be seen by an improvement in the performance of the employees and by a self-confidence which would transform their weakness and shortcomings into strengths in the work environment.

All this leads to an increase in productivity because the employees become more efficient, but also it becomes an advantage for the company which benefits from it because it gives it a good reputation and facilitates the arrival of new candidates for recruitment to work in the company.

It’s clear that training and development can only be a positive path for the company in the pursuit of its objectives of effective management of human resource.

Reward strategy: It is a system of financial and non-financial rewards and benefits that a company make available to its employees to encourage them, to thank them for their dedication. Employees are often inclined to give the best of themselves when they are appreciated in the performance of their duties. This seems true as the environment becomes conducive to a certain culture of success for the sake of work well done.

It also creates harmony in the company between the employees and the employer and causes emulation and continuous competition between employees to receive these rewards which are a pledge of financial success for the company.

These rewards in general are a way to retain employees in the company, but also it increases their employment engagement and the attractiveness of the company.

So, the rewards are important in the evolution of the company in relation to its staff and its organization in order to carry out the good practices in human resource management.

When the company decides to expand internationally, it is often confronted with the culture of the locality which can have an influence on employment practices.

CONCLUSION 
The impact of national culture on employment practices has become unavoidable so that companies and organizations are today obliged to take it into account in the management of human resources when they decide to expand.
It appears that at the cultural level, certain parameters orient the search criteria and the recruitment of companies but also the understanding of the perception factors which allows them to have a vision in the achievement of their development objectives.
It would be more prudent for companies to make an exhaustive study of the cultural sensitivities of a locality before setting up there, to know how to carry out their employment policy without hampering the achievement of success.

RECOMMENDATIONS

It would be preferable in human resources management in general to take into account upstream the cultural factors that can influence employment choices and practices in synergy with development objectives but also social, economic, political and technological factors which can really influence human resource management strategies.

With global change, changes at the political level (immigration, diversity) will impact HR strategies, as well as at the technological level (more flexibility working, collaboration in project, Call Centre based abroad where labour market is cheap). 
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