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1. [bookmark: _Toc450423025]National and organizational cultures
[bookmark: _Toc450423026]INTRODUCTION
[bookmark: _Toc450423027]Definition of Human Resource Management and International Human Resource Management
“Human resource management can be defined as a strategic, integrated and coherent approach to the employment, development and well-being of the people working in organisations.”(Armstrong 2014)

IHRM “is concerned with human resource management policies and practices in multinational enterprises. It aims to ensure that an international organisation attracts, deploys, develops and engage the quality of people it requires to achieve its strategic goals.” Armstrong 2014 p. 465)
[bookmark: _Toc450423028]Definition of Culture
 “Culture a the collective programing of the mind distinguishing the members of one group or category of people from others.”(hofstede- 1980 p. 13
[bookmark: _Toc450423029]Impact of Culture on HRM and IHRM
“It is important that those that work on international basis also understand that culture impacts on the way in which people work and behave when working. Although the outward signs of work (dress, technology, etc) might be increasingly similar regardless of the country of operation, there are ways in which people can be offended, and business propositions damaged, if there is not an understanding of the culture of the country in which the activities are being conducted.” CIPD (2013 p.2)
[bookmark: _Toc450423030]Hofstede’s Dimension of national cultures: (Hofstede 1980) Case study of Sukies co and Patties co

Hofstede conducted a study of how national cultures and values impacted organizational cultures. He developed six dimensions to explain the independent preferences of how things where one in an organisation over others in different countries rather than the individual organisations.  In Hofstede comparison of cultures all countries score differently because all culture are unique. The dimensions consist of the following explained below. Sukies co is operating in the UK and Patties co in Bangladesh and the comparison will be between their national cultures and how the affect the organizational behavior.
[bookmark: _Toc450423031]Power Distance Index

This identifies the level to which people accept the unequal power distribution of the culture. How the less powerful of the society accept the unequal distribution of power and how people are treated unequally in their society. In societies of high power distance people tend to accept the high power distance and need no justification for the hierarchical nature of power distribution. On the other hand, a society with a low power distance people tend to, and have the right to question hierarchical structures of power and need justification to respect them. In such a society the unequal treatment o people is low everybody is treated more or the less the same.

Bangladesh has a very high power distance. In Patties co there is an autocratic rule and a power is structured in a hierarchical manner with each rank having its privileges and employees show loyalty, respect for their bosses in exchange for protection and guidance. An example will be hiring and firing at a whim. Those in lower positions have to accept the unequal distribution of power and respect without complaining.

Whereas in the UK there is a low level of power distancing. The inequality amongst people is highly minimized. Interestingly, the power distance between those of the higher class is lower than those within the working class. A reasonable percent believe that people should be treated in some way as equals. This can be illustrated through policies like Equality Act
[bookmark: _Toc450423032]Masculinity versus Femininity

A society driven by masculinity will be characterised by competition, achievement and success. Such a society with a high score will be defined by the winner/ best in the field- a value system that starts in school and continues throughout organizational life
On the other hand a society with a low score other wise called the feminine is characterized by caring for other, includes others in decision-making and the general quality of life. A feminine society is one in which quality of life is the sign of success and standing out from the crowd is not admirable.
Patties and co is has a high Masculinity score. There is high competition especially amongst junior staff like those working for up to sixty hours per week. They are driven by competition, achievement and success. The staff with the higher achievement will be viewed as the best. Decisions are also made by the selected leaders and do not involve the whole organisation and quality of life at organisation is not valued. Standing out from the crowd is admired.

The UK scores high for a masculine society where success is highly regarded. A key point of confusion by any lies in the apparent contradiction between the British culture of modesty and understanding which is at odds with the underlying success driven value system in the culture. This makes it a little bit confusing as the culture will indicate some values for a feminine society like caring for other, considering everybody in decision making and working for the quality of life for the organisation in general. 
[bookmark: _Toc450423033]Individualism Versus Collectivism

This dimension basically addresses the level of independence a society maintains amongst its members. It considers whether the people’s self image is defined in terms of “I” or “We”. In Individualist, people are supposed to look after themselves and direct family only.Whereas, in collective societies people belong in groups that take care of their members in exchange of loyalty. 
 
Patties co.’s self image focuses on the “we” the company has a collective culture. This is manifested in the company managers appointing only their relatives’ form of close long term commitment to the group in this case the extended family. Loyalty is to the group the managers come from and over rides most other societal rules and regulations. The parties foster strong relationships where everyone takes responsibilities for the fellow member of their group like the managers denying the accusation of bullying their junior staff. This is in order to preserve the in-group.

The UK is a highly individualist and “I” focused culture. People are taught to think fro themselves and find their purpose on how the can uniquely contribute to the society. This explains for the diversified workforce and people being able to work their way to senior managerial positions by themselves. 





[bookmark: _Toc450423034]Uncertainty Avoidance


This dimensions deals with the level at which the society deals with the fact that the future cannot be known. This uncertainty brings with it anxiety and different cultures have learnt to deal with it in varied ways. The extent to which the members of a society feel threatened by the ambiguous and have created beliefs and institutions that try to avoid these is reflected in the score on Uncertainty Avoidance. 
Bangladesh will have a high score in this dimension that is a preference for avoiding uncertainty. The hiring of only male relatives into managerial positions. There is a fear for employing women probably because they afraid women may over take the men and manage better or may mishandle company resources. So there is doubt on the managerial skills of women in top positions.
The UK has a low score on the uncertainty avoidance for example Sukies co deciding to operate internationally and taking over Patties co in another country with a different culture. The idea of ambiguity is highly entertained in the UK culture and what is important is the end goal not necessarily putting in place strict rules to attain the goal like the sending of the new HR manager to Patties Co from the UK.
[bookmark: _Toc450423035]Long Term Orientation
This dimension examines how societies maintain links with its own past while dealing with the challenges of the present and future, various cultures deal with this differently. Societies that score low on this dimension are normative and most often prefer to maintain time-honoured traditions and norms while viewing societal change with suspicion. 
On the other hand, cultures that score high take a more pragmatic approach, the encourage thrift and efforts in modern education as a way to prepare for the future. 
Patties co scores very low, as they have a preference for their past cultures and uses them to deals with present and future challenges. For example, Patties co employs only men in managerial positions this is to ascertain the fact that Patties co still believes that the role of the woman is to take of the home while the men go out and work. This explains the lack of diversity in the workforce.
Sukies co, the score is neither high nor low, dominant preference in UK culture cannot be determined.
[bookmark: _Toc450423036]Indulgence
This dimension assesses the level at which children are socialised. It defines the degree to which people try to control their impulses, based on the way they were raised. “ Relatively weak control is called “indulgence” and relatively strong control is called “restraint”.
Bangladesh can be said to have a relatively restraint culture. The bullied workers could tell the new HR manager through confidential discussion. Therefore, people cannot exhibit their wiliness to realise their impulses and desires. 
The UK has a relative indulgent culture where people are allowed to express their impulse and desires. Like the new HR manager, the UK society has a positive value and a tendency towards optimism. 
[bookmark: _Toc450423037]Conclusion
The comparison above illustrated why there should be a difference of the implementation of HR practices and policies within an international context. Further illustrated by “Boxall highlighted the distinction between competitive HRM and IHRM. The Comparative HRM field tends to cover the, the comparison of management practices across different cultures and nations and studies that look at management in specific countries. It concentrates on how people are managed differently in different countries by analyzing practices within firms of different national origin in the same country. IHRM, in contrast, focuses on how different organisation manage their people across national borders.” (cited by Sparrow et al;(2004) p.4)










 
[bookmark: _Toc450423038]HR Policies and Procedures that could be implemented and Recommendations
[bookmark: _Toc450423039]Introduction

Patties Co has to understand the benefits of Human Resource management, objectives and policy like making sure the organisation has the talented skilled and engaged people it needs, create a positive employment relationship between management and employees and a climate of mutual trust, enable the organisation to achieve its objective, contribute to the development of a high-performance culture and the application of ethical approach to people management. The HR manager has to explain this, to ensure that the managers at Patties Co understand this benefits so as to lay a fertile ground for the implementation of the policies, practice and recommendations of HRM. Much research has been carried out showing that good HR practices and firm performance are correlated. (Purcell et al 2003 cited by Armstrong 2014)
 Storey et al observed that “the premise is that, in some shape or form, HR policies have an effect on HR practices and these in turn influence staff attitudes and behaviour which will, in turn again, impact on service offering and customer perceptions of value.” This is supported by the notion of ‘best practice HRM’. (cited by Armstrong 2014)  
A policy provides generalized guidance on how HR issues should be dealt with.
HRM ethical guidelines are to be put in place to ensure that the best policies and practices are implemented. Ethical guidelines relate to how employees are treated in general and to the major HRM activities of organizational development, recruitment and selection, learning and development, performance management, reward management and employee relations. They also relate to employment practices concerning the work environment, managing diversity, handling disciplinary matters and grievances, job security and redundancy.
[bookmark: _Toc450423040]Reward management

 The lack of an HR manager in a company of size as Patties Co is can lead to a lot of mismanagement, wrong HR practices and poor cost effective strategies that can cause the company huge loss and a consequent shutdown. In establishing a reward strategy at Patties Co the HR manager has to bear in mind that the reward strategy used at Sukies Co based in the UK will not fit the cultural practices in Patties Co in Bangladesh. The lack of a controlled reward strategy can lead to high cost and inconsistency of approach across the organization and may lead to some sectors of the organization to become less attractive in getting new workers or retaining old workers due to their approach for reward.(CIPD 2013)

Patties co needs to establish a good reward management scheme to solve this problem, which will help increase employ performance and productivity of the business. A good reward management practice will ensure that reward policies and practices are fair, equitable and transparent and that they are applied consistently. Patties Co is seriously lacking in this domain
Also, reward people according to their contribution and ensuring that people know in general the base upon which rewards are provided and in particular how their own reward package is determined.
As well as maintain reasonable and defensible pay differentials and ensure that equal pay is provided for work of equal value.
Pattie Co must base its decisions about performance pay or bonuses on fair and equitable criteria and avoid bonus schemes that encourage undesirable behaviour.(Armstrong 2014)
Top managers should take this policy in to practice as it will help increase the performance of the company, increase employee trust in the organisations’ policies and culture. Reduce waste as this different pay rates may not be discriminatory and pays those who do little or nothing in the organisation. Fair pay rates will motivate employees and increase employee retention.  This can be implemented by establishing a reward strategy that explains to the employee the different methods used by the firm in establishing various pay rates.

[bookmark: _Toc450423041]Diversity Management and Equal Opportunity
Patties Co employs only male relatives at top managerial positions. There is a lack of diversity in the workforce especially at the top managerial positions. ‘CIPD (2008) defines diversity as valuing everyone as an individual- valuing as employees, customers and clients’ Managing diversity includes recognizing the value of all employees and making employment decisions based on objective, job-related criteria rather than on personal characteristics of the individual (cited by Pilbeam et al 2010). 
There is a lack of diversity in the work force especially when it comes to gender. If a proper management diversity policy is implemented at Patties Co there will be an increase in the level of diversity in the work place and a diverse workforce will mean new ideas, better selection of talent, growth and consequently a more profitable business. This can be adjusted by making the top managers understand the importance and benefits of a diverse force.
This policy also recognises that there are differences amongst employees and if these differences are properly managed, will enable work to be done efficiently and effectively. Managing diversity The diversity and equal policy should be clear about the Patties Co’s determination to give equal opportunities to all, irrespective of sex, sexual orientation, race, creed, disability, age, marital status or family ties. The policy should also deal with the extent to which Patties Co wants to take affirmative action to deal with the imbalances between the number employed according to sex or differences in the levels of qualifications and the skills they have achieved. 
The policy should include the following; be an equal opportunity employer this means that Patties and co will not permit direct or indirect discrimination against any employee on the ground of their sex or relationship to the boss. (Armstrong 2014)
Patties Co will ensure that equal opportunity principles are applied in all its HR policies and in particular to the procedure relating to recruitment, training, development and promotion of employees.
Also, the legislation and laws surrounding codes of practice and employees of under-represented groups should be adequately trained to enjoy same opportunity. 
If this policy is practiced at Patties co, the company will enjoy new talents, ideas, efficiency, a high performance workforce, growth, attractiveness of the company and also a more profitable Patties Co Ltd. This would help the company meets its strategic goals of meeting the business strategy and human resource needs.


[bookmark: _Toc450423042]Employee Wellbeing
Wellbeing at work happens when people are happy with what they do, how they are treated and how they get along with others. The wellbeing of employees depends on the quality of working life provided by their employers- the feeling of satisfaction and happiness arising from the work itself and the work environment. (Armstrong 2014). A key factor of employee wellbeing in Patties Co will be bullying and the lack of services to employees to lay their complaints on matters that affect them especially at work. 
Patties Co has to be concerned about their employees because it is a duty for the employer to care for their employee like adopting a social responsibility approach to look after their staff. (Armstrong 2014)
Paying attention to employee wellbeing will this will likely increase the trust and commitment of employees to the organisaton and will provide a good environment for work. (Armstrong 2014)
Employers ought to create a good environment for their employee because this is part of the overall reward system. This should encompass the way in which employees are treated at work by their co-managers and managers.(Armstrong 2014)
Bullying is also one of the main issues that employees at Patties Co are facing. Bullying is a form of harassment and can be very unpleasant. This is one of the most difficult aspects of employee relationship to proof as there are hardly any ways to prove that bullying has taken place.
An anti bullying policy should be put in place that will state that bullying will not be tolerated by the organisation and that those who persist in bullying staff will be subjected to disciplinary action, which could be severe in particular bad cases. The policy should also make it clear that individuals who are being bullied should have the right to discuss the problem with another person, like a representative or a member of the HR function and be able to make a complaint. Bullies should initially be helped to understand and acknowledge the impact of their behaviour on others, and to change. (Armstrong 2014)
This will raise employee’s morals and increase commitment and productivity to the company.


[bookmark: _Toc450423043]Conclusion

Culture is what distinguishes a people, country and organisation from another and it should be known that these cultures impact organisation in different ways with the impact often stronger on their employees who feel the weight more. The new HR manager should learn to explore the culture at Patties Co learning and understanding the values that are important to the organisation taking in to account their cultural stereotypes. While minimizing the use of their own assumptions and stereotypes from their own cultural background as much as possible. So in adopting national or organisational culture the impact should be well evaluated and the positives should always outweigh the negative impacts. The differences between organisational and national cultures accounts for the differences between Sukies Co and Patties Co.                              
Organisations should make an effort to know HR policies before setting up their organisations. This will enable their organisations to run at a more efficient rate and reduce a good number of human related problems that may greatly impact the performance and existence of the company. Patties Co if they implement the above-mentioned policies will be a better company, more profitable and a good place to work.
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