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The international human resource management means managing the human resource activities like recruitment and training at international level.  The primary goal of international human resource management is to make sure that an organization's HR policies and procedures complement its global business plans while taking into account the unique cultural, legal, and economic environments of each region. In order to effectively manage different workforces, HR professionals need to have an extensive understanding of global employment regulations, cross-cultural communication, and international labor markets. The management of human resources in a global environment presents a number of difficulties because of factors like different HR laws, cultural and language obstacles and diverse work styles. 
The primary objective of this paper is to compare the human resources practices of Brazil and Australia.   Australia is known for having well established HR policies and procedures, while Brazil has particular difficulties because it is currently a developing country. The goal of this research is to evaluate the different contemporary and ethical problems in international HRM that businesses dealing with Australia and Brazil must consider. It will also examine the institutional frameworks in both countries and how they might impact HR-related matters such training and development expenses, hiring and selection practices, employee welfare, trade union membership, and influence. 
The two different strategies are used for managing people across both countries that are diversity management strategy and effective communication strategy. With the establishment efficient global human resource strategies is essential for companies in the modern, globalized environment. The businesses can establish a productive and compatible global workforce through putting in place extensive benefits and pay plans, offering self-service HR tools, giving training and development top priority, ensuring legal compliance, utilizing HR technologies, encouraging inclusion and diversity, and accelerating the hiring and onboarding processes. 
These recommendations seek to promote a culture of innovation and lifelong learning, increase corporate performance, and increase employee engagement. Businesses can successfully navigate the challenges of international HR management and succeed in the global marketplace by remaining knowledgeable and flexible. Lastly, it will offer methods for managing interpersonal connections across cultural boundaries and critically examine the variations in workplace culture.
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(Figure 1: (Cosentino, 2021))
Overview of the challenges in managing HR in an international context
Managing human resources in a global environment presents a number of difficulties for companies to overcome. Some of challenges are given below:- 
· Cultural Differences: Understanding and adapting to various cultural norms, attitudes, and traditions is necessary when managing HR across national borders (Global, 2022). This includes methods of teamwork and decision-making, as well as communication techniques and work attitudes.
· Language Barriers: When working with individuals from different nations, language barriers might make it difficult for them to communicate and collaborate effectively. Employing translation services or offering language training is two strategies that organizations need to employ in order to close language gaps.
· Legal and Regulatory Compliance: Work permits, labor laws, and employment contracts are a few of the examples of the laws and regulations that control employment practices in all countries. Companies who conduct business abroad must make sure that these regulations are followed in order to stay out of trouble and avoid fines.
· Talent Acquisition and Retention: Due to competition, differences in labor markets, and various candidate expectations, it can be difficult to find and keep top talent overseas (Global, 2022). To attract in and keep talented workers, businesses must create competitive pay plans and efficient recruitment techniques.
· Cross-Cultural Collaboration and Teamwork: Recognizing and addressing cultural differences is essential to creating strong teams and encouraging cooperation amongst diverse nations and cultures. This involves promoting conversations between cultures, raising cultural sensitivity, and creating conflict-resolution plans.
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There are several contemporary issues that different companies are facing that exist in Australia and Brazil, which are explained below:
· The workforce diversity is a modern issue that companies in Australia and Brazil need to take into consideration in their global HRM procedures. The Australia has multicultural society, comprising a wide variety of languages, backgrounds, and cultural origins. Similarly to this, historical events like migration and colonisation have contributed to Brazil's vast cultural and ethnic variety (Soutphommasane, 2015). Creating inclusive policies and practices that honour and respect workers from diverse cultural origins is a key component of managing workforce diversity. To take full advantage of the advantages of diversity, this involves encouraging an inclusive workplace, providing diversity training, and advocating for equitable opportunities (Soutphommasane, 2015).
· The retention and employee engagement are major issues for businesses that operate in Brazil and Australia. Employees that are engaged are more likely to be motivated, productive, and committed to their companies. Employee turnover presents problems for businesses in both countries and can have an adverse impact on output and profitability. Organizations must create ways to improve employee motivation, loyalty, and satisfaction in order to solve these problems (Fischer and de Albuquerque, 2005). This might involve putting in place efficient channels for communication, offering opportunities for professional advancement, honouring and acknowledging staff members for their achievements, and encouraging work-life balance.
· All the companies in international market are required to follow by the labor laws and regulations of each country. Many aspects of employment, including working hours, leave benefits, employment contracts, and termination procedures, are governed by these regulations (Australian Government, 2019). For businesses operating in Australia and Brazil to maintain fair and ethical HR practices, it is essential that they understand the labor regulations. For example, businesses must abide by Australia's Fair Work Act, which lays out minimum employment requirements and employee protections (Australian Government, 2019). Comparably, Brazil Consolidation of Labor Laws regulates employment relations and offers worker safeguards. Companies that violate labor laws risk legal consequences as well as damage to their reputation (Labor, 2023).

(Figure 2: Self-Created)
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The companies doing business between Australia and Brazil must carefully consider ethical problems related to international human resource management as a way to ensure fair and responsible practices. Some of ethical problems are given below:- 
· Diversity and cultural sensitivity should be considered as first ethical problem. The cultural norms, values, and practices of both countries should be understood and respected by companies. As part of this, they should encourage diversity and inclusion in their HR procedures and policies. Organizations may promote an inclusive work environment by appreciating and welcoming people from diverse cultural origins.
· It is essential to use ethical recruitment and selection procedures. Businesses must ensure impartial, open, and bias-free procedures to hire work force in Australia and Brazil. It is best to stay away from discriminating against people based on their gender, nationality, ethnicity, or other protected traits (Zheng, 2012). Merit-based and job-related considerations need to guide hiring decisions. Companies may cultivate a diverse and skilled staff by implementing ethical recruitment procedures.
· The ethical treatment of employee is very much important. Fair compensation, work-life balance, workplace safety and health, and the avoidance of discrimination and harassment must all be given top priority by companies (Zheng, 2012). There should be channels for employees to express their complaints and concerns. Companies may improve employee well-being and create a great work environment by treating employees responsibly.
· Another important ethical concern is compliance of labor laws and regulations. Employers in Australia and Brazil must be aware of and comply by the laws governing employment contracts, working hours, leave policies, and termination procedures. Respecting labor rules guarantees treating workers fairly and equally and shows a dedication to ethical hiring procedures. It is very important that employers and workforce follow the rules of the country to create better work culture in the country so that people from different background enjoy to work there and respect one another culture differences.
· In global HRM practices, social responsibility should also be taken into consideration. Companies should encourage ethical hiring practices, give back to the community, and take part in fund raising activities. Companies can make a good impact on society by coordinating their HR strategies with more general social and environmental objectives .
The understanding and dealing with ethical issues in international HRM practices between Australia and Brazil is essential for companies. Companies can establish an ethical framework that promotes a positive work environment and benefits employees and society at broad by considering into account cultural sensitivity, ethical recruitment and selection, fair treatment of employees, compliance with labor laws, and social responsibility.
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To make HR practices professional and feel employees motivated in the working environment, the Australian government set several acts that all companies need to follow to create a healthy working environment at the workplace and make healthy business relationships between Australia and Brazil, which are as follows: 
In Australia, trade union membership, influence, employee welfare, training and development, recruiting, and selection are among the many of the HR-related issues that are greatly impacted by HR-related institutional arrangements. Australia's comprehensive workplace relations legislation is known as the Fair Work Act 2009 (Australian Government, 2012). It sets minimum requirements for pay, working conditions, and procedures for resolving disputes. Employee welfare is enhanced by this institutional system, which ensures that companies pay fairly, grant paid time off, and respect workplace health and safety regulations. Employee wellbeing is further enhanced by the National Employment Standards (NES), which are a part of the Fair Work Act (Australian Government, 2012). Redundancy pay, maximum working hours, and leave benefits are among the basic employment conditions specified in the NES.
 By establishing these minimal requirements, the NES improves the welfare of its members overall by encouraging work-life balance while providing protection from harm. With the goal to promote workplace harassment prevention, anti-discrimination and equitable employment opportunities, the Australian Human Rights Commission (AHRC) is necessary. It has a significant effect on HR-related concerns, such hiring and choosing employees (Australian human rights commission, 2014). The AHRC makes sure businesses follow the rules of equal opportunity, avoid from discriminating behaviour, and establish welcoming workplaces to attract in and keep a diverse workforce (Australian human rights commission, 2014). HR concerns related to training and development are made worse by Australia's vocational education and training (VET) system, which is governed by the Australian Skills Quality Authority (ASQA). For the purpose of to ensure that workers have access to industry-specific skills and certifications, the VET system offers nationally recognized training programs and qualifications. Organizations are able to invest in the growth and development of their employees and promote the development of a skilled workforce due to this institutional framework 
In Australia, the national workplace relations court is called the Fair Work Commission (FWC). It establishes minimum pay, ratifies enterprise agreements, and settles conflicts at work. The FWC has a significant impact on HR matters including trade union membership and influence. It manages collective bargaining procedures, approves enterprise agreements to set the terms and conditions of employment, and protects the rights of employers and workers. In Australia, institutional arrangements related to HR have a big impact on different HR problems. They ensure compliance to relevant rules, safeguard employee rights, and offer a framework for ethical employment practices. Organizations can sustain effective employment relations, a positive work environment, and employee welfare by adhering by sure institutional structures.
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In Brazil, institutional arrangements related to HR have significant impacts on a lot of HR issues, like employee welfare, recruitment and selection, training and development, and trade union membership and influence. The primary section of law controlling labor relations in Brazil was created in 1943 and is known as the Labor Code. The Brazilian Labor Code of 2021 covers a broad variety of human resources matters, such as employment contracts, working hours, pay, and termination procedures.  A legal framework for HR procedures, including training and development initiatives, is provided by this institutional architecture. It ensures that businesses make investments in the expansion and development of their personnel by establishing criteria for professional development, skill enhancement, and employee training (International Labor Organization, 2023).
The labor courts are responsible for resolving labor disputes and maintaining labor regulations. According to Brazilian Labor Courts, these specialist courts offer an opportunity for workers and employers to seek justice and settle disputes involving HR-related matters (Amorim et al., 2021). Since they protect the rights of workers to fair treatment and compensation and ensure compliance with labor regulations, they have an important effect on HR concerns including employee welfare. For the purpose of to protect employee welfare, labor courts are essential in resolving matters like unpaid pay, workplace harassment, and wrongful terminations of employment. 
The Ministry of Labor and Employment (MTE) is in the position of creating and carrying out labor laws and policies in Brazil. It is in control of matters related to social security, employment, and working conditions. The MTE has a significant impact on HR-related issues, including hiring and selection ( (Employment, 2022). It creates standards for ethical recruiting procedures and enforces laws to stop discrimination and ensure all job applicants have equal access to opportunities (Amorim et al., 2021). The MTE initiatives support inclusion and diversity in the workplace and level the playing field for job seekers (Employment, 2023). 
The fight against and eventually the end of slave labor is carried out by the National Commission for the Eradication of Slave Labor. It organizes the investigation, identification, and punishment of forced labor and contemporary slavery cases, the impact of this rule on HR matters is especially significant when it comes to worker welfare. Through fighting for fair labor standards and safeguarding workers from abuse, it contributes to ensuring that workers are not subjected to harsh or exploited working circumstances (Amorim et al., 2021). 
Furthermore, trade unions serve as vital for defending the rights and interests of employees. In addition to supporting their members, they negotiate collective bargaining agreements and take part in discussions regarding labor laws. Trade union membership and influence are two major HR-related concerns that are influenced by trade unions (De Amorim, Fischer and Trullen, 2019). They negotiate enhanced working conditions, support worker unity, and influence labor laws. Trade unions serve as vital for protecting the rights of employees, ensuring their treatment fairly, and defending their interests at work (De Amorim, Fischer and Trullen, 2019).
The HR-related institutional frameworks have a significant effect on a lot of different HR problems. HR practices are influenced by the Brazilian Labor Code, Labor Courts, the Ministry of Labor and Employment, and trade unions. These entities also play a role in recruiting and selection, employee welfare, training and development, and trade union membership and influence. Organizations must follow these institutional structures if they want to maintain positive employment relations, ensure compliance with labor regulations, and create a fair and inclusive work environment. With the help and implementation of these laws for employees in Brazil, the country is able to do make healthy relationships with Australia for fair business practices. 
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 There are several similarities and difference in HR practices of both countries which are given below:-
Recruiting and Selection: With the goal to find and employ competent applicants, recruiting and selection procedures are given top priority in both Australia and Brazil. There are variations in the importance given to different factors, though. Merit-based selection, which emphasizes experience, education, and abilities, is widespread in Australia (Payne, 2019). The recruitment process depends heavily on personal relationships and networking, which is more prevalent in Brazil. In Brazil, cultural elements like collectivism have an impact on HR procedures.
Training and Development: The importance of training and development for the advancement of employees and the success of organizations has been recognized by both Australia and Brazil. However, there are differences in strategies and expenditures (Payne, 2019). Continuous professional development is highly valued in Australia (Sanders and De Cieri, 2020), where businesses provide a range of training courses and up skilling possibilities. Brazil has more informal, on-the-job training programs that emphasize specialized technical skills (Braga et al., 2021). The emphasis on training and development in any country is influenced by economic considerations, including industry demands and resource availability.
Employee Welfare: Due to a variety of cultural and legal considerations, employee welfare procedures differ between Australia and Brazil. Comprehensive legislative frameworks, such as minimum wage rules, workplace health and safety requirements, and work-life balance provisions, protect employee rights in Australia (Payne, 2019). Brazil also has labor laws that safeguard the rights of employees, but they can be difficult to apply and enforce. Employee welfare policies are influenced by cultural variables, such as Brazil's emphasis on social benefits and stability and Australia's more flexible work arrangements, with individualism in Australia and collectivism in Brazil (Braga et al., 2021).
Influence and Membership in Trade Unions: Australia and Brazil have very different levels of influence and membership in trade unions. Trade unions are important for defending workers' rights in Australia. They participate in policy discussions, negotiate collective bargaining agreements, and promote good working conditions. Trade unions are common in Brazil, although they face difficulties growing in both membership and influence because of things like a dispersed labor movement and unstable economic conditions (Sanders and De Cieri, 2020). They still continue to be involved in the defense of workers' rights.
Legal and Regulatory Environment: In both countries, the legal and regulatory environment has an enormous impact on HR practices. The legal framework in Australia is well-established and covers a range of HR-related topics, such as workplace relations, employment contracts, and anti-discrimination statut. The foundation for ethical hiring practices and worker protection is laid by these laws. Although there are labor laws and regulations in Brazil, they are not always enforced consistently, which makes it difficult to guarantee worker protection and compliance with labor standards (Braga et al., 2021).
The culture, legislation, and economics are important factors when comparing HR practices in industrialized and developing nations, such as Australia and Brazil. While recognizing the significance of hiring, training, and employee welfare is shared, cultural preferences, existing economic realities, and legal frameworks give rise to variations. For companies to effectively adjust their HR practices and align them with local conventions and regulations, firms operating in other countries must have an in-depth knowledge of these aspects (Braga et al., 2021).
[bookmark: _Toc153873601]Managing Human Relationships across Different Cultures 
[bookmark: _Toc153873602]Critical analysis of workplace culture differences between Australia and Brazil 
To compare the cultural differences between Australia and Brazil, the Hofstede insights tool is used. A common method for comparing cultural aspects between countries is the Hofstede insights tool. Geert Hofstede developed this tool (Hofstede, 2010), and it offers a framework for understanding and assessing cultural variations based on six dimensions:
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(Source: (https://www.hofstede-insights.com/country-comparison-tool?countries=australia%2Cbrazil))
1. Power Distance Index: This dimension measures how much less powerful people in a society expect and accept unequal power distribution. Australia favours equality and a more egalitarian society, as seen by its comparatively low PDI score of 38. Brazil, on the other hand, has a higher PDI score of 69, indicating a stronger willingness to accept power distance and hierarchical systems (Hofstede, 2010).
2. Individualism: This dimension evaluates the extent to which individuals prioritize their own interests over the interests of the group. Australia scored well on individualism 73, emphasizing personal success, autonomy, and individual rights. Brazil, on the other hand, places a higher value on collectivism, interdependence, and social harmony, as evidenced by its lower individualism score of 36.
3. Motivation towards achievement and success:
It is identified that, due to motivation, the achievement and success factor of employment is high in Australia, which is 61, and in Brazil, it is 49. In Brazil, employers focus on personal connections to success, which is why the success score is low as compared to Australia (Hofstede, 2010).
4. Uncertainty Avoidance Index:- 
The Uncertainty Avoidance Index measures how much a society dislikes ambiguity and uncertainty, prompting the development of laws and policies with the goal of reducing uncertainty. Australia has a comparatively low UAI score of 51, indicating a more tolerant view of regulations and a greater capacity for uncertainty. Brazil, in contrast, has a higher UAI score of 76, showing a preference for avoiding uncertainty as well as a larger need for structure and regulations.
5. Long-Term Orientation (LTO): 
This dimension shows how much a society prioritizes long-term goals, determination, and economical behaviour over immediate satisfaction. Australia's comparatively high LTO score of 56 denotes an emphasis on the present moment and quick outcomes. Brazil has a marginally lower LTO score of 28, indicating a stronger focus on patience and long-term planning.
6. Indulgence: 
This dimension assesses how much a culture allows the satisfaction of fundamental human needs and desires. Australia's indulgence score of 71 is quite high, suggesting a more lenient and carefree outlook on life and having fun. Brazil has a high indulgence score of 59 as well, indicating a somewhat restricted approach to fulfillment (Hofstede, 2010).
Using the Hofstede insights tool to compare these cultural dimensions between Brazil and Australia, more detail about the potential effects of these cultural differences on decision-making processes, HR practices, communication styles, and leadership styles, among other areas, is identified.
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To manage the employee’s relation and promote positive work environment, the following practices need to implement:
Effective communication strategy: - 
The management and HR professional of both countries Communicate in a way that all people, from different cultural backgrounds, can understand the communication. Stay clear of employing informal slang, or jargon that can confuse or be unknown to others. When communicating, stick to plain language and make use of simple, understandable words. Nonverbal communication is practiced differently in different cultures (LifeWorks, 2021). Recognize these variations and make sure you understand and react to nonverbal clues correctly.
 Keep your distance from others, avoid from making aggressive gestures, and be aware of national customs surrounding eye and physical contact. Promote an inclusive workplace atmosphere by making an effort to understand and appreciate the viewpoints and experiences of your coworkers from different backgrounds. Learn about other people's cultures and practices on your own initiative, and keep in mind the difficulties faced by those who may be unfamiliar with the nation or language (LifeWorks, 2021). Provide areas for honest communication and teamwork where each person's opinion is accepted and loved.
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Diversity Management Strategy: -
Establishing a cross-border diversity management strategy is crucial for companies that have operations in Brazil and Australia. This approach requires an in-depth understanding and awareness of the legal systems and distinctive cultures of each nation (Impactly, 2022). Companies may create an environment wherein employees from both nations feel appreciated and respected by encouraging cultural awareness. This can be accomplished by encouraging open discussion among staff members and offering educational opportunities on cultural sensitivity. Respecting each nation's labour laws and regulations is crucial to maintaining legal compliance and promoting equitable treatment for all workers. The companies in Australia and Brazil need to provide training to their employees for manage and handle diversity and inclusive environment with positive mindset (Impactly, 2022). 
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· Establish a comprehensive and flexible benefits and pay plan that provides for the various national deductions, taxes, and work requirements. This will ensure equitable and competitive benefits packages for workers across the globe.
· By giving staff member’s independent access to self-service HR tools and resources, you may improve employee relations. No matter where they work or what time zone they are in, employees will be able to handle their own HR needs because of this, which will enhance their engagement and overall experience (Diard, 2023). For this companies in Australia and Brazil need to invest more in technology and innovation to make HR process fast and automatic.
· Pay attention to training and development initiatives for staff members that support a global perspective and are in accordance with the organization's objective. Encourage staff members to broaden their knowledge and abilities in a global setting to promote a culture of lifelong learning. For example, if any employee of Brazil required training in Portuguese in Australia, then the Australian company must arrange for any trainer from Brazil for better learning of that employee. 
· Make ethical and legal compliance your first priority by keeping informed of local labour laws, rules, and customs in the nations where your company conducts business. To keep workers safe and secure at work, make sure policies and procedures are in line with regional regulations .
· Integrate data processing and HR technologies to automate key HR tasks and optimise workflow. Utilise cloud-based tech solutions to monitor performance, centralise HR data, and enable effective communication with a distributed staff throughout the world.
· Encourage inclusion and diversity inside the company to take advantage of the benefits of having a multicultural staff. Promote diversity in hiring, offer equality in professional development opportunities, and make sure inclusive policies and procedures are implemented. Review and update HR procedures often to make sure they remain applicable and efficient in an international context. Keep informed on new developments and industry best practices in global human resources management.
·  Create standardised protocols that take into consideration regional differences in certifications, qualifications, and educational needs to streamline the hiring and onboarding process (Diard, 2023).
Conclusion

To conclude, there are a number of difficulties related to managing human resources in a global environment, such as language obstacles, cultural differences, legal and regulatory compliance, talent acquisition and retention, and cross-cultural cooperation. Due to these difficulties, human resources professionals need to be extremely knowledgeable about foreign labour markets, cross-cultural communication, and worldwide employment laws. Comparing HR methods between Brazil and Australia especially calls for addressing contemporary concerns including workforce diversity, employee engagement and retention, and adherence to labour laws and regulations. Furthermore, ethical issues need to be taken into account to guarantee equitable and accountable HR procedures. To effectively manage human resources in a global framework, one must possess a thorough awareness of the distinct cultural, legal, and economic landscapes of all the participating countries.
The HR institutional frameworks in Brazil and Australia have a big impact on a lot of different HR problems. To improve employee wellbeing, Australia's Fair Work Act 2009 establishes minimum standards for compensation, working conditions, and dispute resolution. By defining fundamental job conditions, the National job Standards further enhance employee wellness. The Labour Code of 2021 in Brazil offers a legislative framework for training and development programmes as well as HR procedures, covering a wide range of HR-related topics. Employee welfare is impacted by labour courts' critical role in resolving labour disputes and guaranteeing adherence to labour laws. Ethics in hiring practices are among the labour regulations and policies that are developed and carried out by the Ministry of Labour and Employment.
For the comparison of cultural differences between Brazil and Australia, the Hofstede insights tool is used. The report also contains information about the IHRM practices of both countries in an effective way. The different recommendations are also given to HR professionals in both countries to manage people in an effective way. In countries like Australia and Brazil, international human resource practices depend heavily on efficient communication and diversity management techniques. Organizations may create a healthy work atmosphere and bridge gaps in culture by encouraging inclusive and transparent communication. 
The key components of good communication include recognizing and honouring nonverbal signs, eliminating language obstacles and developing cultural understanding. Creating an inclusive workplace also requires putting in place a diversity management strategy that complies with national regulatory requirements and cultural differences. Overall, it is very important for the human resources departments of companies in different countries to modify HR practices according to the current demand in the employment sector for the effective management of people.




[bookmark: _Toc153873605]References

Global, C. (2022). Global HR Challenges and Solutions. [online] www.rapid.one. Available at: https://www.rapid.one/blog/global-hr-challenges
Australian Government (2019). Welcome to the Fair Work Ombudsman website. [online] Fair Work Ombudsman. Available at: https://www.fairwork.gov.au/.
Labor, E. (2023). Employment & Labour Law 2019 | Brazil | ICLG. [online] International Comparative Legal Guides International Business Reports. Available at: https://iclg.com/practice-areas/employment-and-labour-laws-and-regulations/brazil.
Fischer, A.L. and de Albuquerque, L.G. (2005). Trends of the human resources management model in Brazilian companies: a forecast according to opinion leaders from the area. The International Journal of Human Resource Management, 16(7), pp.1211–1227. doi:https://doi.org/10.1080/09585190500144160.
Soutphommasane, T. (2015). Cultural diversity in the workplace | Australian Human Rights Commission. [online] humanrights.gov.au. Available at: https://humanrights.gov.au/about/news/speeches/cultural-diversity-workplace-0.
Zheng, K. (2012). What Are the Ethical Issues in Human Resource Management in Multinational Corporations? [online] Chron.com. Available at: https://smallbusiness.chron.com/ethical-issues-human-resource-management-multinational-corporations-55821.html.
Australian Government (2012). Fair Work Act 2009. [online] Legislation.gov.au. Available at: https://www.legislation.gov.au/Series/C2009A00028.
Australian human rights commission (2014). Workplace discrimination, harassment and bullying | Australian Human Rights Commission. [online] humanrights.gov.au. Available at: https://humanrights.gov.au/our-work/employers/workplace-discrimination-harassment-and-bullying.
Amorim, W.A.C. de, Cruz, M.V.G. da, Sarsur, A.M. and Fischer, A.L. (2021). HRM in Brazil: an institutional approach. Revista de Gestão, 28(1), pp.84–99. doi:https://doi.org/10.1108/rege-08-2020-0074.
International Labor Organization (2023). Country. [online] www.ilo.org. Available at: https://www.ilo.org/dyn/irlex/en/f?p=14100:1100:0::NO::P1100_ISO_CODE3.
Employment, L. (2022). Employment & Labour Law 2019 | Brazil | ICLG. [online] International Comparative Legal Guides International Business Reports. Available at: https://iclg.com/practice-areas/employment-and-labour-laws-and-regulations/brazil.De Amorim, W.A.C., Fischer, A.L. and Trullen, J. (2019). A Comparative Study of Trade Union Influence over HRM Practices in Spanish and Brazilian Firms: The Role of Industrial Relations Systems and Their Historical Evolution. International Studies of Management & Organization, 49(4), pp.372–388. doi:https://doi.org/10.1080/00208825.2019.1646487.
Sanders, K. and De Cieri, H. (2020). Similarities and differences in international and comparative human resource management: A review of 60 years of research. Human Resource Management, 60(60). doi:https://doi.org/10.1002/hrm.22028.
Payne, E. (2019). Human resources and recruitment in Australia: an overview. [online] Prosple Australia/GradAustralia. Available at: https://au.prosple.com/career-planning/human-resources-and-recruitment-in-australia-an-overview.
Braga, B.M., Oliva, E.C., Kubo, E.K.M., McKenna, S., Richardson, J. and Wales, T. (2021). An Institutional Approach to Ethical Human Resource Management Practice: Comparing Brazil, Colombia and the UK. Journal of Business Ethics, [online] 169(1), pp.57–76. Available at: https://ideas.repec.org/a/kap/jbuset/v169y2021i1d10.1007_s10551-019-04257-x.html [Accessed 19 Dec. 2023].
Hofstede, G. (2010). The 6 dimensions model of national culture by Geert Hofstede. [online] Geert Hofstede. Available at: https://geerthofstede.com/culture-geert-hofstede-gert-jan-hofstede/6d-model-of-national-culture/.
Cosentino, J. (2021). HR Operations: The Essential Guide. [online] AIHR. Available at: https://www.aihr.com/blog/hr-operations/.
Impactly, C. (2022). Diversity Management: Types, Best Practices, and Challenges Faced By Organizations. [online] getimpactly.com. Available at: https://www.getimpactly.com/post/diversity-management.
LifeWorks (2021). Effective Communication in a Culturally Diverse Workplace. [online] Australia. Available at: https://wellbeing.lifeworks.com/au/newsletter-content/effective-communication-in-a-culturally-diverse-workplace/.
Diard, A. (2023). Global HR Management: 6 Strategies for Success Abroad. [online] PeopleSpheres. Available at: https://peoplespheres.com/global-hr-management-5-hr-strategies-for-success-abroad/.




















Contemporary  issues 


Workforce diversity


Retention and employee engagement


Follow labor laws and regulations










4

image1.png
Prifysgol Cymru

Y Drindod Dewi Sant
University of Wales
Trinity Saint David




image2.png
Building
asustainable
organization

© Administration

© Compliance
© Recruitment Working on
© Onboarding — T
© Employee relations relations
© Offboarding

Implementing
& maintaining
HR best
practices

Goals




image3.png
69

5 ° 7
61
- 59
49 ol
38 W
I 28

Motivation
Power . towards Uncertainty Long Term
Individualism § Indulgence
Distance Achievement and Avoidance Orientation

Success




image4.png
P ﬁ
Nidasg o

LISTENING FRIENDLINESS OPEN MINDEDNESS

CONFIDENCE




