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Introduction
Managerial and business environments have profound effects on how business entities are run (Lockhart et al. 2020). Decisions made within the business are influenced by the environmental context of the business as well as the general management philosophy of the entity.  In human resource management, the question of environment therefore becomes an important consideration in the adoption of a HR management philosophy in the organisation. Human resource managers have to contextualise their management frameworks within the general ground of the business environment where they operate (Stacho et al, 2019). In this paper, the discussion seeks to examine the differences in how the HR practices are applied in different business environments and how the national and organisational cultural factors influence the HR policy guidelines. Moreover, the paper develops a business case as to why commercial entities have  to adopt ethically sound HR policies, strategies and procedures in their operations.
[bookmark: _Toc50575367]Organisational cultural factors and HR practices
While there are standard organisational practices in terms of how the HR is applied, Mannion and Davies (2018) says that there is need to take into account organisational culture as well as the national cultural contexts. The application of these HR principles has to be taken within this context as this is a strategy for improving the HR practices within the commercial context. In the case of Sukies and Patty, there is evident that the organisational and national contexts of the business have immense implications in how HR practices are undertaken in the business. 
Lockhart et al. (2020) talk of the structure, the values as well as levels of education of human resources in the country as an important influence in how HR practices are applied, yet these factors immensely vary in organisations or countries.  Considering that these variables are not constant within countries or environments, the implication there of is that the human resource practices in two different environments cannot be entirely similar. Taking into account the differences between the two companies, Sukies and Patty, this assertion becomes very clear. The negotiated model of pay rates, the work duration especially in consideration that some junior staff members work in excess of 60 hours a week, in Patty, minimal training and development as well as the attitude of the staff members towards their managers come out as issues of organisational environment. Despite these practices being very unpopular within the premises of human resource management “best practice” approaches, they equally appear to be what Al-Sarayrahet al (2016) refer to as “normal organisational practices” if the environmental operations of the two companies are to be taken into consideration. 
looking at the operational model of the 2 companies, one would argue that these differences in how the HR practices are applied stems from whatElmalı (2018) and Dawson (2018) refer to as “organisational cultural contexts.” In certain instances, based on the general levels of education of the employees, having a framework of HR management practices is nearly impossible. This is why a number of present studies on best practices in HR management imagining that even though it would be prudent to have a standard approach in implementing HR policies, it is also important to evaluate the contexts in which these policies are applied. 
The structure of the organisation, equally has a very complicated connection with these HR practices so that the model in which the organisation is conceived, and run, fundamentally influences the application of these HR practices. This is quite obvious in the case of the two companies since their general structure seems to differ. The practical sense of this is that organisations have different structures, so requiring entirely different management philosophies or approaches. Sukies seem to be well, entirely different from Patties in terms of structures since they operate in two entirely different markets. The concept here in is that the approaches that the HR practices will be tempted to apply these two companies’ model of operations are quite different in the sense that these business entities have different business scaffolds. For instance, Patties seems to prefer negotiated model of payment for the staff members. This means that there is absolutely no payment model that is standardised in the organisation as everyone pursues a negotiated model, a practice that is not common in certain business environments. Quite frankly, this already draws a very bold line in terms of how these companies would want to apply their HR practices. 
Another important factor is the question of educational levels in the organisation (Al-Sarayrah et al 2016). The question of skill is fundamental in defining how these human resource practices are applied in organisations.  When the levels of education of the members of staff differ, it also means that their skill portfolio fundamentally differs. In essence, therefore, there is a sense in which the management model applicable for these different clusters of employees would fundamentally differ. The question herein is that how does the company get to do with the skill portfolio that it has? In looking at Patties, one would pre-empt that the staff enlightenment has not been adequately achieved. In this respect, the conceptualisation of a management model for such organisations has to fundamentally differ from a well-educated human resource context. 
Looking at the differences in terms of how these two companies operate, the elemental observation herein is that in terms of the general context of the organisational operations, there is a fundamental difference, yet their HR applications are strikingly different. In the propositions of Al-Bahussin and El-Garaihy (2013), HR practitioners have to be keen to adopt standards of HR that “actually work.” By “working”, the suggestion herein is that these applied HR models have to be considerate to the organisational operational environments. Even in the restructuring of the HR practices in a new market, specific aspects of organisational contexts have to be subjected to a detailed study. This is not only to enhance the practice of HR in these organisations, but it is equally meant to ensure that there is some level of harmony in terms of the applications of these practices. But while this is an important consideration from the face value, HR literature such as Raharjo et al (Raharjo, 2018) have put a caveat that despite the significance of this approach in HR management, it comes with a huge expense as well. The import of the disclosures of Reicheet al (2016) is to the effect that sometimes, while companies would want to retain their fidelity to the existing organisational cultural context, the challenge is that sometimes, these organisations entrench further, mediocre HR management practices. Despite the significance of contextualisingthe HR practices, the general strategy would be to initiate systemic reforms towards “best practices” in HR management. For example, there is sufficient evidence to note that the management model adopted by Patties is quite inefficient despite it being the emblem of the organisation’s cultural environment, less wonder the staff turnover is considerably high necessitating a discussion on an improvement plan for such, albeit in a gradual manner.
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As to the question whether there is need for a radical shift in the HR policies in the company, Patties ought to be initiated; the answer is a crystal-clear yes. Developing sound and ethical HR policies make a lot of business sense in the company. In this section of the study, the paper discusses the relevance of the ethical policies by justifying the business case for the adoption of these ethically sound HR policies in the company.
As earlier admitted, contextualisingthe HR practices within an environmental operational context does not mean that organisations settle for lower standards.  Suffice to say, it does require that radical transformative agenda in as far as HR practices is concerned is applied to Patties to reform the seemingly pathetic practices in the company. Indeed, one point to begin the reform would be the development of a standard plan for the remuneration of the employees.  Within the grounds of salary and other issues of remuneration, it was imperative that the company follows the suggestion that remuneration has to be hinged on functions and responsibilities.  By providing a standard of remuneration template, it solves the ethical problem of revenue disparities, a very common problem in HR management. However, in terms of the business performance, it gives the management team a standard for implementing salaries and remuneration policies as well as a framework for enhancing workers’ productivity. This is largely based on the notion that remuneration has to be tied with performance.
The development of a staff improvement plan is critical in the advancement of the business objectives of the company (Noe et al, 2018). That Patties rely on staff performance to remain active in their business objectives is critical in the advancement of the business. Taking this into consideration, it would be important for the company to develop a well-planned training model for the development of the staff members. Coupled with other practices such as the constitution of the management teams, the work hours as well as the question of bullying, the question of ethical policies become critical in the management framework of the organisation.It essentially improved the management of worker input and ties it to the enhancement of the general operations of the company in the sense that it offers the workers an opportunity to enhance their skill portfolio in the business.
In essence, in presenting a business case for the adoption of these policies in Patties company, it would be important to recall that ethically sound policies are fundamental to optimal business operations (Dawson, 2018). The development of any business operational framework ought to take into account the question of ethics. In the case of Patties, there is need to integrate ethical policies if the objectives of the company are to be met.  In the suggestions of Al-Bahussinand El-Garaihy (2013), theyareneeded to orient the organisational operations towards sound ethical practices. But then the question is what would be the point of adopting these ethical practices in the operations of the company? How would the application of these ethical practices influence the manner in which the company fares in the market?
One notable issue herein is that these ethical practices are able to limit the staff turnover in the operations of Patties. It can be assumed that the high staff turnover in the company is based on a raft of irrational decisions applied in the organisation. In this context, developing an ethical model of HR operations is likely to ensure that Patties Company develops the right HR procedures to incentivize the workforce, therefore limiting staff turnover. Secondly, the question of business sustainability also comes up when discussing ethics and policy contexts of business entities. Studies likeRizvi and Shahzad (2020) have confirmed that business entities have to integrate ethical practices in their operations if their sustainability in the market is to be assured. 
Moreover, these ethical practices have been noted to enhance the productivity of the business. For instance, integrating gender balance in the company especially in the management is likely to ensure that the company attracts a wider skill portfolio, an issue that is likely to empower the company to scale even higher in terms of its performance in the market.
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In conclusion, this study affirms that indeed there is an important consideration in the management and application of HR policies in organisations and this is the environmental context of the organisation. Through the case study of the two companies, Sukies and Patties, the paper suggests that despite the need to have a framework for the management of HR practices in companies, it is important to take into consideration the organisational environment operations into context. Companies take into consideration these environments to be able to effectively operate and it is the onus of the management to select those operational approaches that effectively advance the business objectives of the company in the market domain from where the company operates.
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