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1. Introduction
Culture is the collective programming of the mind that distinguishes the members of one group or category of people from others (Hofstede and Minkov 2010)
Organisational culture is a vital concept to HR profession which in tend is influenced by organisational culture because, at their heart, every organisation is made up of human relationships and human interactions. For this reason, culture is crucial to the role of the profession and must be managed and developed accordingly.
Culture matters because it offers a way for employees to understand their organisation, to voice their views, and to develop connections and common purpose. It is also important to continually assess that culture, as the organisation’s purpose and values will affect the standard of its customer service and influence the engagement and retention of its people
 organisational culture is the shared characteristics among people within the same organisation. It includes the values, norms of behaviour, routines, traditions, perspectives and beliefs of individuals (CIPD,2019). This can be evaluated using the Hofstede’s Cultural Dimensions Theory. Using this theory, one can understand how culture differs from one country to another to understand the impact of such cultural differences on organisations around the world. The dimensions of the Hofstede theory include Power Distance, Individualism, Uncertainty Avoidance, Masculinity, Long-Term Orientation and Indulgence.
[bookmark: _Toc40167299][bookmark: _Toc40169978]1.1. Power-distance
Power distance considers the extent to which people with less power accepts unequal spread of power in a society. Nonetheless, the extent of power inequality varies from one culture to another. In countries with high power distance, people accept class systems in which they believe everyone has a place and people with less power solicit advice or recommendation from the powerful. This characterise the relationship between mangers and their workers in organisations. On the hand, societies with low power distance are of the opinion that inequality in power should be lessen (Hofstede, 1991)
 Bangladesh in this dimension have a score of 80. This means people accept a hierarchical order as such workers are supposed to take orders from top managers without questioning their orders. Looking at the situation at Patties Co, there is no connection between the top management and the other worker. As a good HR practice, workers are supposed need to work together with the top management. This explains why the junior workers at parties can’t express themselves even when they feel bullied due to the difference in power.   
UK on the other hand has a score of 35 which is at the lower end. In a society like this people are assumed to be independent with equal rights. Workers work together with their managers and decision making is done as a team to make individuals feel influential. In such societies, one would easily find good HR practices in organisations because everyone is influential in the workplace with equal rights and the difference of power is lessen.
Transitioning between countries like the UK and Bangladesh, one would realise that the working culture could be very different in the way thigs are being done.
[bookmark: _Toc40167300][bookmark: _Toc40169979]1.2. Individualism
Looks at the bond between people the relationship they have with others in the society. A society with a high score shows untied relationship and people only look after themselves and the interest of close family relation. In such societies, people’s privacy is more important, and they only think for themselves, and pursue personal achievements. In low scored or collectivistic societies, group interest is valued most compared to personal interest and people are responsible for each other’s wellbeing (Hofstede, 2001). 
The UK score of 89 In this dimension indicating an Individualist society in which people desire privacy. from an early age, Children are taught to think and do things for themselves and to discover for themselves what their individual goal in life is and how they uniquely can contribute to society. individualism tend to impact organisational practice in that teamwork can be stifled with priority placed on individual achievement and initiatives are rather rewarded base on personal achievement and not teamwork. A good HR practice require a company to have a clear pay structure. Setting a commission or bonus structure in sukies Co base on individual performance will be beneficial since they rely on individual achievement.
In countries with low individualism scores like Bangladesh, with a score of 20, personal relationship is not of paramount importance and people normally put the interests of the group ahead of theirs. In such societies, employer and employee relation is regarded as a family link and management is a group affair. This makes it hard for someone coming from a high individualism society to work in such areas. The management team of Patties Co is made up of the same family members because the interest of others is the goal of such societies and setting up a bonus package for instance will be based on team performance rather than individual performance. 
[bookmark: _Toc40167301][bookmark: _Toc40169980]1.3. Masculinity Versus Femininity
Hofstede’s work view more nurturing values to be feminine and more achievement-focused values to be masculine. A high rating on this dimension denotes a society powered by high competition, achievement and success. Whereas, a low rating corresponds to a society whose values are based on quality of life and looking after each other. In such societies, success is based on the quality of life.
With the score of 66 UK is seen as a masculine society that is success oriented, value competition and people work to achieve success and value such as getting on well with others is less likely here.
In this dimension, Bangladesh with a score of 55 is slightly below the UK and is considered a masculine society where people live in order to work and supervisors are trusted to be confident and determined. This can explain why some junior staff at patties Co work overtime because they believe through that they will achieve high.
[bookmark: _Toc40167302][bookmark: _Toc40169981]1.4. Uncertainty avoidance
This dimension deals with the way a society tackle unknown situations. That is, whether they should control the future or let things be the way it is. Countries characterised by high uncertainty avoidance culture embrace routines and try to avoid unpredictable situations when making decision. They want clear rules and guidelines and are supportive of issue associated with human resource like training and empowerment.  
The UK scores 35 in uncertainty avoidance, this indicates that the country is less worried about unknown situations, embrace and support innovation, high probability to take risks and aim for a higher prospect of future benefits. And are ok make adjustment along the line. 
Societies like Bangladesh with score 60 highly tend to elude unknown situations, are hard in their approach and inflexible of unorthodox behaviour and propositions. In this societies, there is the desire to work hard because time is money. Though they tend to resist innovation, one vital component is individual motivation is security. This explains why workers at Patties work overtime to make more money.  
[bookmark: _Toc40167303][bookmark: _Toc40169982]1.5. Long-term orientation
This dimension takes into consideration the link societies have with their past in the same time dealing with the present and future confrontations. Societies with low score on this domain tend to stick with their past while being sceptical about societal change. Whereas, the societies with a high score are more realistic and promote education to get ready for the future.
The effect of this on an organisation culture is that organisation is expected to set more long-term objective and in cases where economic and other external situations needs adjustments, it will be more difficult for such adjustment to made.
Bangladesh scoring 47 here is an indication of low preference for education. Low preference for education means there is high rate of unskilled workers and this could be the reason why workers are hired and fired at Patties Co. 
With an intermediate score of 51 in this dimension, a dominant preference in British culture cannot be determined.
[bookmark: _Toc40167304][bookmark: _Toc40169983]1.6. Indulgence 
The way people tend to manage their desires and impulses is a characteristic of this dimension and this as a result how we brought up. In this light, indulgence is represented by relatively weak control while relatively strong control is known as restrain which is a representative of cultures.
A score of 69 places the British culture as an Indulgent society. In such societies, people are ready to enjoy life and have fun, act as they desire and spend money the way they want. Individuals with indulgence cultures are stimulated by flexible working conditions and a balance between work and life.
Bangladesh on a score of 20 shows it is a Restrained Societies. The tendency is that people in this societies are generally pessimistic with less priority place on leisure time and tend to control how they please their desires. They believe social norms restrain them from acting the way they want.
[bookmark: _Toc40167305][bookmark: _Toc40169984]2. HR Strategies and policies
The most prominent asset in any company is its workers reason being that for a company to meet its goals and objectives it will require the skills and competences of its workers. Since workers in organisations are less stable, it is essential for them to be active, focused and motivated. Because It is only by such means that companies get to achieve their goals and objectives. To gain completive advantage and outrun competitors, the potentials of workers needs to be increased.
To implement HR strategies, policies and procedures in an organisation, one need to analyse the underlying issues faced by that organisation. 
Patties Co company operates three high street fashion outlets in South East Asian and supplies garments to a range of retailers in the UK. This organisation is faced with issues because there are no are no policies and procedures in place to guide the employers and employees. These problems include, the rate at which employees are hired and fired, staff turnover at 35%, managerial post is held by males relative, working an excess of 60 hours per week and no organised pay rate systems as well as staff bullying. To better the situation, there is a need to implement HR practices at Patties Co.
The first thing Patties Co needs to consider is to hire the right people. Patties Co needs to advertise available job opportunities, get interested applicants, sort the candidates, do interviews and select candidates who are better fit for the job placement. The recruitment and selection process should be one that attracts the best applicants. Selective hiring is important because it will enable Patties Co to higher workers who are best-suited the company’s roles and organizational culture. The good thing about this is that it reduces the probability of workers leaving hence, a reduction in staff turnover, improved employee morale and productivity.
After getting the best workers for Patties Co, the next thing to do is to implement an effective training and development programme that will keep the workers up to date. Workers need to constantly improve their skills to avoid redundancy in the workplace. Providing workers, the opportunity to learn new skills will keep them motivated and energized.
A hand full of workers don’t work because they love of their job, they also need a decent pay and other incentives as rewards for their hard work. As a result, Patties Co needs to  
 create and properly manage and distribute remuneration packages for its employees making sure the hard-working employees get the rewards they deserve. Incentives motivates workers and in turn increase performance. Employees should also be giving the opportunity to share their opinions about the company as well as getting feedback in relation to their performance.
Apart from this practices, Patties Co also needs some policies to enable the company to run smoothly.
[bookmark: _Hlk39313213]HR policies specify how a company will fulfil its social responsibilities for its workers, that is recommendations that make sure issues in the organisation are handled in relation to the values of the company (Armstrong, 2014). These are guidelines which workers and employers can use to manage employment problems and provide consistency and transparency for workers and employers and help to promote the culture of trust and inclusion, accelerate the process of decision making in the company (CIPD,2019).
[bookmark: _Toc40167306][bookmark: _Toc40169985]2.1. Anti-bullying policy
With issues of bullying at Patties Co, the policy put forth will indicate that such practices will not be permitted by the company and those who continues to bully workers will be put under disciplinary actions. The policy can also permit bullied workers to talk about their issues with others or a member of the HR department to file a complaint. The policy should also make it clear that complaints received will be investigated (Armstrong, 2014).  Implementing this policy will help solve the issue of bullying as workers and managers will be aware of the consequences of their actions.
[bookmark: _Toc40167307][bookmark: _Toc40169986]2.2. Work–life balance
The balance between work and life is a consistent issue for workers in many organisations. With a policy like this companies need to stipulate their work patterns in terms of flexibility. The policy needs to specify how flexibility will be developed and reinforced. It should set out procedures for clear-cut arrangement to be made in terms of flexible hours, compressed working week, term-time working contracts, working at home, special leave for parents and carers, career breaks and various kinds of childcare (Armstrong. 2014). 
[bookmark: _Toc40167308][bookmark: _Toc40169987]2.3. Diversity management
 This policy should be able to see and accept the differences among workers and its benefits if such differences are well managed as this will facilitate work to be done efficiently and effectively. The policy should be able to accept cultural and independent differences within the organisation and appreciate the individual qualities that workers bring. Stress the necessity to get rid of bias in areas as recruitment and selection, promotion, performance, pay and training opportunities.
The policy can be reinforced by establishing a diversity network which will act as support group for minority workers to share problems and exchange ideas. Through this the company will be able to perform better as they get to know who they work with. 
With this policy in place, management in Patties co will not remain in the hands of a set of people because recruitment and selection will be base on merit and not family ties.
[bookmark: _Toc40167309][bookmark: _Toc40169988]2.4. Reward policy
This policy should cover such matters as laying down an unbiased pay system, equal pay for work of equal value, paying for accomplishments, proficiency or contribution, the provision of work incentives, including flexible benefits, the significance of the non-financial benefits resulting from recognition, accomplishment, autonomy and the opportunity to develop.
With this policy in place, it will the responsibility of line managers to properly implement them for it is the line managers that make HR policies come to life in any organisation.
To conclude, the Hofstede dimensions shows how national culture can impact organisations in different cultural settings. Understanding this difference is important for HR personnel to design new employee orientation programs, to formulate strategies and policies that work well for organisations and to improve global team effectiveness.
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