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Introduction to Culture by Dr. Liz Houldsworth.( (2016)
The culture is basically a part of our life. It consists of common belief and value, behaviour and attitude towards the society.  To understand more in deep about the culture is to be more self aware of its own culture. Due to enhancement in technology and travelling from one place to another, to some extend the cultural difference has been decrease. Eg: In the USA companies it’s better to do short hand shake as it symbolises for being more confident in the approach. Whereas in Africa the handshake may last for few couple of minutes or more and yes it’s appropriate there.
National culture: Basically means group of people in the nation distinguish with the other nation. It about understanding or programming the mind set of the human being of the nation. And when we talk about national culture the groups are basically the nation itself. There won’t be any type of changes in national culture we have to follow it with full respect and understand it well. National culture is about the ritual and behaviour that include the dress code or language or custom, then value and belief what the views are regarding the role of leader or a person who has the power that every nation is different from other nation.(Geert Hofstede)

The Hofstede Model of National culture is consisting of 6 dimensions which help us in understanding the cultural difference of the countries.

Power distance index: This basically means how the power is distributed whether equally or unequally among the society or the organisation. 
Individualism versus collectivism: This dimension basically means how the people work in the organisation as a individual employee or has a part of group.
Uncertainty Avoidance Index: It basically about the members of the society or the organisation feel uncomfortable with some ambiguous or uncertain situate and how it should be avoided or dealt with such situation. 
Masculinity versus Femininity: Basically these dimensions represent harder or tough verses tender or soft. 
Long term orientation verses short term orientation: Basically in this dimension society has to keep some connection with past to face upcoming challenges in the present and future.

Indulgence versus Restraint: To what extreme one can control his desire.
Organisational culture by Edward Hougton and Jake Young (2019): The organisational culture basically means the role of HR to maintain and run the organisation and coordinate the workforce for the success and development of the organisation. Organisational culture basically refers to as the norms rules and regulation value in the workplace. Organisation culture refers to as different characteristics of people which include norms, behaviour, believe of an individual or perspective of people working in the same organisation. In the organisation culture matters a lot because it helps the employee to understand the organisation in deeper.
(Geert Hotsfede)

 Hotsfede model have six dimensions that identify the organisational culture more effectively.

Organisational effectiveness (Means oriented verses goal oriented) : Goal oriented means a employee in the organisation has some goal or target to be achieved or accomplished even though they have to face challenges or risk. People are identifying what way they work in organisation. Where in Means oriented culture people avoid facing risk or any kind of challenges, they put limited contribution or effort in their job. 
Customer oriented (internally driven verses externally driven): In culture which is highly internally driven makes the employee working in the organisation to understand more effectively about the task of the outside world given to the employee and get the idea about what is best suitable for the customer and the world outside and bring out the best to it, more importantly the basic business principle and how loyal you are. Where in externally driven culture it only focuses on customer requirement and outcomes matter a lot and dealing things more practically rather than which is right or wrong or more superior.
Level of Control (easy going work discipline verses strict going work discipline) : The easy going work discipline culture has an easy going structure and environment in the organisation where there is not much restriction in the organisation. It has lack of preparedness, control and discipline in the society it go with flow. In strict going work culture people are more cost conscious, well prepared, more discipline and serious about the work and have an effective control in the organisation.
Focus (local verses professional): In local culture the employees are address or identify by their employer or the organisation they are working but in the case of professional culture they employee are identify or addresses by their qualification profession and work. In local culture they are highly control by their employer and its opposite in professional culture.
Approachability (open system verses close system) : In open system culture the new employee are welcome, they are easily given the job and the organisation have kept their door open for both the employee already working and the one who have to join the organisation but in close system culture its opposite more strict and reserved.

Management philosophy (employee oriented verses work oriented): In employee oriented culture the employees are more priories the work and their personal problem in the organisation are taken into consideration where in work oriented culture the employee has great pressure and work load, work is more priories than the employee itself.
Case study 

I am working in HR department of Sukies & co. It’s a large organisation that operate a number of fashion store it has a great network and most of the store outlet in high street , shopping complex and airport. It has great overseas expansion of their business in most of the European cities. It works with a good practice employee policy. The company is well organised and well operated. The other organisation where I have been transferred recently for a year is Patties & co. for the expansion of overseas plan , its operates most of the fashion outlet in south east Asian cities. It also supply garments to some retailer in UK and owns a factory in Bangladesh. It has 400 employees working in the firm.
Difference in HR is practised by national culture.(Geert Hotsfede)
According to the Hofstede model of national I have done the comparision of the Sukies & co company in the European cities , I have taken Germany for comparison and for Patties co company in South Asian cities I have taken Malaysia to get the difference through Hofstede model of national culture.

Power distance

Germany: It score 35% in the power index which is not much low. There some organisation that follow hierarchical order. Low power resistance which mean it have flatter structure in the organisation. In this there is no leadership role as the power is not given to the most senior employee of the organisation. People try to distribute the power equally among the organisation and they ask for justice and fair decision where there is inequality
Malaysia: it score 100% ,  the power is given to the employee according to the position in the organisation, there is a leadership role in the organisation. This is basically means high power distance which are hierarchical organisation which states that the employee which are senior in the company has more power in the organisation. In high power distance culture the organisation should follow and respect hierarchical structure. In high power distance culture believe that it is inappropriate to make important decision by the junior employee of the organisation without the guidance of the senior employee.
Individualism

Germany: It score 67%,The individualism culture in country is high as people prefer more about themselves by dealing with the personal contract to promote themselves more than working as part of group and striving the goal of the organisation. In Individualism it carries a loose knit social framework where individual take care of themselves only.
Malaysia : It score 26%, low individualism as there people work as part of group with unity in the working environment. In collectivism which prefer tight knit social framework where people work in a group accomplish the goal.

Masculinity

Germany: It score high which is 66%, it has a high score on masculinity that refers to as to as strong, assertive, material things like money and goods for success and not caring about the others. And low on Feminine which refers to as more cooperative, more caring about others softer towards the society.

Malaysia : Its score 50%

Uncertainty avoidance
Germany : It score high which is 65% , it  has high uncertainty avoidance index because they have a very strong bureaucracy structure in their country. Countries with high UAI are forced on believe and value and behaviour and need to strictly follow them and they don’t tolerate any kind of unusual or any intolerant behaviour or ideas coming through.

Malaysia: It is 34% which is low as they believe there should not unnecessary rules. They prefer flexible and relax working environment. Countries with low UAI are more relaxed with the structure and work and practices by the individual rather than the rules or regulation or principle. 

Long term orientation

Germany: It score high on this dimension which is 83%,
Those countries that score high on this dimension take more sensible and practical approach. They prefer using resources more efficiently and appreciate and make an effort for the upcoming modern information or knowledge for a better preparation for the future goals.
Malaysia: In Malaysia they score low which is 41%, basically prefer in maintain the belief and norms of the society with the upcoming societal change that can distract them.

Indulgence

Germany: The country score low on this dimension which is 40%. Restraint refers to as avoiding the desire or pleasure of the needs of the human being and maintains the strict norms of the society.

Malaysia: the country score high on this dimension is about 57%, basically means pleasure or desire of the human being most likely enjoying life or having fun.

Organisational culture in Patties & co. & Sukies & co. by Geert Hotsfede
	Patties & co.
	Sukies & co.

	- Means oriented , refer only to the structure of working avoid facing challenges
- Externally driven culture that only aimed for the needs and result of the customers.

-  It has a easy going work rule , there no restriction and discipline in the environment.

- It has open system culture where the employees are hired and fired very soon.

-


	- Goal oriented , have some goal or target to be achieved.
- Internally driven culture , that understand their work more efficient to give out the best to our customer.

- It has the strict rules and regulation that is followed and a discipline system in the organisation.
- it has a close system culture where there is restriction  and procedure in hiring and removing the employee.



HR strategy , policy and procedure for development of organisational practice in Patties & co. (Armstrong,2014.)pg:27-28
Strategic HRM: It is basically for the achievement and success of the organisation, implementing HR strategic for the development and enhances the business. There different strategic management that can be implemented in Patties & co for the improvement of the organisational performance. We talk about overall HR strategy that can be practice by the patties & co for the best organisational performance.

High performance management: This strategy will help us to manage high performance in our firm by taking measure like motivating the employees by giving the bonus or incentives, enhancing the knowledge of the employees by upcoming new idea and skills, and appreciate the work of the employees when they give their best performance, focus more on training programme for the employees that the can maximum knowledge, make sure the employee are highly involved in the customer service.
High commitment management: There should be a mutual commitment between the firm and employee. There should be trust between the employer and the employee to face challenges of the external or internal environment.

High involvement management: High involvement management basically aimed to give the employee the opportunity to express their skills and innovative idea and contribute it towards the development and success of the organisation. Give them the power of making decision and they are easily access with the training to enhance their knowledge, motivate them with incentive so that they are more involved to the firm.

Some specific HR strategy

Human capital management: To undertake the proper data about the capital investments, different operation, employee turnover, incentive etc and analyse to ensure profit or growth.

Cooperate social responsibilities: Make sure the organisation had a positive impact on the society and the environment by the commitment to business.

Engagement: Implement some policy so that people are more engaged to their work in the organisation.

Employee relation: Making understand about the needs of the organisation and what need to be changed more efficiently and creating a good relationship with employee.

Employee well being: Providing security and safety measures in the organisation and make sure their needs are fulfil.

I would like suggest some HR policies for the effective organisation performance. (Armstrong,2014.)pg :509 -523
The Discipline policy: Employee working in Patties & co need to understand the expectation of the organisation for the development and success , they need to obey the rules and regulation of the company.

Diversity management policy: There should be no discrimination on bases of personal ground , the workforce should be more diverse which help in bringing out more different ideas. Equal opportunity to each individual employee working in Patties & co. Appreciate each individual employee culture and diversity. Be more bias about selecting, training, rewards and payment. Every individual should get proper attention by the employer.

Anti bullying policy: Bullying the employees in the firm is strictly prohibited any find doing it will be in serve bad case it’s against the disciplinary rules. The company give the right to the employee who has been bulled need to come and discuss with the HR representatives.

Employee voice policy: Employee has the right to raise their voice against something which is inaccurate or unfair, and in terms of suggestion to the development of the organisation employee has the right to discuss it with the employee

Employee development policy: this policy state that giving sufficient training and learning to enhance the knowledge and skills and giving opportunities to the employees to contribute their skill and knowledge for the development of the organisation.

Equal opportunity: We believe in equal opportunity it means we do not tolerate any kind of intolerance or inequality on basis of caste, religion, race, disabilities, sex, etc. And same policy will be implemented when recruiting, training, payment and promotion no one will be treated less favourably.

Reward policy: Equal payment system, payment according to the value of work, equal pay for best performance and incentives. The payment rate will be according to the standard rate of the organisation and working hours will be according to the allowance to work.

Grievances policy: If the manager is being unfair with employee, the have their right to raise the voice. They can go to the high level if their grievances are not resolved. This policy will support them.

Procedure should be undertaken for the development of the organisation.

Procedure for the performance management:

If in the company the manger or the section leader believe that the employee is not performing well then following procedure should be undertake with the employee.

First call the employee and had an informal conversation with him and talk to him about the improvement to be shown, and ask the reason behind the low performance given.

If still the employee lack in the performance, tell him clearly about the standard expectation of his performance and his falling short to meet the requirement of the organisation. Explain him the cause that will affect the organisation with his low performance and arrange some proper training and learning to employee. Make sure the employee commit to reach the standard expectation of the company. Give employee a chance and put him to the reviewing period. Note down each and every work of the employee and had a interview after the end of reviewing period if there is improvement appreciate the employee and tell him to continue with the same, if there is improvement but does not reach the standard , keep him more on the reviewing period, and if there is no improvement at all , see that there are some other vacancy available in the replacement of the employee and then make the decision. The employee can put an appeal for their dismiss within 5working days.

Procedure for not following the rules and regulation of the company:

If any of the employee misbehave with rules and regulation or breaks it. First he should be given informal warning means given verbally about his offensive behaviour and ask him not to continue with the same. If he repeats the same things he would given formal warning on written paper about his offensive behaviour and he would be dismiss we he continue with same. If he continue the same than the action will be taken as suspension for 1week without payment , if he improve well and good or than the strict action will be taken and will removed from the company without any notice.

Procedure for grievance: If the employee has any type of problem or any unfair in the organisation he should speak to the team manager or section leader, if his problem is still not solved, can appeal for a meeting with members of managing staff within next working days and still if the employee is not satisfied with decision can make a appeal and request a meeting with director in a formal way and it will undertake within next 5working days.

Conclusion(Armstrong,2014.) pg464 : International HRM is basically about managing people outside the national boundaries. The main motive is to bring out more efficient and successful HRM practices by transferring the capabilities include how well the HRM polices and practices are monitor with multiple countries, taking into account co operate culture more efficiently.

The Affect of international HRM: Human resource management become more difficult because it involve multiple countries not just one country. It become different when it comes to culture because different country have their different own culture and there is a need to understand the culture in deep. It may be difficult to manage different mix of people from the home country and other nationalities. They also need to involve expertise who has excellent knowledge and understanding about the foreign countries and their respective cultures. 
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