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[bookmark: _Toc158078665]Introduction

[bookmark: _Toc158078666]Background
National culture has a significant influence on how organisations approach human resource management practices. The cultural dimensions of individualism versus collectivism, power distance, uncertainty avoidance, and long-term versus short-term orientation shape norms and behaviours in a country. In India, which scores high on power distance and collectivism, HRM practices tend to be paternalistic and group-focused (Obi et al., 2020). Seniority and loyalty are valued. Training and development focus on collective empowerment. Performance appraisals are often influenced by seniority and relationships. The UK has medium to low scores on power distance and high individualism. HRM practices emphasise flexibility, transparency, and individual rights/opportunities (McKearney et al., 2023). Performance is judged based on objective targets. Training is more self-guided. The employer-employee relationship is a contract between equals. Nigeria scores high on power distance and has collectivistic tendencies. HRM mirrors the political system with a strong emphasis on hierarchy and centralised decision-making. Loyalty to superiors and long tenure are prioritised over performance. Training and development invest in leaders and elite members before the collective (Oseghale et al., 2023). While globalisation is increasing convergence, national cultures still guide implicit expectations and basic mindsets that shape workplace behaviours and attitudes. Understanding these cultural influences allows for more effective localisation of HRM policies, practices, and employee engagement strategies across borders. 

[bookmark: _Toc158078667]Research Significance
The implications of this study for academia and practitioners within the HRM field are also profound as it reveals the delicate balance between national culture and HRM practices in India, the UK, and Nigeria. Cultural dimensions are essential for understanding the impact of cultural dimensions on HRM among the organisations that have to recruit from various cultural backgrounds in the global setting. In this study, the conceptual discourse is enriched as the frameworks of Hofstede’s Cultural Dimensions and Trompenaars’ Seven Dimensions are expanded, finding a specific HRM strategy application for each of the dimensions, providing a differentiated view. It provides a starting point to elaborate on cultural differences in HRM in a much broader manner, thus indicating the direction for the development of context-specific theories. However, this study practically provides the HR professional and the organisational leaders with actionable knowledge. Cultural sensitivities are important in the practice of culture fit HRM which enhances organisational effectiveness and employee satisfaction (Akwei and Nwachukwu 2023). Directions from the study regarding culturally sensitive adjustments in HRM policies offer manageable directions to organisations on how to navigate through the diversities in cultural settings. Notably, as globalisation further blurs geographical barriers, the study helps international firms to adjust their HRM strategies, to facilitate cross-cultural collaboration and reduce cultural frictions, (Shuaib et al., 2021). By mediating the gap between theory and practice, this research suggests culturally informed HRM strategies and engenders sustainable and inclusive organisational practices in an era of globalisation.

[bookmark: _Toc158078668]Aims and Objectives
This research aims to conduct a systematic review exploring the influence of national culture on Human Resource Management (HRM) practices in India, the UK, and Nigeria, providing insights into how cultural dimensions shape organisational HRM strategies in diverse socio-cultural contexts. To achieve the research aim, the following objectives have been curated:

· To examine the cultural dimensions prevalent in India, the UK, and Nigeria, identifying key factors that impact HRM practices in each country.
· To analyse the role of national culture in shaping recruitment, training, and performance management strategies within organisations in the selected countries.
· To evaluate the effectiveness of HRM practices influenced by national culture in fostering employee engagement and satisfaction.
· To provide recommendations for culturally sensitive adaptations in HRM policies with diverse cultural contexts in India, the UK, and Nigeria.

[bookmark: _Toc158078669]Research Questions
RQ1: How do cultural dimensions unique to India, the UK, and Nigeria influence the design and implementation of HRM practices within organisations?
RQ2: In what ways does national culture impact specific HRM functions, such as recruitment, training, and performance management, across these diverse socio-cultural contexts?
RQ3: What are the observed effects of culturally influenced HRM practices on employee engagement and satisfaction in India, the UK, and Nigeria?

[bookmark: _Toc158078670]Literature Review

[bookmark: _Toc158078671]Cultural Dimensions and HRM Practices
India, the UK, and Nigeria exhibit distinct cultural dimensions that impact HRM practices. Based on Hofstede's framework, India scores high on power distance and collectivism, indicating a clear power structure and group-oriented outlook (Shuaib et al., 2021) As a result, Indian organisations tend to have a top-down approach with paternalistic leadership styles. Performance appraisals, rewards, and grievance redressal emphasise loyalty and seniority over competence. In contrast, the UK scores lower on power distance and higher on individualism, underlying more participative decision-making and independent views (Prajogo et al., 2022). British firms promote greater empowerment, autonomy, and merit-based practices. Employee potential is judged based on individual skills and contributions. Nigeria exhibits similarities to India with high power distance and collectivist tendencies. However, unlike India's regimented hierarchy, Nigerian culture accepts uneven distribution of status but expects empowerment from superiors when needed (Ayentimi et al., 2018). 
Structural dependence, however, does not preclude paternalism with flexibility based on interpersonal trust in Nigerian corporations. In contrast to ratings, rewards take group results into consideration. These national cultural characteristics determine popular HRM models. It is bureaucratic-paternalistic systems that are used in India, and the UK, on its part, prefers empowering-meritocratic approaches. Nigeria’s bureaucratic order and relationship-based empowerment are in equilibrium. Successful global companies localise practices by understanding native elements. For instance, incentives that are linked to performance are most effective when culturally transformed from individualism to interdependence (Gbadamosi and Adisa, 2022). It follows that in order for HRM to be globally competitive, cultural diversity must be taken into account. Contextualising policies and practices with regards to different regions can also be achieved through comparative analyses.

[bookmark: _Toc158078672]Impact of National Culture on HRM Functions
The national culture plays a big role in the way an organisation designs and implements recruitment, training, and performance management functions in different country settings. Personal ties such as nepotism and referrals are largely used for recruitment in India due to strong network ties and loyalty to family members and the preferred group (Attah-Boakye et al., 2020). Job postings stress a long-term over competence. However, the UK maintains strict due process rules: Open recruitment leads to a competitive board based on specialised skills and credentials. Training Indian firms focus more on hands on training in preference of experience over rigorous schooling. Such conflicts are evident in terms of performance appraisal where India and Nigeria put forward seniority, conformity, and loyalty to the superiors instead of performance. The objective of feedback is building a relationship rather than critical feedback. Evaluations will be frequent, factual, and based on goals and contributions by the UK. Rewards focus on individual performance and skill (Obi et al., 2020). Multinationals cope with the diversity of cultures very efficiently through local policies. Commitment and cultural fit rather than bare qualifications rise in importance for hiring or recruitment in Asia and Africa. Training constitutes the blended method of learning by doing with active sessions. In the collectivist environmental contexts, appraisals emphasise growth instead of assessment and include the collectivist goals. So, HRM functions are deeply influenced by the social fabric, and recruitment, training and performance management show striking cultural differences across the world. Constructing nurtured practices, global corporations build an enhanced understanding of indigenous dimensions.

[bookmark: _Toc158078673]Research Gap
A substantial gap still exists in the literature analysing the interaction of national culture and the Human Resource Management (HRM) system in India, the UK, and Nigeria, concerning the defining character of cultural dimensions that influence the HRM practices in these countries. (McKearney, A., Prouska, R., Tungtakanpoung, M. and Opute, J., 2023.) Both studies are seeking to examine cultural phenomena in a worldwide perspective, even though there is a clear gap in research that is delving in to the specific cultural aspects of these particular nations and their immediate impact on HRM. In the current literature, we see that generally, the framework is provided which neglects the nuances of cultural differences in these diverse countries. Dealing with this research gap, this study aims to resolve this issue by referring analysis and evaluation to provide more subtle viewpoints on the issue of to what extent national culture influences HRM strategies within each situation. By limiting the scope to these three different countries, the research seeks to offer specific suggestions for organisations functioning in these cultural communities leading to a personalised and workable insight into the topic.

[bookmark: _Toc158078674]Theoretical Framework

[bookmark: _Toc158078675]Hofstede's Cultural Dimensions Theory
The Hofstede’s Cultural Dimensions Theory is a powerful and commonly admired model of the understanding of cultural differences, providing a holistic idea for the analysis of the national cultures’ influence on the organisational phenomena (Hofstede, 1983). The dimensions of the theory including individualism-collectivism, power distance, and uncertainty avoidance serve as a well-defined and quantifiable framework for the study of the results of culture on HRM practices. While Hofstede refers to his extensive cross-cultural generalisation based on empirical evidence of the cultural dimensions can be seen as one of the strengths of the cultural comparison framework, the cultural comparison framework adds one more layer of empirical support to the cultural comparison framework. To this end, this study will employ Hofstede’s dimensions to elaborate on India, the UK, and Nigeria, aimed at taking advantage of the theory’s reputable history in terms of cultural fidelity to be used as a practical framework for strategy HRM analysis during the analysis in the study.

[bookmark: _Toc158078676]Trompenaars' Seven Dimensions of Culture
The Trompenaars’ Seven Dimensions of Culture Theory provides a more sophisticated perspective on universal cultural conundrums, which is the way individuals from different cultures can approach significant workplace and life issues. This theory complements the Hofstede model by referring to the dimensions that include universalism-particularism, individualism-communitarianism, and time orientation (Trompenaars, 1996). On the other hand, dimensions of the Trompenaars will be included in this study to cover more cultural aspects, which would enable in-depth analysis of the relationship between national culture and HRM practices being discussed in the case of India, UK and Nigeria. The same applies to cultural diversity and non-standard boundaries that were considered in the cultural diversity theory, which makes it possible for the theory to highlight different cultural aspects that are responsible for these national HRM approaches.


[bookmark: _Toc158078677]Methodology

[bookmark: _Toc158078678]Research Philosophy
As a research philosophy, interpretivism focuses on the inherently subjective character of social phenomena associated with the need to understand and interpret human experience through the prism through which it is observed (Ruggiano and Perry, 2019). From the point of view of an interpretive reading of this aspect of the analysis of how national culture impacts HRM practice in India, the UK, and Nigeria is in order as it unravel key social and cultural ideas that guide human actions. This approach is open to the fact that HRM practices are essentially a cultural matter, and their importance can differ significantly when considered through the prism of personalised perception and attitude. This agreement eases the interpretation of cultural reality together with mainstream HRM measures, interpretivism then giving an opportunity for researchers to understand mundane ways of running an organisation and the learned dimension on the output of the organisation.

[bookmark: _Toc158078679]Research Approach
In an inductive research method, general principles that are obtained from specific observations and the emergence of theories from the data are observed (Nadal et al., 2015). The use of the inductive approach will be justified in the discussion of the study of how national culture influences HRM practices in India, UK, and Nigeria. This method is appropriate because it understands that each cultural setting is complex and unique. Qualitative data collection techniques that include interviewing and case study methods are aimed to obtain the data which are rich and context-oriented, which results not only in a strong vivid impression but also coming up with patterns and themes naturally. The inductive reasoning makes it possible to look under the surface of the cultural effects and reveal some not predetermined by existing theories nuances, and as a result, learn how national culture is reflected in HRM practices.

[bookmark: _Toc158078680]Research Method
The qualitative research method is about the unpacking and unravelling of the intricacies of human life and focusing more on depth of insights and interpretations as opposed to mere number-crunching of data (Phillippi and Lauderdale, 2018). A qualitative method will be employed to carry out the study concerned with determining national culture’s role in shaping HRM practices in India, the UK, and Nigeria. Such an approach is opted for in-depth insights into subjective perceptions of individuals and organisations and the overall capability of describing how cultural dimensions influence HRM practices. As this study aims to offer culturally sensitive suggestions for future organisational practices in culturally diverse settings, it could be best assisted by qualitative methods because the latter best fit the intricacies of contexts and the multiplicity of perspectives.

[bookmark: _Toc158078681]Data Collection
The process of secondary data collection is oriented at researching and analysing previously collected and stored information, not the newly collected data (Janssen and Van Leeuwen, 2019). Through a review of pertinent papers, data will be gathered for a study that examines the connection between national culture and HRM practices in Nigeria, India, and the UK. Conduct a systemic review of academic papers, reports and case studies and accumulates 50 studies. Inside this data processing method, the synthesis of the information about the cultural dimensions and HRM practice can be used to provide the basis of the initial standing for the consideration of that situation in each of the countries.

[bookmark: _Toc158078682]Rationale
The suggested rationale is inspired by the need to fill a gap between the current level of knowledge regarding the complicated network of national culture and HRM practices in India, the UK, and Nigeria. The study seeks, therefore, to contribute meaningful facets to academia and inform practitioners from this juncture. Given inference, understanding how cultural dimensions act as a guide to HRM practices in an organisational sense, to have effective organisational practice, employee satisfaction and cross-cultural collaboration. Reasoning of the research highlights the necessity of developing culturally appropriate practices of HRM that are critical for organisational success and continuity in culturally diverse environments.

[bookmark: _Toc158078683]Data Analysis
Thematic analysis is a qualitative method, whereby patterns or themes are identified, analysed, and interpreted from data sources (Sileyew, 2019). In thematic analysis, thematic study on national culture effects on HRM practices in India, the UK, and Nigeria will be used. Qualitative data from interviews, case studies, and literature reviews will be consistently coded, enabling thematic development. This approach helps in accounting for the subtle cultural impacts on HRM thereby enabling an in-depth appreciation of divergent opinions. The study intends to structure the findings in themes that reveal patterns that support a rich and contextual story, thereby guiding culturally sensitive recommendations for HRM practices in the future organisational setting.

[bookmark: _Toc158078684]Ethical Considerations
Ethical issues in this study include obtaining informed consent from participants, protecting privacy in data collection, and being culturally sensitive (James et al., 2016). Different points of view are to be respected, and there should be no bias in the analysis of results. The study seeks to maintain ethical standards through the open reporting of methodology, minimising harm to participants and compliance with appropriate protocols. Cross-cultural research involves respecting cultural differences throughout the research process, which is naturally one of the ethical approaches that reflect the values of integrity and fairness.

[bookmark: _Toc158078685]Project Management
The project management of this study has a clear timeline for the literature review, data collection, and analysis. The tasks involve the selection and review of studies, thematic analysis, and description of the process of analysis. Weekly checkups will guarantee that we are on schedule and the objectives will be modified when necessary. The ethical factors will consistently be given priority. Since communication between members of the research team is sustained, maintaining a cooperative and harmonious working process, the study will be completed within the required time.

[bookmark: _Toc158078686]Timeline
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[bookmark: _Toc158078687]Potential Risk
Complications in synthesising holistic insights may also be caused by methodological disparities and cultural divergences among the selected studies. Secondary data is not specific enough regarding the level of attention paid to issues such as confidentiality and consent in primary studies. It should be noted in the process that the amount of literature available per country may be diverse, and this may have a bearing on the level of research. Such secondary qualitative research should go through the thorough validation of the sources of data along with detailed consideration of the limitations of the original works to minimise the risks and achieve commendable results.

[bookmark: _Toc158078688]Findings
The results of the study bring interesting observations about the multilayered relationship between national culture and HRM in India, the UK, and Nigeria. Through thematic analysis of qualitative data, some prominent trends and themes are evident. In India, the HRM practices are greatly influenced by the collectivistic culture. As the sense of community and camaraderie increases, so do the employee engagement and their levels of satisfaction. Once recruitment strategies target interpersonal relationships, performance management focuses on shared achievements. Training programs focus on group dynamics, a collective sense of responsibility. On the other hand, the UK, with a more individualistic culture, emphasises on individual success. Human resource practices focus on individual performance indicators, and training programs usually stress personal growth. The recruitment process focuses on individual skills and individual success. 
The close relationship between employee engagement and personal growth and autonomy as an issue of workplace is notable. However, while collectivism and group orientation are apparent in the cultural dynamics of Nigeria, particularism also takes a part of the mix. Practices of HRM, therefore, highlight personal relationships and value each individual contribution. The social networks shape recruitment practices while the performance management includes customised individual acumen, which is associated with collective structures. A common theme in all three countries is the influence of power distance on communication within organisations. In India and Nigeria, the concept of higher power distance affects the hierarchical structures in HRM, while in the UK, a more moderate approach is evident. Second, time orientation is relevant, and India and Nigeria show a more patient approach to HRM planning as opposed to the UK.

[bookmark: _Toc158078689]Conclusion
This study reveals the strong influence of national culture on HRM practices in India, the UK, and Nigeria that displays different forms systematised by cultural dimensions. The study provides rich perspectives, filling in gaps in the literature and guiding academics and practitioners. The findings, which discuss how cultural differences can be observed in recruitment, training, and performance management, thus point out the importance of culturally sensitive HRM policies. The study also contributes to the advancement of context-specific theories leading to contextually sensitive organisational practice that is globally competent and inclusive.
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