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Abstract 

 

Cross-cultural organizational culture research—comparing and contrasting 

organizational cultures in different countries—is a challenging, and some might argue 

“dubious”, undertaking and lags behind the amount of interest that has been shown in 

measuring and comparing societal cultures.  Surveys of studies of organizational cultures 

in developing countries generally confirm the predicted positive relationship between 

societal culture and organizational culture.  For example, several of the countries 

surveyed are large power distance, collectivist societies and researchers have found that 

in these countries the typical and expected characteristics of organizational culture 

include hierarchical organizational structure, subordinate submission to authority and 

directions from the top of the hierarchy, benevolent autocracy from the founder/owner of 

the firm and greater emphasis on relationships than tasks.  However, societal culture is 

just one of many possible influences on organizational culture. 

 

Cross-cultural organizational culture research—comparing and contrasting organizational 

cultures in different countries—is a challenging, and some might argue “dubious”, 

undertaking and lags behind the amount of interest that has been shown in measuring and 

comparing societal cultures.  Dickson et al. noted that when attempting to directly 

compare organizational culture dimension scores for organizations from different societal 

cultures: “[w]e have identified several major roadblocks . . . [to such comparisons] . . . 

including the problem of the comparator, culture-based response biases, the problem of 

level of societal agreement on related dimensions, and scale equivalence in items”.
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of the early cross-cultural organizational culture research was conducted in the US and 

other developed countries; however, recently more work is being done on studying 

organizational culture in other parts of the world.  For example, organizational culture in 

dynamic, fast growing economies such as China and India have been popular topics and 

there has also been great interest in the evolution of organizational culture in firms that 

have transitioned from state-owned status to the private sector as part of a country’s 

overall policies and programs relating to liberalization of its economy.    

 

Research in both developed and developing countries is often based on the assumption 

that organizational culture is strongly influenced by the surrounding societal or national 

culture and that it is therefore possible to identify differences in organizational behavior 

among organizations in different countries by looking at the characteristics of the societal 

culture in which those organizations are “nested”.
3
  For example, Hofstede wrote 

extensively on what he projected to be the links between his national/societal cultural 

dimensions and management practices within organizations in various countries.  Since 

many of these so-called “management practices” are often used by researchers as 

indicators of elements of organizational culture, the following chart highlighting the 

“consequences for the workplace of differences in national cultures” that is of interest in 

this entire discussion: 

 
Small Power Distance Societies 

Hierarchy means an inequality of roles, established 

for convenience; subordinates expect to be 

consulted; ideal boss is resourceful democrat 

Large Power Distance Societies 

Hierarchy means an existential inequality; 

subordinates expect to be told what to do; ideal boss 

is benevolent autocrat (good father) 

Collectivist Societies 

Value standards differ for in-group and out-groups: 

particularism; other people seen as members of their 

groups; relationship prevails over task; moral model 

of employer-employee relationship 

Individualist Societies 

Same value standards apply to all: universalism; 

other people seen as potential resources; task 

prevails over relationship; calculative model of 

employer-employee relationship 

Feminine Societies 

Assertiveness ridiculed; undersell yourself; stress on 

life quality; intuition 

Masculine Societies 

Assertiveness appreciated; oversell yourself; stress 

on careers; decisiveness 

Weak Uncertainty Avoidance Societies 

Dislike of rules—written and unwritten; less 

formalization and standardization; tolerance of 

deviant persons and ideas 

Strong Uncertainty Avoidance Societies 

Emotional need for rules—written and unwritten; 

more formalization and standardization; intolerance 

of deviant persons and ideas 

Source: G. Hofstede and M. Peterson, Culture: National Values and Organizational Practices in N. 

Ashkanasy, C. Wilderom and M. Peterson (Eds.), Handbook of Organizational Culture and Climate 401, 

407 (2000). 

 

Interestingly the surveys of studies of organizational cultures in developing countries 

generally confirm the predicted positive relationship between societal culture and 

organizational culture.  For example, several of the countries surveyed are large power 

distance, collectivist societies and researchers have found that in these countries the 

typical and expected characteristics of organizational culture include hierarchical 

organizational structure, subordinate submission to authority and directions from the top 

                                                 
3
 L. Sagiv and S. Schwartz, Cultural Values in Organisations: Insights for Europe, 1 

European Journal of International Management 176, 180 (2007).   



3 

 

of the hierarchy, benevolent autocracy from the founder/owner of the firm and greater 

emphasis on relationships than tasks.  However, societal culture is just one of many 

possible influences on organizational culture.  Moreover, organizational culture is not 

static, although it is admittedly difficult to change and change generally takes a long 

period of time.     

 

 

 

 


