
READINGS NOTES: 
WEEK 1:  

COMPANIES DON’T GO GLOBAL, PEOPLE DO (CLIFFE, 2015) 

• Difficulty in adapting to foreign cultures is more psychological and behavioural than cognitive 
• Need to practice new behaviours in actual situations  
• Step 1 – understand the rules of the game 

o Directness, enthusiasm, formality, assertiveness, self-promotion, self-disclosure  
• Step 2 – understand the zone of appropriateness for each of the above, often a range 
• Step 3 – tailor your approaches and responses 

WHEN CULTURE DOESN’T TRANSLATE (MEYER, 2015) 

• As companies internationalise, employees become geographically dispersed and lose shared assumptions and 
norms 

o Leads to miscommunication + erosion of trust  
• The closer the space we share and more similar our backgrounds, the stronger our reliance on unspoken cues à 

often communicate unconsciously in shorthand  
o Implicit communication breaks down with internationalisation = need more frequent recaps 

• Employees frequently split into separate camps with an “us versus them” dynamic 
• A company with a strong culture typically hires employees who can fit into that culture and trains them to work 

and behave in a globally accepted fashion  

 

WEEK 2:  

MODERNISATION’S CHALLENGE TO TRADITIONAL VALUES (INGLEHART & BAKER, 2001) 

• World Values Survey shows us that world views of the people of rich societies differ systematically from those of 
low income societies across a range of political, social and religious norms and beliefs 

o Traditional vs. secular-rational orientation towards authority  
§ Traditional: relatively authoritarian, emphasis on religion, exhibit mainstream version of 

preindustrial values e.g. male dominance, respect for authority, low tolerance for abortion + 
divorce 

§ Secular-rational / traditional = opposite  
o Survival vs. self-expression values 

§ Polarisation b/w materialist and postmaterialist values 
§ Values among generations grown up taking survival for granted emphasise environmental 

protection, women’s movement, rising demand for participation in decision making in economic 
+ political life 

• QUESTION: will globalisation necessarily product a homogenisation of culture (i.e. McWorld)? 
o The seemingly identical McDonald’s restaurants that have spread throughout the world actually have 

different social meanings and fulfil different social functions in different cultural zones 

 

 



CULTURE AND ORGANISATIONAL BEHAVIOUR (FRANCESCO & GOLD, 2005) 

• Cultural Iceberg à manifest culture, expressed values, basic assumptions  
• How is culture learned? 

o Enculturation: nonintentional process that includes all learning available as the result of what is in an 
environment to be learned  

o Primary socialisation: more intentional à occurs in family and local community  
§ Learn appropriate age, gender, ethnic and social class behaviour from families, friends, school, 

religious institutions, advertising, television  
§ Parents usually try to teach children ‘what is right’ à rarely consider that correct behaviour is 

culturally determined  
o Secondary socialisation: usually equips people with the knowledge, skills and behaviour to enact adult 

roles successfully, particularly family and occupational roles 
o Social groups within a country may also have distinctive cultures or subcultures that develop b/c a group 

has an ethnic background, language or religion different from the majority population  
• Immigrant children growing up in a culture different from their parents are subject to influences of BOTH parents 

culture and national culture  
• Kluckhohn & Strodtbeck (1961) 
• Hofstede’s Dimensions of Cultural Values (1980, 2001) 
• The Chinese Value Survey 

o To counter Hofstede’s entirely Western view of values  
o Dimensions:  

§ Power distance, individualism / collectivism, masculinity / femininity 
§ Confucian work dynamism: 

• High: Greater concern with future and value thrift and persistence, continuously 
consider how current actions could influence future generations 

• Low: values are oriented towards the past and present, respect for tradition and 
fulfilling social obligations 

• Hofstede later adopted and renamed it long term / short term orientation 
• Schwartz’s Value Survey (2002) 

o Focus on universal aspects of individual value content and structure 
o Argues that values reflect the basic issues or problems societies confront to regulate social activities 
o Embeddedness vs. Autonomy:  

§ Embedded: people view others as inherently part of the collective = meaning in life comes from 
social relationships, identification with the group, participation in shared way of life and goals, 
emphasis on maintaining status quo 

§ Autonomy: see individuals as autonomous, bounded entities who find meaning in uniqueness, 
encourage people to express internal attributes (preferences, feelings, motives) 

• Intellectual autonomy: follow their own ideas, value curiosity, creativity, open 
mindedness 

• Affective autonomy: individuals pursue positive experiences which make them feel 
good, value pleasure and an exciting and varied life  

o Hierarchy vs. Egalitarianism:  
§ Hierarchy: social system with clearly defined roles; unequal distribution of power, roles, 

resources; people follow rules and obligations; value authority, wealth, social power 
§ Egalitarianism: people think of each other as moral equals sharing basic human interests; carry 

out behaviour that promotes others’ welfare 
o Mastery vs. Harmony: 

§ Mastery: encourages members to master, change and exploit natural and social environment for 
personal or group goals; value success, ambition, daring, competence 

§ Harmony emphasises understanding and fitting in with environment rather than trying to change 
it; value unity with nature, protecting environment, world peace 



WEEK 11: 

WHATS YOUR CQ?  A FRAMEWORK TO ASSESS AND DEVELOP INDIVIDUAL STUDENT CULTURAL 
INTELLIGENCE (BARNES ET AL, 2017) 

• End half of 20th century expectations that were everyone would conform to the dominant culture of Caucasian 
males à diversity training focused on helping minorities and women assimilate  

• Now, cultural intelligence is an expected competency in graduates à all employees need to be cross-culturally 
competent in an increasingly global world  

• Culture: shared assumptions, values and web of significance or meaning used to make sense of an environment 
o Explicit + implicit patterns of ideas and their embodiment in institutions in practices 
o Culture lives and changes, and is not static 
o National cultures have a major impact on all activities, from a country’s capital structure to the 

performance of groups within it 
• Cultural intelligence: the capability to relate and work effectively across cultures 

o Study of cultures can also be enriched by looking at sub cultures within countries outside the US 
§ E.g. studying China’s ethnic minorities encompasses such topics as stereotyping and the roles of 

history and geography in population trends 
 
Cultural Intelligence Development Framework 

 
  

THE ELUSIVE CULTURAL CHAMELEON: CULTURAL INTELLIGENCE AS A NEW APPROACH TO 
INTERCULTURAL TRAINING FOR THE GLOBAL MANAGER (EARLEY & PETERSON, 2004) 

• Conventional methods that rely on country-specific knowledge often prove inadequate  
o PROBLEM: awareness of cultural values is not a substitute for more direct knowledge of interpersonal 

interactions  
• CQ Approach:  

o Uniquely tailored to the strengths and deficits of an individual 
o Provides an integrated approach to training dealing with knowledge and learning, motivational and 

behavioural features 
o Built upon a unifying psychological model of cultural adaptation rather than the piecemeal and country-

specific approach to training typically employed 
• CQ = metacognition and cognition + motivation + behaviour  


