
BBA102 – Lecture 3 Culture 

The Importance of National Culture 

 National culture: a shared set of beliefs, values, knowledge and patterns of behaviour common to a group of 

people 

 Culture is what and who we are 

Cultural Dimensions 

Low-context Culture 

 Shared meanings are primarily derived from written and spoken words 

High-context culture 

People rely heavily on situational cues for meaning when communicating with others 

 

The GLOBE project’s nine cultural dimensions 

1. Power distance:  

- How much unequal distribution of power should there be in organisations and society? 

- expresses the degree to which a society’s members expect power to be unequally shared 

2. Uncertainty avoidance:  

- How much should people rely on social norms and rules to avoid uncertainty? 

- expresses the extent to which a society relies on social norms and procedures to alleviate the 

unpredictability of future events 

3. Institutional collectivism:  

- How much should leaders encourage and reward loyalty should people have for their family or 

organisations? 

- expresses the extent to which individuals are encouraged and rewarded for loyalty to the groups as 

opposed to pursuing individual goals 

4. In-group collectivism:  

- How much pride and loyalty should people have for their family and organisations? 

- expresses the extent to which people should take pride in being members of their family, circle of close 

friends and their work organisation 

5. Gender egalitarianism:  

- How much should society maximise gender role differences? 

- expresses the extent to which a society should minimise gender discrimination and role inequalities 

6. Assertiveness:  

- How confrontational and dominant should individuals be in social relationships? 

- represents the extent to which a society’ expects people to be confrontational and competitive as 

opposed to tender and modest 

7. Future orientation:  

- How much should people delay fulfilment by planning and saving for the future? 

- expresses the extent to which society encourages investment in the future, as by planning and saving 

8. Performance orientation:  

- How much should individuals be rewarded for improvement and excellence? 

- expresses the extent to which society encourages and rewards its members for performance 

improvement and excellence 

9. Humane orientation:  

- How much should society encourage and reward people for being kind, fair, friendly and generous? 

- represents the degree to which individuals are encouraged to be caring, kind, generous and fair 

 



Other cultural variations 

1. Language: can lead to misperceptions e.g. In Asia a ‘yes’ answer to a question simply means the answer is 

understood 

2. Interpersonal space: people of different ideas about what is acceptable interpersonal space e.g. holding 

hands is the warmest expression of affection in Lebanon as it is a sign of friendship. This can lead to cross-

cultural misunderstandings e.g. Arabs breath on you (form of communication for them) but it is being they 

appear to be pushy because they are most familiar with interacting at a certain distance 

3. Communication: 

4. Time orientation: different in many cultures e.g. Americans are accustomed to calling ahead for 

appointments but South Koreans believe in spontaneity 

-monochromic: a preference for doing one thing at a time. In this perception time is view as being limited 

and scheduled driven e.g. when you schedule a meeting with someone and then give the visitor your 

undivided attention during the allotted time 

- polychromic: a preference for doing more than one thing at a time. Time is being viewed as flexible and 

multidimensional 

5. Religion: religion can influence the work-related values of people and for people with strong religious beliefs 

it can also affect the priorities at work e.g. Muslims must not benefit from either lending or receiving money 

from someone. Interest is not paid in Islamic bank accounts or added to mortgages 

 

What is an Organisational Culture?  

 Organisational culture: More than just ‘the way we do things around here’? 

 a system of shared beliefs and values that develops within an organisation and guides the behaviour of its 

members  

 also called ‘corporate culture’ 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



The three levels of organisational culture 

Level 1: Observable artefacts, physical manifestations of culture 

 At the most visible level organisation culture is expressed as physical manifestations such as manner of 

dress, awards, myths and stories about the company  

 Visible behaviour exhibited by managers and employees 

 Example: Change of Airline name from Virgin Blue to Virgin Australia was heralded by announcements of an 

upgrade in the fleet, smart new uniforms for staff and an advertising campaign that shifted the focus from a 

budget to a quality airline carrier 

Level 2: Espoused values  

 explicitly stated values and norms preferred by an organisation 

 Enacted values represent the values and norms actually exhibited in the organisation 

Level 3: Basic assumptions – core values of the organisation 

 represent the core beliefs that employees have about their organisation 

 those taken for granted and highly resistant to change 

 Example: at Insurance company AIG, people worked so hard that the joke around the offices “thank heavens 

it’s Friday’ because that means there are only two more working days until Monday 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

How employees learn culture 

 Symbol: an object, act, quality, or event that conveys meaning to others  

 Story: narrative based on true events, which is repeated—and sometimes embellished upon—to emphasise 

a particular value 

 Hero: person whose accomplishments embody the values of the organisation  Rites and rituals  activities 

and ceremonies, planned and unplanned, that celebrate important occasions and accomplishments in the 

organisation’s life 

 Rites and Rituals: the activities and ceremonies, planned and unplanned that celebrate important occasions 

and accomplishments in the organisation’s life 



The Importance of Culture 

 Gives members an organisational identity 

 It facilitates collective commitment 

 It promotes social-system stability: the more effectively conflict and change are managed within an 

organisation and the ore that employees perceive the work environment to be positive the more stable the 

social system within the organisation 

 It shapes behaviour by helping employees make sense of their surroundings:  the culture helps employees 

understand why the organisation does what it does and how it tends to accomplish its long term goals 

Four functions of organisational culture 

 

  

 

 

 

 

 

 

 

Culture for enhancing economic performance: three perspectives 

 The Strength perspective 

- Assumes that the strength of a corporate culture is related to a firm’s long-term financial performance 

- A culture is said to be strong when an employee adheres to the organisation’s values because they 

believe in its purpose 

- Embraces the point of view that strong cultures create goal alignments, employee motivation and the 

appropriate structure and controls needed to improve organisational performance 

 The Fit perspective 

- Assumes that an organisation’s culture must align with its business or strategic context 

- A correct ‘fit’ is expected to foster high financial performance 

 The Adaptation perspective 

- Assumes that the most effective cultures help organisations anticipate and adapt to environmental 

changes 

 

 

 

 

 

 

 

 



The process of cultural change 

1. Formal statements 

- The first way to embed preferred culture is through the use of formal statements of organisation 

philosophy, mission, vision and values as well as materials used for recruiting, selecting and socialising 

employees 

2. Slogans and sayings 

- Desirable culture slogans and sayings can be said through this 

- Can shape the expectations of both staff and customers and is so strongly embedded it would be difficult 

to move away 

3. Stories, legends and myths 

4. Leader reactions to crises 

- How top managers respond to critical incidents and organisational crises sends a clear cultural message 

5. Role modelling, training and coaching 

6. Physical design  

- Intel reduced noise through cubicle upgrades and arrangements because employees can see when their 

activities are annoying to people nearby 

- Intel thinks open seating arrangements encourage collaboration and hope the environment would 

better support creative thinking 

7. Rewards, titles, promotions and bonuses 

8. Organisational goals and performance criteria 

- Reinforces the desired organisation culture 

9. Measurable and controllable activities 

10. Organisational structure 

- The hierarchal structure found in most traditional organisations is more likely to reinforce a culture 

orientated towards control and authority 

11. Organisational systems and procedures 

- Companies are increasingly using electronic networks to increase collaboration among employees and to 

increase innovation, quality and efficiency 


