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1. Introduction

The world is getting smaller, faster, big has become beautiful, the terms `globalisation', internationalisation' or `going global' are key words in our days. The most spectacular development in that respect is the enormous development of the internet. Now it is possible to send and/or receive documents within a few seconds, to get all information imaginable. Fact is that the financial, economic, media, research, recovery and educational world experiences a tremendous change nowadays. Just think of digitalisation of texts, pictures or sounds! Think of communication satellites or the spreading of computer science! Mega-mergers and  hyper-concentrations determine our present time, multinational or rather global enterprises are the result. Our world order seems to define itself in a new way. Remember the merger of Daimler Benz AG and Chrysler Corp. in November 1998, presented at that time as a merger of equals, it is still producing considerable unhappiness among the Americans and the Germans. The Americans contend privately that the combined company has come to be dominated by the Germans whereas the Germans complain that there is a gap between the American and the German management level. What do we learn from this?

It is very often forgotten that there are deeper reaching problems besides determining the legal conditions or the new budget planning, which are based on the different cultures and backgrounds of those people who are supposed to work together. We are going global. Yes, indeed. But does this automatically mean that we do understand each other? Sure, English as the `Number 1' language is spoken almost everywhere, but does this mean that international relationships work out perfectly? Obviously not, otherwise all the mergers would have been a success. Our world is full of confrontations between people since we feel, think and act differently. But at the same time we are exposed to the same problems which demand cooperation if we want to solve them. Nowadays, people begin to understand that there are cultural differences and try to accept them and even profit from them. 

One of the reason why so many international projects fail or have poor performance is because of differences of thinking among partners have been ignored. Understanding such differences is at least as essential as understanding the technical or economic factors. The objective of this class is to help in dealing with differences in thinking, feeling, and acting of people around the globe. It will show that although the variety in people’s mind is enormous, there is a structure in this variety which can serve as a basis for mutual understanding. Therefore, this paper aims to present Geert Hofstede's as well as Edward T. Hall's ideas on cultural problems.

2.
Hofstede's Ideas

2.1
Introduction

Geert Hofstede was born on October 2, 1928 in Harlem, in the Netherlands. He received his Ph.D from Groningen University in 1967. He is very well known for his research on the influence of culture on the human being. We will first describe his definition of the term “culture”. Hofstede has done over years extensive hard social, cultural and organizational research. His most famous accomplishment is the distinction of the four dimensions of cultural variability, which will be treated in parts of this chapter. 

2.2
Hofstedes definition of culture

Geert Hofstede introduces cultural anthropology as the science of human societies. Culture is the keyword for all those patterns of thinking, feeling, and acting. In contrast to most of the western languages the word “culture” commonly is a synonym for “civilization” or “refinement of the mind”. This “civilization” is describe by education, art and literature. Hofstede’s definition of culture is much wider in his scope which uses this famous comparison “Culture as mental software”. Using the analogy of the way in which computers are programmed we can call such pattern of thinking and feeling software of the mind. This does not mean that people are programmed the way computers are. A person’s behaviour is only partially predetermined by his or her mental programs. She /He has a basic ability to deviate from them and to react in ways which are new, creative destructive or unexpected. The “software of the mind” only indicates what reactions are likely and understandable, given one’s past. 

Every person has patterns of thinking, feeling and potential acting, which were learned throughout their lifetime. Essential in this period of learning are the experiences she or he makes in ones childhood. At that period of lifetime people are most susceptible to learning and assimilating.  

The sources of one’s mental programs lie within the social environments in which one grew up and collected one’s life experiences. The programming starts within the family life; it continues within the neighbourhood, at school, in youth group, at the workplace and in the overall living community. Mental programs vary as much as the social environments in which they were acquired. 

Culture is learned, not inherited. It derives from one’s social and general environment, not from ones genes. For example: Eskimos have by necessity a large number of words to deal with the nature of snow. Culture has been distinguished from human nature on one side and from an individual’s personality on the other side. Where as it is still under discussion among social scientists where the clear borders between human nature, culture and personality.









Fig.1 Three levels of uniqueness in human mental programming
For the purpose of this text with its strong focus on comparative and multinational management culture is described more in detail by:

· Norms,

· Values that guide everyday life of a group,

· Shared beliefs,

These characteristics are expressed to current group members and passed on to future group members through cultural rituals, stories and symbols. 

Cultural norms both prescribe and proscribe behaviours. That is, they tell us what we can do and what we cannot do.  For example, norms prescribe when and whom we can marry, and what clothes we can or cannot wear to a funeral or to the office.

Cultural values tell us such things as what is good, what is beautiful, what is holy and what are legitimate goals for life.

Cultural beliefs represent our understandings about what is true. For example, most people in the United States or in a lot of other western countries accept science method as a valid way of discovering facts. In contrast, other cultures may have the belief,  that  facts can only be revealed by God. 

Cultural symbols, stories, and rituals communicate the norms values and beliefs of a society or a group to its members. Each generation passes its culture to the next generation by symbols, stories and rituals as well. A particular culture is continuously reinforced when people see symbols, hear stories and engage in rituals. Symbols may be physical such as a national flag or holy artefacts. In the workplace, office size and location can serve as a cultural symbol. North American managers, for example use large offices with physical barriers such as outer offices as symbols to communicate their power. In contrast Japanese managers avoid physical barriers. They prefer to locate their desks where they are surrounded by co-workers and remain at the centre of communication networks. 

There are three levels of culture an international businessperson needs to be aware of because these different cultural levels might influence his business success as there is:  national culture, business culture and occupational culture.  

National culture is the dominant culture within the political boundaries of the respective nation. It usually represents the culture of the people with the greatest population or the greatest economic power. Formal education is generally taught, and business is usually conducted, in the language of the dominant culture. Political boundaries however, do not necessarily reflect cultural boundaries. Many countries, such as Canada and Singapore, have more than one major cultural group within their political boundaries. Moreover, even states with relatively homogenous cultures have various subcultures, representing regional and rural/urban cultural differences that affect business transactions. The major social institutions-religious beliefs, education, the family, politics, law and economics – are closely intertwined with national culture.

Business culture represents norms, values and beliefs that pertain to all aspects of doing business in a culture. Business cultures tell people the correct, acceptable ways to conduct business in a society. In any society, business closely interweaves with the broader culture’s values, norms and beliefs .For example taking into account the priorities given to age and seniority, role expectations for women with their family and expectations concerning how superiors should behave toward subordinates. Business culture, as a reflection of national culture, influences all aspects of work and organizational life. It touches the way managers select and promote employees, lead and motivate their subordinates, structure their organizations, select and formulate their strategies and negotiate with other business people. Understanding the basic business etiquette of a business culture is regarded as a minimal requirement for a successful multinational manager. For example the aspect of business cards (meishi) in Japan is very important. This is regarded as the first major introduction for the person itself but also for the company itself. (In Japan employees are generally loyal and show strong commitment to business life at all.)

Occupational cultures are characterized by the different occupational groups such as lawyers, engineers, accountants or craftsmen. It is the third most important aspect of looking at different cultures after the national and business culture. Hofstede conducted a study, which included over forty different national cultures. The result was that people with similar jobs often had very similar cultural values. Sometimes people from the same occupational group were more similar to one another than to people from their own national cultures. The existence of an occupational culture is more prevalent for professional and technical occupations, such as physicians. This distinction occurs because professionals have similar educational backgrounds and access to a free flow of technical information across national boundaries. 

Although understanding the different cultural aspects of the people and organizations with which you work is crucial for business success. Business manager in a multinational environment must be aware that the different cultural aspects can only provide a guideline and not a law how a person will behave, feel or think. After all you are dealing not with machines but with individual people. You need to use these different aspects of different cultures with care and good observation on your co-worker, partner or customer from another cultural background.  The biggest danger for a multinational businessman is regarding other cultures as his own being inferior. These people are called ethnocentric. In real life probably few managers are pure ethnocentric. Were as a major phenomenon is subtle ethnocentrism. For example you can sometimes here “Why don’t they do it right the first way, as we do it?”  as a free quote from a manager who is on an assignment abroad talking about his local subordinates.

2.3 Hofstede’s Model of national culture

Hofstede once gave management training at IBM. He noticed that managers of different cultural backgrounds acted differently and found different solutions for problems even though they worked for the same company and were therefore confronted with the same company culture. He then concluded that the different reactions are due to the different cultural origin and developed his four dimensions of values, which help him to describe cultures according to different issues as there are:

- Uncertainty Avoidance 

- Power Distance 

- Individualism vs. Collectivism 

- Masculinity vs. Femininity

2.3.1 Uncertainty avoidance

Generally, we all have to face the fact that we do not know what will happen tomorrow. Therefore, the future will always be uncertain and we will always have to live with this fact. Uncertainty avoidance can be defined as the extend to which the members of a culture feel threatened by uncertain or unknown situations.

But according to Hofstede, there are societies with a low uncertainty avoidance which are characterised by tolerance and moderation. Uncertainty is known and accepted in their daily life and people belonging to such a society deal with unknown risks relatively easy. It is said that such cultures put strong emphasis on Human Rights. It is believed, that nobody is allowed to be prosecuted because of his/her conviction.

On the other side, Hofstede talks about societies with high uncertainty avoidance. These cultures can be characterised as quite conservative, fundamentalist and intolerant towards unfamiliar religions and ideologies. Detailed rules and laws are to protect them from the unexpected and uncertainty which is part of our every day life, is perceived as a permanent threat that has to be opposed. `What is different, is dangerous' is one of the key terms to describe societies with a high uncertainty avoidance.

Taking everything into account we can come to the conclusion that the extensive German assurance system is part of high uncertainty. 

	High uncertainty avoidance 
	Low uncertainty avoidance

	“doppelt halt besser”
	„Take each day as it comes“

	“Better safe than sorry”
	“No risk no fun”

	Suspicious of change
	Welcome change

	Threatened by ambiguity
	High tolerance for ambiguity

	Appreciate rules and structure
	Bothered by Rules

	Desire consensus
	Encourage dissenting views


2.3.2 Power distance 

This aspect focuses on the degree of equality or inequality among people in the society of a country. Societies with a high power distance perceive inequality as acceptable. Mighty and/or wealthy people have many privileges and the use of status symbols is common. These cultures are more likely to follow a caste system that does hardly allow upward mobility in the hierarchical society structure. Cultures with a low power distance always try to stress equality and opportunity for everyone. Members of such cultures don't show off power and everybody is considered to be equal. Hofstede characterises e.g. Brazil and Mexico as nations with a high power distance whereas Germany and Switzerland are examples for nations with a low power distance. Typical characteristics for the two categories are described below.

	High Power Distance
	Lower Power Distance

	It is not so important what you know but who you know
	“Don´t judge a book by its cover”,

	Unequal distribution of power
	Equal distribution of power

	Decisions accepted
	Decisions accepted

	Go through Chain of command
	Open door policy of boss


2.3.3 Individualism vs. Collectivism 

This culture dimension refers to the question of the intensity of interpersonal relationships. According to Hofstede one can distinguish individualistic societies (like the USA) where everybody is responsible for him/herself from the collectivist one (like Sweden or Japan) where the group protects every individual.

Typical for the two categories:

	Individualism
	Collectivism

	“Every man for himself”
	“All for one, and one for all”

	Individual autonomy
	Group unity and Harmony

	Self oriented
	Group oriented

	Personal goals
	Group goals

	Unique and independent
	Conforming and Interdependent

	Individual Privacy
	Group belonging

	Nuclear family 
	Extended family

	Equity
	Equality

	Competition
	Cooperation


2.3.4 Masculinity vs. Femininity 

This aspect focuses on the degree, to which the traditional masculine role model is reinforced in the society. A high masculine ranking indicates a high degree of gender differentiation. Masculine societies tend to cherish achievements that are considered to be typical masculine such as material success or professional development. Masculine societies e.g. solve conflicts by holding them whereas in feminine societies the conflict parties try to find a compromise by discussing the topic. Germany is considered to be quite masculine whereas the Netherlands are considered to be more feminine according to Hofstede.

3. Hall's ideas

3.1 Introduction 

Edward T. Hall was born on May 16, 1914 in Webster Groves, MO. After receiving his Ph.D. at the Columbia University he spent several years in the U.S. Army Corp of Engineers in Europe. After returning to the USA he married and did research together with his wife Mildred on the influence of culture on the human behaviour.

Hall refers to culture as the `man's medium' and according to his idea there is not one single aspect of the human life that is not altered or at least touched by culture. Consequently, "this means personality, how people express themselves (including shows of emotion), the way they think, how they move, how problems are solved. It is the least studied aspect of culture that influences behaviour in the deepest and most subtle ways."

Basically, Hall describes two important aspects of cultural differences, which include the time and context.

3.2 High/low context

This item concentrates on the "amount of information a person can comfortably manage". In high context cultures information is more likely transmitted in non-verbal and indirect ways. Gestures are very important as means of expressing ones opinion. Therefore, listeners have to carefully pay attention since important facts have to be read `in between the lines'. Information passes spontaneously and in wide networks. Therefore, the information flow works fast and people tend to be informed on many subjects. According to Hall, the Arab countries as well as France count to such high context cultures. On the other hand, he describes the USA, the UK and Germany as low context cultures. In these societies information is communicated in a very direct way. Verbalised statements that follow a given plan are usual. This is why the information flow tends to be very slow. Moreover, people tend not to be informed on subjects outside of their own interests.

3.3 Monochronic / polychronic cultures

This dimension shows that different cultures have different perceptions of time. According to Hall, "time is one of the fundamental bases on which all cultures rest and around which all activities revolve. Understanding the difference between monochronic time and polychronic time is essential for success.

Members belonging to monochronic societies are more likely to have a linear time perception. They are used to doing one item at a time and take time commitments (such as deadlines or schedules) seriously. In respect to their working world they take their duties seriously and tend to be very concentrated. Often, interpersonal relationships suffer under this job commitment. Monochronic people are concerned about not disturbing others and it comes to irritations when they are disturbed. Just think of all the closed office doors in Germany, which is a typical example for a monochronic culture. Germans are also said to follow the rules of privacy and to show great respect for private property so that they do not like to borrow and lend things.

On the contrary polychronic societies do not have a linear but rather a cyclic time perception. They do not mind doing several things simultaneously and consider time frames as useful but it does not come to irritations of they cannot achieve them They can be characterised by. a great involvement with people and human relationships. And since they are more concerned with those who are closely related such as family and friends, they do not put as much emphasis on privacy and the worry to disturb others as monochronic people do. 

All in all one can say that monochronism and low-context are linked as well as polychronism and high-context.

4. Conclusion

After taking a closer look at the ideas of Hofstede and Hall it is easier to understand why problems occur as soon as people from different cultural backgrounds come together. This especially helps in the business world as international co operations and mergers and therefore working with different people is part of our lives. Now it is possible to trace back cultural differences and to understand that there are different ways of doing things. The ideas of Hofstede and Hall therefore help us to structure our pattern of thinking as well as to gain a new a perspective.

However, we have to keep in mind that these ideas do not claim absoluteness. We cannot stand firmly behind them or think that they are unalterably. Concerning Hofstede and Hall we should take into consideration that their structuring of countries refers to statistical frequencies. This means that even though we Germans are considered to be monochronical and by high uncertainty avoidance and as low context culture there are probably many Germans who absolutely do not fit in this scheme. 

The best advice would therefore be not to take Hofstede's and Hall's concepts as absolute facts but as tendencies.

5. Illustration Index

1. Key differences between weak and strong uncertainty avoidance societies

	Weak uncertainty avoidance
	Strong uncertainty avoidance

	Uncertainty is a normal feature of life and each day is accepted as it comes
	The uncertainty inherent in life is felt as a continuous threat which must be fought

	Low stress, subjective feeling of well-being
	High stress, subjective feeling of anxiety

	Aggression and emotions should not be shown
	Aggression and emotions may at proper times and places be ventilated

	Comfortable in ambiguous situations and with unfamiliar risks
	Acceptance of familiar risks; fear of ambiguous situations and of unfamiliar risks

	Lenient rules for children on what is dirty and taboo
	Tight rules for children on what is dirty and taboo

	What is different, is curious
	What is different, is dangerous

	Students comfortable with open-ended learning situations and concerned with good discussions
	Students comfortable with structures learning situations and concerned with the right answers

	Teachers may say `I don't know'
	Teachers supposed to have all the answers

	There should not be more rules than is strictly necessary
	Emotional need for rules, even if these will never work

	Time is a framework for orientation
	Time is money

	Comfortable feeling when lazy; hard working only when needed
	Emotional need to be busy; inner urge to work hard

	Precision and punctuality have to be learnt
	 Precision and punctuality come naturally

	Tolerance of deviant and innovative ideas and behaviour
	Suppression of deviant ideas and behaviours; resistance to innovation

	Motivation by achievement and esteem or belongingness
	Motivation by security and esteem or belongingness


2. Characteristics of Hall's High- and Low-context cultures

	High-context culture
	Low-context culture

	Much convert and implicit message
	Much overt and explicit message

	Internalised messages
	Plainly coded messages

	Much nonverbal coding
	Verbalized details

	Reserved reactions
	Reactions on the surface

	Distinct in groups and out groups
	Flexible in groups and out groups

	Strong people bonds
	Fragile people bonds

	High commitment
	Low commitment

	Open and flexible time
	High organized time


3. Characteristics of Hall's monochronic and polychronic cultures

	Monochronic culture
	Polychronic culture

	Do one thing at a time
	Do many things at once

	Concentrate on job


	Are highly distractible and subject to interruptions

	Take time commitments seriously
	Consider time commitments an objective to be achieved, if possible

	Are low-context and need information
	Are high-context and already have information 

	Are committed to the job


	Are committed to people and human relationships

	Adhere religiously to plans
	Change plans often and easily

	Are concerned about not disturbing others ; follow rules of privacy and consideration
	Are more concerned with those who are closely related (family, friends, close business associates) than with privacy)

	Show great respect for private property; seldom borrow or lend
	Borrow and lend things often and easily



	Are accustomed to short-term relationships
	Have strong tendency to build lifetime relationships
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