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Guided Tour

MOHAMED BRANINE

Why Study Managing
Across Cultures?

LEARNING OUTCOMES.
This chapter is designed to help the reader to

1 Recognize the need 10 study the subject of managing across cultures;
2 Understand the aims and objectives of this book,

3 Understand how the book is structured,

4 Use the book effectively

AGING J AN
ROSS CULTURES

CONCEPTS, POLICIES AND PRACTICES

Why study the subject of managing across cultures?

Managing aicross cultures is not a new phenomenon, but it is more important
now than ever before. For centuries, travellers, traders, explorers, conquerors,
cholars), job seekers and asylum
and/or managers of international organizations have
and have had to come o terms with the demands of
living in different societies and experiencing new cultures. They had to man

hostile living environments than those of today. Many empires were built in
their efficient management of resources across cultures. One of the

ons for their demise was conflict resulting from misunderstanding or
not respecting cross-cultural differences.

However, until the later part of the second half of the twenticth century
there were few studies, textbooks or courses on the subject of managing across
cultures, and it was given very little attention by economists, political analysts
and international business scholars. It was not until the 1980s that cross-cultural

Learning outcomes: A clear set of key
learning objectives are provided for each
chapter.

Introduction: The introduction outlines the
main topics and issues to be covered in each
chapter.



Why Study Managing Acrosa Cultures? s

6 Many companies sre mexging ar forming strategic aliences with companios from
e couniie, invobing negoitlons and prtnerahips, snd the having (0 work
with d warkers from

naging acioss cultures is not confined to frig e comparies
(MNGs) or profitablo organizations do. It sffects every orgnization that operstes

cormationahy, regardiens of its sizs, raturs or lovalion. Therslore the need To
stucly the subject of menaging sc¥0ss cultures is not fust for those who want 1o
work for mokinational companies out for evaryone who may become involved in
managing regources in differant countries and societies.

oo el
e it e

This book: ratlonals, aims and structure

fatonae

This book provides o detailed and comprehensive treatment of the coneepts,
palicies and practices of managing Tesources — especially human respurces — in
Various socio-economic, political and cultural contexts. It provides the reader
with &n understanding of the theory end practice of different netional
spprodches to mansgement, moving from conceptual analysis o the discus-
sion of poliies ard praclces. T book secks to develop s broad understend-
ing of of national aggraachas snd
t0 enable the reader to distinguish between different approaches to manage-
ment and to learn from examples of ‘good and bad practice of mansgement in
diffecent national cultura) setlings, While recognizing the importance of cul-
tural infiuences on management theories and practices and st the same time
accepting the argument that rmany societies are becoming similar rather than
different in their management abjectives, this book defines the process of
‘mariaging across cultures simply @ the mansgement of local employees glo-
bally and international employees locally. In doing %0 it helps 10 esublish the
ways by which aational culturel differences influence employment policies
and practices of different countries and the ways by which national and inter-
national organizations have respended to them in & world that is determined
by a globalizing power of business on the one hand and a localizing powee of
culture and politics on thie other.

Activity: In-class activities encourage
discussion and provoke thought.

The Meatlng of Managing Across Cultures |

activities i to share learning and generate new knowledge from the local
operations. Encouraging reverse diffusion of management theories and prac-
tices can lead to better understanding of the iocal working enviranment and to
the development of appropriate approaches to managing across cultures.

Summary

The subject of managing scross Culturéa has amarged in recent years a8 & siunifi
cant fiekd of academic research and study 84 a result of & number of triggers end
dirivers. Amon the tiggera aso: the failue of expatistes 1o compiete their Assign-
ments abrobd the sconomic recassion of the. 19405 the rise and successes of

hing 81 later India to the west; and
b m of the Cold War and the ‘Westemization' of £astem Europe. Tho mein driv-
eri have been: the growth and spread of multinations! companies; international
competition; regional ecanonic. infegretion; technicel changes and intemational

v

usa of Engheh es the intemations! Ww ct bginess; and the kbergization and
democratization of develoging counires.
Most of the définitions of menaging across cuituwies focus on the conoept of oul-
ture and the effects of cultural ditfecences on management in ditforent Counties.
This brook acknowledges the ir rance of Gulture $nd fts effects an managameat
and goes beyand the need 1o understand the simitarities and diftarences betwaan
sociates 1o zse e piocess of managing cros cuures 8 e raggement of
global luding expatiates, host
ionaland infonat tagulations, and

o

md
fations) and international
The o local amployees qlnbdly oo, o ous, ho buiding of a
glotal corporate cultura that local amployaes £an undarstand and identity with,
and having » strategy of forward diffusion of knowladige and skills from the home
10 tha host countries.
Suat o8 too emovees hav to be managed obaly, globsl employees, maily
expalristes, have 1o be managed locelly In order 1o achievs their assignments
suzcessfully. Globel employaes have 1o undorstand the local working Bnviror-
ment, ampioybes, institutions, and norms and values in order to manage the kocel
warkdorca glabally.
Tha process of managing across oulures sila batween the globaizing powe of
business and
ing such @ process affectivaly liea in knowing the unknown. The morg familier the
interations) manager (expatiate) it with the lacsl woeking environment and oce!
mployees, and the more the local employees know about the comorsts muuu.
and its operations, the grestar and btter the global integration and local ree
vensts The factors et may (5oitae the Process of ANowg, e koM s

o

the abilty to nesess and avoid fisks, and the encouragement of ‘reverss diffusion”
of managsmant good practica from the host 10 the home country.

The Wastern Expririats in West Atrica

When esked about the working and living conditions of expatriatas, Mrs Calia
1Sgboko, the managing directar of @ majos patrolaur company in WM A!ncu,
v-nm, “Western expatrist tod and

The Meaning of Managing Across Cultures 2

MINI CASE STUDY 1

honv velued, highly paid, wel respect

o ametion
Careh ttatio to data, rospech or wm e tdernoce snd sensisity to other
cultures,

et st s Westorn (thrd counte) expatistes and has feciared forward
diffusion of Wester management practices and palicies to my country.

1 smm. on (s) the context in which the comment was macle and (b) whot

? )udqing from the manager's commant, what typss of knawledge and skils
o you thick tha & om 7

Cuestions

e the poskie ad the negete cometationsof Mis Ugtoko

Managing global employses locally

Just as local employees have 1o be menaged globally through the building of
giobal corporale culture and the forwerd diffusion of knowledge and skills.
slobal emgloyees, mainly expatriates, have to be mansged locally in order to
achieve their assignment objectives successfully, Global employees, as home

country expatristes o third country emplay

, have to understand the local

working environment, the local employees, the local institutions nd the local
norens and valties in order to work with or to manage the local workforces
globally. in other words. global employees have to respond to the tocalizing
power of culture and, very often, politics as well,

Mationaldiffrence in o, wlue it sod beliefs, in levels of eco-

for d dw«m in management polldu and pratices between societies. Though
n is possible to assimilate organizationel structures, to rationalize processes and

iucta and services between countries, it Is nat, as Adler {2002]

o standardize prody
poin(!d out, easy to assimilate people’s behaviour because of their culturally
ecomomically and

politically bused differences. Therefore managing across col-

tures requires managers to be aware of the effects that these differences may
bave an their management policies and practices, They stould be aware of the
wnain aational norms and vales; of the national economic trends and organisa-
Vional characteristics, and of the netions! institutions and the legal system.

Mini case study: The mini case studies
throughout each chapter provide 'real life’

examples that enhance understanding.

Revision queations

1 Discuss with the use of exarmples the main factors and svants thet have led 1o the
emergance of crostoutural mansgement as & signficent field of acaderic
reseerch and study.

Ve coss maoaging scoee culures: masn? Sabarst youe sraver by oo
10 1 least two contrasting definitior

Vst o you Mk ra the it Dingstht araticns rgarizaios oan do o ba
aucopsstul i (s) managing giobal employsas kocally and (b) mansging their focal
‘amployses globally?

w N

References

Adler, N. {2002) International Dimensions af orgammml Behaviour, uh edn,

Cincinnats, O South-Westers College P

Ball, D.A. snd McCulloch, W.H. (1993 mmion Busness ntodcton and
Snenluzh London: Irwin.

and Lansbury, RD. (eds) [mm] Intermational and Comparative

mlw:m Relations, 4th edn, London:

Brlew, C.A and Ghoshal, . (+998) Managing Across Borders: The Tramsnatonal
Solution, 2o edn, London; Century Business.

Brisnine, M. 41997}, ‘Change and tontinuity in Chinese employmen relafionships’,
New Zealand Journal of Industrial Relations, 22(1): 77-04.

Brewster, C. and Harvis, H, {1999, International HRM: Contemporary Issues in

Burope, London: Routl

Brewster, C. and Tyson, S, (sds) uast } Intemational Comparisons in Human
Resource Management, Landon: Pi

Briscoe; D.R: and Schuler, RS- (znmy 1 ntorational Human Resourcs Managemer,
“ni edn, London: Rautiedge.

Browaeys, M.J, aod Price, R. (2008) Understanding Cross-cultural Management
Harlow: Prentice-HallRinancial Times,

Budbwar, P. and Debeah, Y.A. {eds} (2001) Human Resowrce Managemen! in
Developing Countries, Londen: Routledge.

Budbvwear, P. and Mellaii, K. (eds} [2006) Managing Hurman Resources 1 the Middle
East, London: Routledge.

Budhwar, P. and Sparrow, P. (2002a), *An integrative iramework for determining
crossnational human resource management practices’, Human Resource
Management Review, 1z(sy 377-408,

Budhwar, P. and Sparrow, P. (2002b) “Strategic HRM through the cultiral iooking
slass: mupping cognitions of British and ndian HRM managers', Organization
Studies, 23131 599-638.

Chn, M. |2004) Asian Management Sysiems, 2nd edn, London; Thomson Learning

Thild, ). Y9 Management in China in the Bra of Keform, Carnbridge: Cambridge
University Press.

Bamt

Summary: The main points of each chapter
are pulled together, making revision easy.

Revision questions: Questions at the end
of each chapter help you to check your
understanding of the key issues in each
chapter.



Summary of
Contents

List of Tables and Figures
List of Mini Case Studies
Author Biography
Acknowledgements
Guided Tour
Part I Introduction
1 Why Study Managing Across Cultures?
2 The Meaning and Importance of Managing Across Cultures
3 Contexts and the Cultural Dilemma of Managing Across Cultures
Part I Case Study Bob Over the Globe - Chevron and Saudi Aramco
Part II Managing in Anglo-Saxon Countries
4 The US and Canada
5 The UK and Ireland
6 Australia and New Zealand
Part II Case Study 9/11 - The Effects and Organizational Response

Part III Managing in South-East Asian Countries

7 Japan and South Korea

Xxvi

xxxii
xxxiii

11

35

77

79

107

145

171

179

181



vi Summary of Contents

8 China énd Hong Kong

9 Indonesia and Malaysia
Part III Case Study The 1997 Asian Financial Crisis
Part IV Managing in Western European Countries
10 Belgium and France
11 Germany and the Netherlands
12 Denmark, Norway and Sweden

13 Greece, ltaly and Spain

Part IV Case Study EU Enlargement and its Implications for

Work and Employment

Part V Managing in Developing Countries
14 African Countries

15 Arab Countries

16 India

17 Central and Eastern Europe

18 South America

Part V Case Study Making Poverty History
Part VI Conclusion

19 Emerging Issues and Future Challenges in Managing
Across Cultures

Glossary
Index

215

249

279

285

287

315

345

369

395

403

405

437

475

501

529

557

563

565

585
599



Contents

List of Tables and Figures
List of Mini Case Studies
Author Biography

Guided Tour
Acknowledgements

Part I Introduction

1 Why Study Managing Across Cultures?
Why study the subject of managing across cultures?
This book: rationale, aims and structure
Rationale
Aims
Structure
How to use the book
Learning outcomes
Chapter review
References

2 The Meaning and Importance of Managing Across Cultures
Emergence of managing across cultures

The triggers
Expatriates’ failure to complete assignments abroad
Recession in the 1980s
Economic development of Japan and South-east Asia
Economic development of China and India
"Westernization' of Central and Eastern Europe

The drivers
Multinational companies
International competition
Regional economic integration
Technical changes and flow of information
Trade and financial services
Political and cultural influences

vii

xxvi
XX1X
xxxi
xxxii
XXXV

O oo o~ OU U1 ww



viii Contents

Western management education and the use of
English in business
Reforms in developing countries
The meaning of managing across cultures
Managing local employees globally
Building a global corporate culture
Forward diffusion of knowledge and skills
Managing global employees locally
National norms and values
National economic trends and organizational characteristics
National institutions and legal systems
Assessing and avoiding risks
Reverse diffusion of knowledge and skills
Summary
Revision questions
References

3 Contexts and the Cultural Dilemma of Managing Across Cultures
Introduction
The contexts of managing across cultures
The global-international context
Economic challenges
Political challenges
Legal challenges
Technological challenges
The local-national country context
The political environment
The legal environment
The economic environment
The organizational context
The ethnocentric approach
The polycentric approach
The geocentric approach
The regiocentric approach
Organizational culture
Is management a universal phenomenon?
Convergence theory
Divergence theory
The cultural dilemma of managing across cultures
Definitions of culture
Dimensions of culture
Kluckhohn and Strodtbeck (1961): cultural value
orientations

17
18
18
21
21
22
23
24
25
26
27
28
29
30
30

35
35
36
37
38
38
39
39
40
40
41
41
42
43
44
44
45
46
47
47
49
50
51
52

53



Contents I

Geert Hofstede: cultural dimensions of societies

Fons Trompenaars' (1993} Cultural Framework

The Project GLOBE cultural framework {House et al., 2004)
Summary
Revision questions
References

Part I Case Study Bob Over the Globe ~ Chevron and Saudi Aramco
Introduction
The birth and growth of Saudi Aramco
Chevron-Saudi Aramco interface
The globalizing power of business versus the localizing power
of culture in managing people internationally
Questions
References

Part II Managing in Anglo-Saxon Countries

4 The US and Canada
Introduction
Contexts: economics, politics and culture
Economics
Politics
Culture
Labour market trends
The services sector
Unemployment
Flexible working practices
Job insecurity and high turnover
Diversity
Ageing working population
Management and organization
Strategic awareness
Avoidance of trade unions
Employee-employer agreements
Managing diversity
Managing human resources
Recruitment and Selection
Equal opportunities
Graduate recruitment
Selection
Education, training and development
Organizational training

ix

53
60
62
65
65
65

71
71
72
72

73
76
76

77

79
79
80
80
81
81
82
83
83
83
84
85
85
86
87
87
89
90
91
91
91
92
93
94
94



Contents

Business and management education 95
Vocational education 96
Rewards and remuneration 96
Performance appraisal 96
Performance-related pay and negotiated pay 97
Minimum wage 97
Employee relations 98
Trade unions 98
Collective bargaining 100
Industrial action 101
Settlement of industrial disputes 102
Summary 102
Revision questions 104
References 104
The UK and Ireland 107
Introduction 107
Socio-economic and political context 108
Economics 108
Politics 109
Culture 110
Labour market trends 111
Shortages of skilled labour 112
Employment of women 112
The older workforce 113
Employment of migrant workers 114
Flexible working practices 114
The unemployment rate 115
Management and organization 115
Strategic integration 116
Qutsourcing 117
Collective bargaining 117
Pragmatism 118
Flexibility and cost reductions 118
Commitment to quality improvement 119
International management orientation 120
Managing human resources 120
Recruitment and selection 120
Recruitment 121
Graduate recruitment 121
Selection 123
Training and development 123

Apprenticeship training 124



Contents

Employee training and development
Management education, training and development
Vocational training
Lifelong learning
Investors in People ({IP)
Rewards and Remuneration
Performance appraisal
Performance-related pay
Statutory minimum wage
Wage inequalities
Employee relations
Trade unions
Collective bargaining
Strikes and industrial action
Settlement of industrial disputes
Employee involvement and participation
Summary
Revision questions
References

Australia and New Zealand
Introduction
Contexts: economics, politics and culture
Economics
Politics
Culture
Labour market trends
Employment of women
Flexible working practices
Employment of older people
Employment of ethnic minorities
Unemployment
Management and organization
HR and corporate strategy
Reliance on legal experts
Managing human resources
Recruitment and selection
Recruitment
Graduate recruitment
Selection
Training and development
On-the-job training and apprenticeships
Off-the-job training and education

xi

124
125
126
127
127
128
129
129
130
131
131
133
135
135
136
136
137
138
138

145
145
146
146
147
147
148
149
149
150
151
151
152
152
153
153
153
154
154
154
155
156
156



xii Contents

Organizational training
Rewards and remuneration
Centralized rewards system {rewards set by collective
agreement)
Decentralized rewards system (rewards set by individual
arrangements)
The minimum wage
Employee relations
Trade union organization, membership and density
Collective bargaining
Industrial conflicts and strikes
Settlement of industrial disputes
Employee involvement and participation
Summary
Revision questions
References

Part Il Case Study 9/11 - The Effects and Organizational Response

Introduction
The impact of 9/11 on travelling and tourism
Dealing with and responding to the crisis
Redundancies - the common response to a crisis
Recruiting and retaining key employees
Training for possible attacks
Communication and crisis management plans
Conclusion
Questions
References

Part III Managing in South-East Asian Countries

7 Japan and South Korea

Introduction

Contexts: economics, politics and culture
Economics
Politics
Culture

Labour market trends
Low unemployment rates
Chaebol and zaibatsu
A hard-working, committed and loyal workforce
Female employment
Older working population

157
157

158

158
159
160
162
163
165
165
166
167
167
168

171
171
171
172
173
174
175
175
176
177
177

179

181
181
182
182
183
184
184
185
186
187
187
188



Contents

From full-time employment to flexible employment
Management and organization
Quality improvement
Consultation, communication and decision-making: the
ringi system
Paternalistic leadership
Job security: from lifetime employment to employment
adjustment
Managing human resources
Recruitment and selection
Recruitment
Graduate recruitment
Selection
Training and development
Company induction training
On-the-job training and job rotation
Enterprise-specific skills training
Continuous training
Self-development
Management training and development
Rewards and remuneration
Minimum wage
Seniority-based rewards
Rewards and otrganizational size and sector
Bonus systems
Performance-related pay
Promotion
Employee relations
Trade unions
Enterprise unions
Collective bargaining
Industrial action
The settlement of industrial disputes
Summary
Revision questions
References

China and Hong Kong

Introduction

Contexts: economics, politics and culture
Economics
Politics
Culture

xiii

189
190
190

191
192

192
193
193
193
194
194
195
196
197
197
198
198
198
200
200
201
201
201
202
203
204
204
205
206
207
209
210
210
211

215
215
216
216
217
218



xiv Contents

Labour market trends
Skills shortages
Rural-urban migraftion
Joint ventures and foreign-owned companies
Stratification and exploitation of the labour force
Management and organization
State- and party-orientated management
Heavily regulated management
Culturally determined management
Western management
Managing human resources
Recruitment and selection
From lifetime employment to labour contract assignments
From centralized to decentralized recruitment
From non-existent to more formalized recruitment and
selection methods
Training and development
Education and learning process
Vocational training and education
Organizational training
Management education, training and development
Management education on a wider scale
Training as many managers as possible at home and abroad
Supporting Chinese managers in learning from joint
ventures and foreign-owned companies
Rewards and remuneration
Minimum wage
Performance appraisal and performance-related pay
Employee relations
Trade union composition and membership
The role of trade unions
The workers' congress
Industrial action
Settlement of industrial disputes
Summary
Revision questions
References

9 Indonesia and Malaysia
Introduction
Contexts: economics, politics and culture
Economics
Politics

219
220
221
221
222
223
224
225
226
227
228
228
229
229

230
232
232
234
235
235
236
236

236
237
238
239
240
240
241
242
243
244
244
245
245

249
249
250
250
252



Contents

Culture
Labour market trends
Unemployment rate
Employee turnover
Demand for skilled and professional labour
Employment of women and ethnic groups
Employment of immigrant workers
Management and organization
Regulated management
Paternalistic management
Integrated management
Quality-based management
Adopted management
Managing human resources
Recruitment and selection
Affirmative action
Word of mouth
Kinship recruitment
Need-based recruitment
Training and development
Education
Training
Rewards and remuneration
Minimum wage
Performance appraisal and performance-related pay
Employee relations
Trade unions
From state unions to company unions
Collective bargaining
Industrial action
The settlement of industrial disputes
Summary
Revision questions
References

Part III Case Study The 1997 Asian Financial Crisis
Introduction
Causes
The effects
Responses and recovery measures
Conclusion
Questions
References

xv

253
255
256
256
257
257
258
259
259
260
261
261
261
262
262
263
263
264
264
264
264
265
266
267
268
269
270
272
273
274
275
275
276
276

279
279
279
280
281
283
284
284



