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Instructions
For this assignment, you will write an essay that assesses the role of culture in human resource management practices within a global organization. Give examples of how cultural differences may affect at least two human resource (HR) functions. Examples of these functions may include recruitment and hiring, employee and/or management development, performance reviews, promotions, compensation, and benefits, but you are not limited to these functions. 
Your essay should follow the guidelines below. 
Writing should include proper grammar, sentence structure, and writing mechanics. 
The organization of the paper should be logical, and you should include an introduction section with a clear thesis statement as well as a conclusion section. 
Your paper should be at least three pages in length. 
You must use a minimum of two outside sources. 
All sources used must be referenced; paraphrased and quoted material must have accompanying citations in APA format. 
Your paper must be formatted in APA style to include a title page, running head, and reference page. 
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[bookmark: _GoBack]Abstract: This study is a suggestion of using Hofstede Cultural Model to bring about organizational effectiveness.BeingbasedonHofstedeculturaldimensionsithelpsdeterminethewaystoachieveeffectiveness within an organization. 123 responses were received and evaluated. Significant results havebeendeterminedandconcludedthatculturehasasignificantimpactonorganizationaleffectiveness.FourmostwellknownvariablesofHofstedeCulturalFrameworkwereusednamely,powerdistance,collectivismvs.individualism,masculinityvs.femininity,anduncertaintyavoidance.Ageneral model of organizationaleffectivenesswas made based on Georgeopoulos and Mann’s study on communitygeneralhospitalfordeterminingeffectiveness.ToasurpriseonlytwooftheHofstedeCultural Model had been found significantly related to organizational effectiveness. This research has also suggestedwaystouseHofstedeCulturalModeltonotonlydeterminenationalcultureororganizational culturebutratherhowthemodelcanimproveperformancesandbringaboutoveralleffectiveness. Keywords:HofstedeModel,Effectiveness
Introduction SEVERAL STUDIES HAVE been conducted on culture and how it affects the performance, the working life and working conditions of the workers and eventually howitbringsabouteffectiveness.Culturemaybedefinedasthesharedvalues,beliefs andnormsinanorganization.Itisaprocessofsensemakingthroughcommunication andinteraction.Dependingonhowstronglythevaluesandcontrolhavebeenimplemented inanorganization,itmayhaveastrongorweakculture. AccordingtoScheincultureisthemostdifficulttochangeattribute.Themostimportant rolethatorganizationneedstoplayinordertohaveastrongcultureistoadapttotheexternal environmentandintegratingindividuals.GarethMorgandescribescultureas“anactiveliving phenomenonthroughwhichpeoplejointlycreatesandrecreatestheplacetheylivein”. Positiveorganizationcultureincreasesstaffalignmentwhichin-turnincreasesorganizationaleffectiveness.Effectivenessmaybeachievedbystrongstrategicdirection,increased employee productivity and high commitment. According to Avolio, organizational culture canincreasecommitment,productivityandprofitability(1991).Thereforeinsomecaseswe canassumeitmayincreaseeffectiveness. Effectiveness is therefore how affective an organization is in meeting its objectives or outcomes. It can also be described as the extent to which an organization is successful in achievingitsdesiredfuturestate.Otherresearchersdefineeffectivenessasameasureofthe matchbetweenstatedgoalsandtheirachievement(Fraser,1994).Effectivenessisdoingthe rightthings(Erlendsson2002).Whenanorganizationtendstoachieveitsoutcomesordesired


stateitissaidtobeeffective.Asthecompetitionforresourcesincreasesandsurvivalbecomes more important day-by-day organizations need to develop more effective processes and strategies not only to compete but also to survive. Considering the organizations there are severalwayswhichhelptheorganizationachieveeffectiveness.Forexampletobeeffective organizations may focus on performance, including both employees and organization as a whole.Organizationsmayalsofocusonstrategiestoadapttochangeandnewtechnologies in order to compete. They may also focus on external environment, internal relationships, employee’sneeds,andleadership,dependingonwhicharearequiresthemostattention.All thesefactorscollectivelyplayavitalroleinbringingabouttheeffectivenesswithinanyorganization.Factorsaffectingorganizationaleffectivenessincludeenvironment,structureof theorganization,strategy,culture,technologyandhumanresources.Thefocusofthisstudy ismainlyonorganizationalculture.Itdescribestheextenttowhichcultureplaysitspartin bringingabouttheeffectivenessrequiredbyanyorganization.Havingastrongcultureprevents conflictsamongemployeesandmanagers.Itmakessurethateveryemployeeisvaluedand shares the same direction as the organization. Several researchers have described different insights regarding organizational culture. The focus of this study is on Hofstede Cultural Model and how it can be applied to determine the organizational effectiveness. Hofstede’s cultural model is based on the study of cultural differences across national and regional sectors. Hofstede identified four dimensions of culture namely, power distance, masculinity/femininity, collectivism/individualism, and uncertainty avoidance. Power distance determines how any society handles unequal distribution of power. High power distance countriesrelymoreonpowerholdersandcentralizationofactivitiesoccurs.Inorganizations power distance occurs when subordinates are differentiated from their bosses with respect tosalaries,status,promotionsandbenefits.Similarlylowerpowerdistanceisdecentralized and power is distributed equally. The second dimension is individualism vs. collectivism. Individualismdefinestheextenttowhichpeoplestresson”everymanforhimself”.Itfocuses on people concentratingon their own interestsand likes to work individually, or only with thepeopletheytrust.Similarlycollectivismistheoppositeofindividualismanditisbased on alliance, which ensures trusts and protection. Collectivism in workplace is an example ofteamwork,socialinteractionandintegration.Thirdculturaldimensionismasculinityvs. femininity. This dimension stresses on the role distribution among the genders. The more the roles are equally distributed and equal opportunities are provided to both genders the morethecultureisfeminineandviceversa.ThefourthculturaldimensionofHofstedecultural model is uncertainty avoidance. This dimension stresses on weak and strong culture. Peopleinweakculturedislikerules,havelessformalizedandstandardizedsystemandwork only when needed. People in strong culture system like to be busy, have a formalized and standardizedsystem,andbelievetimeismoney. Two factors are the focus of this study; one is the organizational culture, based on the Hofstede cultural model and second is the organizational effectiveness with respect to that culture.Theculturalfocusisondistributionofpower,genderwiseroledistribution,uncertaintyavoidanceandworkingindividuallyorcollectively. Severalmodelsexisttodeterminetheorganizationaleffectiveness.Thisstudyhasadopted the general idea of Georgopoulos and Mann’s study on Community General Hospital and Basil S. Georgopoulos and Alexender Matejko study on American General Hospital as a Complex Social System, for determining effectiveness. In both the studies researchers measuredeffectivenessintermsofdifferentdimensionswhichwerebasedontheeffectiveness
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itself.Questionnairesweredeveloped,scoresofwhichwereusedtocompareresultanddeterminethefinalresults.Asimilarcriterionisfollowedinthisresearchandgeneralorganizationaleffectivenessdimensionsincludinginnovation,commitment,strategy,andflexibility areused.Theseproxieswillhelpmeasureeffectiveness. Thisstudyexaminesthe“impactoffourdimensionsofHofstedeculturemodelonorganizationaleffectiveness”. ObjectivesofthisResearch Theobjectivesofthestudyareasfollows: • Toassesscriticallyhowthedifferentdimensionofculturerelateswiththeorganizational effectiveness. • Tofindouttheroleoforganizationalculturetoimprovetheeffectivenessoftheorganization. Significanceof the Study ThisstudytriestofillthegapintheliteratureasthereisverylessworkdoneontheHofstede culturaldimensionsinrelationtotheeffectivenessoftheorganization.Moreoverthestudy willrevealtheimportanceoforganizationalculturetoimprovetheperformanceandefficiency of the company to increase its effectiveness. This study will also help the institutions to foster the culture keeping in mind the organization and its people so that effectiveness can beachieved
Scopeof the Study The present study covers the different aspects of culture dimensions and how they relate with organization effectiveness possessing some culture that may be strong or weak. The studyisimportantintheglobalenvironmenttofindoutthemeanstohelpthehumanresource management examine the impact of culture on the effectiveness of the organization. This studyfallsintheareaofmanagementspecificallycultureandorganizationaleffectiveness.
LiteratureReview Several researchers have conducted many studies and identified different dimensions of culture. One study by Hofstede 1980 identifies5 dimensions of national culture. These includedpowerdistance,uncertaintyavoidance,individualism,collectivism,masculinityand femininity.Further,DealandKennedydefinedcultureashowthingsgetdone.Theymeasured organization is terms of risk, feedback, process, tough guy macho culture, work hard/ pay hard culture, bet your company culture. Charles Handy 1985 worked on Roher Harrison work on culture and popularized it as power culture, role culture, task culture and person culture.EdgarScheindefinedorganizationalcultureassharedassumptionsthatpeoplelearn whilesolvingaproblemthatmayincludebothexternalandinternalintegrationandmustbe valid.ArthurF.Carmazzi2007identified,theblameculture,multi-directionalculture,live andletliveculture,brandcongruentcultureandleadershipenrichedculture.RobertA.Cooke definescultureasthebehaviorsthatarerequiredinordertoconvenetheexpectationsofthe
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organization.Heidentifiedthreeculturaldimensionswhichfurtherhasothernormsincluded in them. He identified constructive culture, passive culture/ defensive culture, aggressive/ defensiveculture. Cultureisdescribedbyhowmuchtheorganizationalcultureispeopleorientedandteam oriented(Quinn,1988).Fairness,team-oriented,takinginitiative,resultoriented,achievement orientation,flexibility,actionorientation,collaborationwithothers,aggressivefactorshave agreatinfluenceonorganizationalculturechange(HergunerandReeves,2000).Organizations havetoadapttochangetowardtheorganizationoftheparticipation,broaderdecisionmaking, buildingteamwork,fasterdecisionmakingandmoreideafactors(Denison,2004).Greater attention needs to be paid to organizational culture along with structural explanations for managerialeffectiveness(ParasuramanandDeshpande,1984). Severalmodelshavebeenintroducedforthestudyofeffectiveness.Achievingeffectiveness at organizational level is said to be organizational effectiveness (Cameron and Whetten, 1983;QuinnandRohrburgh,1983).Itisalsodefinedasextenttowhichorganizationachieves itsgoals(GeorgopoulosandMann,1962).Effectivenessisalsolinkedwithcontrol,information, management and goal setting (Quinn, 1998; Dension, Haaland and Geolzer, 2004). BoermanandBechger1997usedorganizationalgrowth,interaction,evaluationbyexternal factors,stability,andcontrolandinformationsystem,commitmentaneducationalplanning for studying effectiveness. The four cultural traits in Dension model included, integration, coordinationandgoalsettingimportance.Measurementoforganizationaleffectivenesshas beenthetopicofinterestofeveryscholarandresearcher.Manyresearchershaveidentified different models for measuring the effectiveness, but the validity and reliability remains questioned. Many measures are not generalized therefore coming to a more standardized measurementremainsaproblem.
HofstedeCulturalFramework Hofstedeputforth4culturaldimensionswithrespecttoculturalstudiesconductedby19802000. His dimensions include power distance, masculinity vs. femininity, collectivism vs. individualismanduncertaintyavoidancedescribedbelow: PowerDistance Powerdistanceisthedegreetowhichdifferencesinpowerandstatusareacceptedinaculture (Hofstede1980a,2001).Somenationsaccepthighdifferencesinpowerandauthoritybetween membersofdifferentsocialclassesoroccupationallevels;othernationsdonot.Forexample, the French are relatively high in power distance, but Israelis and Swedes are very low. In IsraelandSweden,workergroupsdemandandhaveagreatdealofpoweroverworkassignmentsandconditionsofwork(Adler1997,Cole1989).Frenchmanagerstendnottointeract socially with subordinates and do not expect to negotiate work assignments with them (Laurent 1986). In the low power distance countries, individuals feel less discomfort and stresswhendisagreeingwiththeboss.Basedonthatthefollowinghypothesiswasmade: H1:Powerdistanthasanegativeimpactonorganizationaleffectiveness
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UncertaintyAvoidance Societies high in uncertainty avoidance tend to prefer rules and to operate in predictable situations,asopposedtosituationswheretheappropriatebehaviorsarenotspecifiedinadvance (Hofstede 1980a, 2001). In these societies, people are uncomfortable with high risk and ambiguity in other cultures, there is a greater tendency to take risks. In nations low in uncertainty avoidance such as the United States, there are fewer acceptances of rules and less conformity to the wishes of authority figures. The opposite is true in high uncertainty avoidancenationssuchasGermanyandJapan(Brislin1993).Thisdesiretominimizeuncertaintywillbereflectedinthelevelofperformanceriskthatshowsthedecreaseinorganizationaleffectiveness.Therefore, H2:Uncertaintyavoidancehasanegativeimpactonorganizationaleffectiveness
Masculinity Themasculinity-femininitydimensionofaculturereferstothedegreetowhichvaluesassociatedwithstereotypesofmasculinity(suchasaggressivenessanddominance)andfemininity (such as compassion, empathy, and emotional openness) is emphasized. High masculinity culturessuchasJapan,Germany,andtheUnitedStatestendtohavemoregender-differentiatedoccupationalstructureswithcertainjobsalmostentirelyassignedtowomenandothers to men. There is also a stronger emphasis on achievement, growth, and challenge in jobs (Hofstede1980a,b;1998;2001).Inhighlymasculinecultures,peoplearealsomoreassertive andshowlessconcernforindividualneedsandfeelings,moreconcernforjobperformance, and less concern for the quality of the working environment. In high masculinity cultures individualstendtohavehigherachievementmotivationandachievementisdefinedinterms ofrecognitionandwealth(Hofstede1980a,2001).Theseculturesalsoadmiretheacquisition ofmaterialpossessionsandvalueaggressiveattemptstoacquireadditionalwealthorincome (Gomez-MejiaandWelbourne1991).However,incountrieshighonthefemininedimension, suchasSwedenandNorway,workingconditions,jobsatisfaction,andemployeeparticipation areemphasized.Therefore, H3:Masculinityhasanegativeimpactonorganizationaleffectiveness
Collectivismvs.Individualism Individualism-collectivismreferstowhetherindividualorcollectiveactionisthepreferred way to deal with issues. In cultures oriented toward individuals such as the United States, theUnitedKingdom,andCanada-peopletendtoemphasizetheirindividualneeds,concerns, andinterestsoverthoseoftheirgroupororganization.Inindividualisticcultures,individual initiative is encouraged (Hofstede 1980a, 2001). The opposite is true in countries high on collectivism,suchastheAsianeconomiessuchasJapanandTaiwan.Inacollectivistsociety, anindividualisexpectedtointeractwithmembersofhisorhergroup.Itisalmostimpossible to perceive a person as an individual, rather than one whose identity comes from groups withwhichthatpersonisassociated(Brislin1993).Certainworkbehaviorsmayalsobeaffected. For example, in an individualistic society such as the United States, people tend to
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shirkwhentasksareassignedtoagroup,asopposedtowhentasksareassignedtoindividuals, atendencynotpresentinthecollectivistcountryofTaiwan(Grabrenyaetal.1985).Finally,

ConclusionsandDisscussions Organizational culture has been the focus of many researchers and management theories over the years, many cultural models and dimensions have been introduced by several researchers which play a vital role in not only determining organizational performance but alsoseveralotherfactorsincludingeffectiveness,turnover,absenteeism,employeedevelopment,andculturalfocusitself.Themainideageneratedandimpliedwiththisresearchwas the use of Hofstede Cultural Model in determining Organizational Effectiveness. Over the yearsseveralstudieshavebeenconductedusingHofstedeCulturalmodeltostudythechanges incultureordifferencesincultureacrossregionsorcountries.Littleresearchisavailableor isdonebasedonusingthesedimensionstodetermineotherfactorswhichinfluencetheorganizations overall performance. Competition is very important in this era. If you cannot compete, you cannot win. Changes and flexibilityboth are important while conducting organizational affairs. As people are the main source of achievement for any organization, therefore cultural criteria and norms have a severe impact, good or bad, on organizations operations.AccordingtotheresearchconductedUsingHofstedeCulturalModel,twofactors have been found to be significantly related to organizational effectiveness. Power distance andcollectivismbothhavebeenfoundtoaffecteffectiveness.Powerdistanceaccordingto thestudywasbasedonlowpowerdistance.Accordingtoseveralresearchesconductingby Hofstede2001andotherresearcherspowerdistancewaseitherfoundtobeloworhigh.The higherthepowerdistancethemoreitisdifficulttocoordinateandmotivatepeople.Assigning authority may decentralize the hierarchy and it does help the organization to reduce its problems,suchascoordinating,communicationandintegration.Similarlyworkingcollectively and in teams is more of the trend in today’s era. The organizations now focus on job rotating,integratingandassigningdifferentjobstoemployees.Themoretheteamworkand socializationinanorganization,themoreemployeesfeelvaluedandpartoftheorganization. Thishelpsthemfeeltheyownapieceoftheorganizationandtrytoachieveorganizational goals,astheybecometheirowngoals. Inequality in anything is always undesirable. People like to be treated with respect and equality in organizations too. In high power distance organizations higher level usually sustainpower and lowerlevelis dependenton everydecisionof thehigherlevel.Such authoritydistributionnotonlyresultsinde-motivation,itisalsothesolecauseoflackofcreativity, unresponsiveness to new issues and lack of opportunity to enhance competencies. Therefore, proper distribution of authority would provide the organizations with more competencesandskilldevelopment,whichinresultwillhelporganizationscompete.Similarly,workingcollectivelyandforthewelfareofthewholegroupmayalsohelptheorganiz
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ationachieveemployee’sloyaltyandacceptance.Themoretheorganizationanditspeople care for each other the more there are positive impacts. The more the people feel lack of care,politicsandlegpullingphenomenonwithinanorganizationthemoretheorganization isindividualisticandeveryonefocusesontheirownbenefits.Focusingonpersonalbenefits mayhelponlytheindividualworkingintheorganizationtoachievehisgoalsandhispersonal needs. The basic success of every organization is committing to organizational goals and doing everything to achieve those. Without that the individuals may achieve their interest butitwillbeatthestakeoftheorganization.
Recommendations Inhighpowerdistanceorganizationsthoseinauthorityopenlydemonstratetheirrank.Subordinates are highly dependent on higher level management. Employees do not have close orfriendlyrelationshipswithtopmanagement.Politicsiscommonlypracticedandsubordinatesareusuallyblamedforthingsthatgowrong.Therefore,ifanyorganizationwouldwant tobesuccessfulalowpowerdistanceauthorityrelationshipwouldbesuccessful.Practicing friendly relations, giving authority to employees to make on spot decisions and respecting andtrustingeachotherarepartoflowpowerdistance.Insuchanenvironmentsubordinates aretrustedwithprojectsandequalityismoreoftenpracticed.Toasimilarextentthisresearch alsorecommendsthepracticeoflowpower. Similarly practicing a friendly and caring action is always best. Developing a culture whichfocusesoneveryemployee,ratherthanonasingleemployeeisbasedoncollectivism. Theresearchalsoshowsasignificantimpactithasonorganizationaleffectiveness.Having a family- like culture and managing the needs of employees makes sure they feel they are partoftheorganization.Organizationcanalsooptforeithermasculinityorfemininityculture. Based on the facts if organizations need is more towards a logical approach, or towards achievement,profits,andambitionitmayusemasculineculture.Onthecontraryfeminine culture is based on innovation, creativity, relationships, compromise and care. To achieve effectivenessinthecurrenteraflexibilityandinnovationaremoreimportantthanlogicand ambitions. Environment is changing, globalization is happening, things are changing with thepassageoftime.Withthesechangesorganizationsneedtodevelopasystemwhichcan workalongthechangeratherthanremainingstable.Toachievethis,afeminineculturemay be appropriate. Similarly avoiding situations that cause worries and anxiety is based on stronguncertaintyavoidance.Thisfactisalsosimilartomaintainingaflexibleculture,which mayadapttochangesoccurringintheenvironmenteasily.Uncertaintycanresultinseveral issues. It is important to face these issues in a way that is successful. Failing to do so may leadorganizationstofailandliquidate.
FurtherSuggestions As the research is based on Hofstede Cultural Model, suggestions to use this model for achieving effectiveness have been made. Several other models and ideas exist in order to achieveeffectivenesslikedifferentiation,centralizationandstandardization.Astheoryand research suggest a balance among those to achieve effectiveness, this research suggests a similarrecommendation.Onemightnotneedtocompletelyorseparatelyusethedimensions on its own, for example, power distance in certain conditions may be high or may be low,
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therefore an organization can adjust its power and authority distribution according to its systemanditsrequirements.Wherelowerlevelrequireslowauthorityandcontrolonecan practice accordingly and top management can sustain high power, similarly, where more authorityisrequiredpowercanbedistributedequallyandlowpowerdistancecanbemaintained. It is also important that power given to any individual may be monitored to make sure no misuse occurs. Similarly a balance of individualism and collectivism is suggested. Ifanorganizationneedsemployeestocompeteandachievetargetstheymaychooseanindividualisticculture.Thiswillhelptheemployeescompetewithoneanother,developskills and knowledge, and perform better. Similarly if a group or team work is required to work togetheronemaypracticeacollectivismculture.Providingtheemployeesasenseofbelonging andfamilyhelpsachievethesefactors.Theendresultsareusuallysuccessful.Furtheraccording to organizational departments and type or system it can maintain a balance between masculinityandfemininity.Iftheproductiondepartmentrequiresinnovationandcreativity to compete and satisfy customers and more flexible and feminine culture may be adopted. Similarlyifanorganizationmainfocusisonprofits,ambitions,achievements,assertiveness then a more masculine culture can be followed. Lastly, an organization may also work accordingtouncertainsituations.Usuallyitisimportanttobehaveaccordingtothesituation. Forexampleitmayhappenthatinastronguncertaintyavoidanceculture,unknownsituations maycauseanxietyandfear.Thisanxietymayleadtoemotionaldisturbance.Inanorganizationpeoplegetintostresswhentheyfeelpressuredbytimeanduncertaintytoaccomplish atargetortosolveaproblem.Thismayhelpthemachievetargetsontimeortakedecisions on spot. As it is said, some people work better under pressure, therefore uncertainty may prove a better option for them. Similar to that if low uncertainty avoidance exists, in such situations people tend to remain calm and take necessary steps as required. For both the situationstheremaybeabenefitoradisadvantage,butbasedonwhatisrequiredanorganizationcanmaintainabalanceandactaccordinglyinordertosucceed.
